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' the present research is to design a model of job crafting with the metasynthesis method. The
metasynthesis method is one of the types of qualitative research methods, and it is based on
the integration of various studies to create comprehensive findings. In the current research, the
seven-step method of Barroso and Sandlovski was used to design the model of job crafting. In
this research, out of 180 articles identified during the search in the literature of the last two
decades in selected electronic databases such as Science Direct, Emerald, Sage, Springer, 37
articles matched the inclusion and exclusion criteria and were analyzed. Based on the results
of the metasynthesis method, the factors affecting job crafting include 3 main categories and
10 sub-categories including job crafting motives (personal motivations, job motives, reaction
to structural adversities, reaction to job adversities) areas of job crafting (supportive
atmosphere, limited atmosphere supporting job design, restrictive job design) and the
consequences of job crafting (positive consequences, negative consequences) and 101 codes.
These factors have influenced the behavior of job crafting and their detailed knowledge is a
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Extended abstract

1. Introduction

The obvious and distinctive feature of today's
work environments is their impressive and
remarkable dynamism and competitiveness.
Organizations and companies rely heavily on the
skills and initiative of employees to innovate.
Actions such as job crafting show the strategies
that people use to change the scope and move the
boundaries of work in order to make their job
meaningful. Considering that work and
employment are big and inseparable parts of
every person's life, they cannot be ignored or
removed; the issue of job crafting is of great
importance. Job reinvention occurs when
employees actively change the boundaries and
characteristics of their jobs. Job crafting is an
important and positive stimulus for personal
growth and job performance (Karatepe et al.,
2024). When employees take the initiative to
reinvent their roles, it is clear that they are
actively seeking to reshape, modify, and
positively change their existing working
conditions. This process enables employees to
find more meaning and satisfaction from work.
Employees' participation in job creation behavior
allows them to create meaningful connections
with their job and organization, which can lead to
a greater sense of job attachment (AlMemari et
al., 2023). Petro et al. (2023) identified four types
of job innovation behaviors, i.e., increasing job
structural resources (e.g., job development),
increasing job  social  resources  (e.g.,
collaborating with others), increasing job
challenging demands (e.g., joining innovative
programs), and reducing inhibiting job demands
(e.g., escape from stressful tasks). Teng (2023)
proposed two career crafting strategies: one is
approach-oriented job redesign, i.e., optimizing
the positive elements of work (such as learning
new skills or accepting more challenging tasks),
and the other is avoidance-oriented job
innovation, i.e., minimizing undesirable work
elements (such as reducing workload or avoiding
conflict with colleagues). By examining past
studies, we see a research gap regarding job
crafting. Although 180 articles were searched and
found in the field of job crafting, the available
sources usually do not provide a comprehensive
view on job crafting. In this research, despite the

fact that there have been studies on job crafting in
the past, he believes that until now there have
been no studies that have investigated job crafting
with a meta-composite method, and one of the
important aspects of the innovation of this
research is to provide a conceptual framework.
The unit is job retraining and its components.
Since job creation is one of the main factors of
growth, progress, and improvement of
organizational performance, the main goal of this
research is to identify the causes, contexts, and
consequences of job crafting using the meta-
synthesis method.

2. Research method

The aim of the current research is to design a job
crafting model using the meta-synthesis method.
In terms of philosophical paradigm, this research
is interpretive; in terms of purpose, it follows an
inductive approach, and in terms of method, it is
explanatory-applicative and qualitative. In order
to identify the factors that affect job crafting and
its consequences, a meta-composite approach
was used according to various studies in this field.
Meta-synthesis is a type of qualitative study that
examines the information and findings extracted
from other qualitative studies related to the topic
and similar to it, and by providing a systematic
approach for researchers, it discovers new topics.
In the meta-synthesis method, a conceptual
framework and comprehensive knowledge are
presented by interpreting and comparing various
studies. In this research, Sandelowski and
Barroso's (2007) seven-step meta-synthesis
method has been used. These steps are: 1. setting
the research question, 2. systematic review of the
literature, 3. searching and appropriate selection,
4. extracting information from the texts, 5.
analyzing and synthesizing qualitative findings,
6. quality control, and 7. presentation of findings.

The target population of this research includes
all related scientific texts from 1999 to 2022 in
reliable  scientific  databases  such  as
Sciencedirect, Emerald, Sage, Springer, Taylor,
Magiran, and Noormag. Thirty-seven articles
were approved and analyzed using open coding
technique.

3. Findings
After confirming the quality of the extracted
findings, the research findings were presented in
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the form of a conceptual model, including three
main categories, 10 subcategories, and 101 codes.
According to the model, the first main category is
job crafting motivations, which includes four
sub-categories, i.e., personal motivations, job
motivations, reaction to structural adversities,
and reaction to occupational adversities. The
second main category is the contexts of job
crafting, which includes four sub-categories, i.e.,
supportive atmosphere, supportive job factors,
limiting atmosphere, and limiting job factors.
Finally, the third main category is the
consequences of job crafting, which includes two
subcategories of positive consequences and
negative consequences of crafting.

4. Conclusion

Job crafting shows itself in many activities
revealed under titles such as job crafting motives,
job crafting contexts, and job crafting
consequences. To strengthen the motivations for
the behavior of job crafting, it is suggested that to
motivate the employees, managers should pay
attention to the individual needs of each
employee. However, it should be noted that the
motivational stimuli are different and a single
motivational solution or method does not work
for all people; so managers should have a strategy
of incentives that fit these needs, such as creating
positive relationships with employees, providing
constructive feedback to employees, creating
training  opportunities, and  strengthening
employee morale. The contexts of job crafting
mean providing conditions that a person can re-
create in their job to achieve better working

conditions and match their interests and abilities
with the needs of the job. Therefore, it is
suggested that managers provide the environment
and working conditions through promoting a
collaborative  organizational  culture and
strengthening social support in such a way that
employees feel comfortable in the work
environment, and as a result, they become
motivated and willing to change their job and
work  environment. To achieve  better
performance, craftsmanship can increase
motivation, work commitment, job satisfaction,
self-confidence, and trust in others. Therefore, it
is recommended that entrepreneurship among
employees be facilitated by promoting initiatives
and supporting employees, and managers should
play an active role in creating motivation. People
should engage in active behaviors in the
workplace. Organizations can give employees
more freedom of action both at the individual and
group levels and seek appropriate and innovative
solutions.
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