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Abstract 

 

Research background: Job crafting based on individual initiative represents a new form of 
work design, supporting stability in increasing work performance. In many cases, this method 
proves to be an effective way of increasing employees' work engagement, mainly because of 
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the mediated autonomy in their work performance and the greater meaningfulness that re-
sults from it. The basis of job crafting is employee support, which initiates working behavior 
focused on proactivity in creating and adapting work to the subjective requirements of the 
employee's individuality. The available literature highlights various approaches that mediate 
individual topics, with which companies try to stimulate employee behavior, the expected 
result of which is job crafting, which leads to an increase in work performance. 
Purpose of the article: The goal of the study is to identify current research directions in the 
field of job crafting, specifically in relation to increasing work performance. 
Methods: The Web of Science database was used to identify the main directions of research in 
the relevant literature. Research was directed at peer-reviewed articles published in journals 
indexed in SSCI as Q1 and Q2. The resulting number of articles was identified based on the 
PRISMA selection method. 
Findings & value added: By analyzing the literary sources, we have identified 4 important 
research topics that the authors of the scientific articles addressed. The most widespread topic 
was work engagement and its influence on job crafting. In the second topic, the authors ad-
dressed the issue of how job crafting supports the meaningfulness of work. The third research 
topic that the authors addressed was job crafting as a factor of employee autonomy. The 
fourth theme identified was the influence of leadership and management support on job-
crafting behavior. The paper offers the reader a systematic and clear list of available quality 
resources that can help them in their personal research related to job crafting and work per-
formance. In addition, the results of our research may be useful for companies trying to im-
prove the work performance of their employees. 

 

 

Introduction  

 

The deterioration of labor market conditions has become a matter of seri-
ous concern in recent years. Changes in the structure of the labor market — 
non-standard employment contracts, insufficient protection, flexible em-
ployment, greater uncertainty are a serious threat to the psychological and 
physical well-being of employees and the resulting level of their work 
commitment and performance (Jain et al., 2022; Knight et al., 2017; Kull-
mann, 2022; Rosin, 2022).  

Organizations are also beginning to deploy artificial intelligence (AI) 
agents to help manage information, coordinate team processes, and per-
form simple tasks to improve and optimize the efficiency of services and 
work processes.  For this reason, the awareness of workers regarding artifi-
cial intelligence not only improves the usage of innovative tools in organi-
zations (Krajcik et al., 2023), but also their performance (Rigelsky et al., 
2022) and competitiveness (Kliuchnikava, 2022). Paradoxically, even such 
an effort to improve work performance often does not lead to the intended 
result and may even lower employee satisfaction, deteriorate their well-
being, and, as a result, decrease work performance (Dennis et al., 2023; 
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Fugener et al., 2022; Peeters, 2020; Suseno et al., 2022), although some re-
searchers declare the opposing views regarding this fact (Cizrelioğulları & 
Babayiğit, 2022; Zamir & Kim, 2022). 

In addition, company managers expect employees to shape and manage 
their work themselves in order to continuously increase their performance 
(Çera et al., 2019; Demerouti et al., 2020; Rózsa et al., 2022). The given as-
sumption, however, requires an excessive level of employee involvement 
(Szostek et al., 2020, 2022a, 2022b), while one of the ways to achieve it is 
offered by job crafting, i.e. the adjustment or adaptation of work proce-
dures by the employees themselves with the aim of increasing its perceived 
importance and ability to identify with work and, consequently, increased 
work performance (Irfan et al., 2023; Mondo et al., 2023; Shin et al., 2020). 
Newer approaches also add that the basis of job crafting is the use of the 
employee's strengths and interests to adjust the work (Kooij et al., 2017) that 
job crafting is a process of constantly adapting work to changing personal 
preferences, motives and abilities, which leads to positive as a result of 
employees (Kooij et al., 2020). This is an active reaction of the employee to 
the design of work, which allows them to change their tasks and push the 
cognitive boundaries of work (Bruning & Campion, 2022). At the same 
time, employees are allowed to create their own work based on job re-
quirements and resources, in order to achieve goals (Ifran et al., 2022). 

The authors of numerous scientific articles agree that job crafting is 
based on the proactive behavior and initiative of the employee (Zhang & 
Parker, 2022; Yang et al., 2022; Kooij et al., 2017; Kooij et al., 2020; 
Geldenhuys et al., 2021;). Behaviors such as job creation that lead employ-
ees to change the scope and boundaries of their work (Wrzesniewski & 
Dutton, 2001) have become the subject of numerous scientific studies. 
Moreover, contemporary insights emphasize that individualized ap-
proaches, which tap into the combined resources of employees in both their 
professional and personal lives, to job design are needed more than stand-
ardized ones in the evolving work landscape. Therefore, job crafting 
emerges as a substantial driver of sustainable work performance, ultimate-
ly bolstering long-term employability prospects (Lu et al., 2023; Mondo et 

al., 2023; Rahi, 2023; Sypniewska et al., 2023). 
Empirical findings from recent years indicate a positive impact of job 

crafting on sustainable work performance, but a systematic and compre-
hensive view of the nature of job creation and especially its relationship to 
sustainable work performance is still missing. Despite the rich literature, 
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there is no systematic review of studies that groups together the main re-
search streams on job creation. 

The aim of the study is, therefore, to identify current research directions 
in the field of job crafting, specifically in relation to increasing work per-
formance. In addition to identifying the main research topics, we set two 
partial goals: Identify relevant and most used keywords, and identify the 
most cited author on the topic of job crafting and work performance. For 
the purpose of gathering the necessary literature, we used the Web of Sci-
ence (WoS) database and focused exclusively on journals that are indexed 
in the SSCI scale in the management category as Q1 and Q2. In this case, 
we did not consider books and conference proceedings. PRISMA method 
was used to prepare a systematic review and a transparent, complete, and 
accurate description of the process (Page et al., 2021). The uniqueness of the 
contribution lies primarily in the absence of a similar study and, at the 
same time, in the approach to processing the results. 

In the first part of the study, we present a brief overview of the litera-
ture focused on the issue of job crafting and work performance. In the 
methodological part, we will clarify the data collection procedures and the 
method of their subsequent evaluation. In the results section, we will list 
the most relevant research topics for the period 2020 to 2023, which we 
identified when creating a systematic review of the literature. In the discus-
sion section, we will present the impact of our research on practice, and in 
the end, we will briefly evaluate our research and present its strengths and 
weaknesses, as well as suggestions for future research. 

 
 

Literature review  

 

The concept of job crafting and theoretical background 

 

The first mentions of job crafting come from 2001, when this phenomenon 
was defined by Wrzesniewski and Dutton (Kooij et al., 2022), who claimed 
that it is a supplement to work design and the way people redesign their 
work tasks and procedures (Wrzesniewski & Dutton, 2001). Newer ap-
proaches see job crafting as a phenomenon that refers to changes that em-
ployees make in the task, cognitive and relational components of their 
work (Geldenhuys et al., 2021). Proactive work behavior becomes the basis, 
when the employee takes the initiative to change the characteristics of work 
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(Kooij et al., 2017; Zhang & Parker, 2022; Yang et al., 2022; Kim & Beehr, 
2022). Job crafting is an idiosyncratic way of customizing work, people 
create workplaces differently and depending on their regulatory focus 
(Lichtenthaler & Fischbach, 2019), personality, self-evaluation, efficiency 
and competences (Bruning & Campion, 2022). According to Kooij et al. 
(2017), job crafting is based on the employee's strengths and interests. It 
follows that the employee will adapt his work based on his strengths and 
also with the significant influence of his interests. The rule in job crafting is 
for the employee to proceed in accordance with the work rules in order to 
achieve work goals (Ifran et al., 2022). According to Kooij et al. (2020), there 
are three ways of job crafting: adaptation, utilization and developmental 
job creation. Based on scientific theory, it can be assumed that in order for 
an employee to direct his behavior towards active job crafting, he needs to 
have a certain relationship to the work being performed. The work must be 
in line with his interests or it will become a hobby, it is a generally known 
fact that if employees do work that fulfills them, then they do the work 
well. A necessary factor in making the work they do a hobby is to use their 
strengths. 

In connection with job crafting and the theories of strengths and inter-
ests, two strategies are emerging that solve the overqualification of em-
ployees. A study by Zhang et al. (2021), established theories that discuss 
that overqualified employees can actively regulate discrepancies between 
their actual and ideal jobs through two theories: job crafting in favor of 
strengths (JC) and job crafting in favor of interests (JC — interests) (Sesen & 
Ertan, 2020). According to Shin et al. (2020) the basic element of the issue is 
work engagement, which acts as a mediator mediating the relationship 
between job crafting and work performance. Work engagement is a fun-
damental step towards proactive behavior that determines employee per-
formance. Work engagement and work autonomy lead to an increase in job 
crafting. Crafting mediates the interactive effect of work commitment and 
autonomy on work performance (Jindal et al., 2021). We can perceive job 
crafting as a tool to increase employee engagement. The possibility of 
adapting work to the needs of employees can lead to an increase in em-
ployee engagement. Engaged employees can generally perform a wide 
range of work tasks. According to Demerouti et al. (2020), employment 
engagement leads to job crafting that crosses domains. He claims that as 
long as the employee's behavior is directed towards the creation of work, 
this initiative is also transferred to the home environment, where they also 
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develop increased activity in the fulfillment of tasks that occur in the home. 
Based on research, they found that this behavior occurs in most proactive 
employees. 

The benefit of the job crafting theory is its influence on the work behav-
ior of employees of different age categories (Kooij et al., 2020). The effects of 
job creation on on- and off-task performance are partially moderated by 
cultural practices of group collectivism, future orientation, performance 
orientation, and uncertainty avoidance (Boehnlein & Baum, 2022). Culture 
and support influence behavior leading to job crafting (Jiang et al., 2021). 
Managers have the main role in spreading the culture and supporting it. 
Khan et al. (2021) investigated the role servant leadership plays in support-
ing behavior that leads to job crafting. The analysis of the results has clearly 
showed that servant leadership mediates the relationship between job 
crafting and employee innovative behavior (Khan et al., 2022). In the 
framework of leadership, the emphasis is placed on collective work. Ac-
cording to Tuan (2020), the influence of leadership activates teams to collec-
tive job crafting, which leads to increased performance. Correct manage-
ment and adequate dissemination of corporate culture creates a suitable 
working environment, which also activates workers to increase work per-
formance. Employees create proactive behavior in an environment where 
they feel accepted. A great role is played by the work team, in which the 
manager should also act as a leader who strives to create positive working 
relationships (Khan et al., 2022). 

The authors based their research on the following theories. Yang et al. 
(2022) in his scientific work, in which he tried to clarify the impact of job 
crafting and psychological resilience on emotional work, based on the theo-
ry of conservation of resources (COR), which was also supported by Kim 
and Beehr (2022) in their research, which focused on the harmony between 
the worker's motivation and the meaningfulness of his work. Following the 
meaningfulness of the work, Li et al. (2022) focused on the aging workforce 
trend. Based on the theory of social-emotional selectivity, they discovered 
the fact that older employees excel in their commitment to work and, based 
on experience, effectively create jobs. One of the factors of job crafting is the 
meaningfulness of work. Experienced meaningfulness plays a mediating 
role in the connection between task performance behavior, cognitive and 
relational creation of work, and mutual evaluation of work performance. 
Creating interests and meaningfulness is an essential element for support-
ing older workers (Geldenhuys et al., 2021). Kooij et al. (2020) supports the 
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theory of job crafting from the perspective of older employees in order to 
increase their work commitment. In this direction, the theory of job de-
mands and resources (JD-R) has proven itself, which is directly related to 
managerial support, which stimulates job crafting and sustainable employ-
ability for the benefit of all age categories (Ifran et al., 2022). 

 

The impact of technological change on sustainable work performance 

 

In recent decades, organizations have witnessed rapid technological ad-
vances that significantly disrupt traditional work design practices and 
place new demands on employers and employees (Thomas et al., 2023). 
Therefore, the sustainability of work performance in the face of technologi-
cal changes is a constant challenge that requires the cooperation of all in-
terested parties, including scientists. 

A growing body of evidence suggests that new technologies significant-
ly influence workplace interactions (Makridis & Han, 2021). Furthermore, 
paradoxically, even if the reason for their introduction is the effort to im-
prove and maintain high work performance in the long term, they often 
lead to its reduction (Dennis et al., 2023; Fugener et al., 2022; Peeters, 2020; 
Suseno et al., 2022) A big challenge is also their different impact on indi-
vidual groups of employees and different work contexts (Reimann & Tisch, 
2021). 

New technologies often lead to reduced sustainability of work perfor-
mance for the following reasons: increased risk of job loss or deepening of 
inequalities; significant changes in job roles and responsibilities; the need to 
acquire new skills; and, last but not least, changes in management proce-
dures. 

Jobs are becoming less stable as workers are hired on a short-term basis, 
so that organizations can cope with possible crises (Fornino & Manera, 
2022), and existing inequalities in the labor market are deepening (Bonacini 
et al., 2021; Pensiero, 2022). It also turns out that the application of innova-
tive technologies leads to a higher probability of termination of employ-
ment, especially among older employees (50+) and employees with long-
term organizational tenure (approximately 12+ years) (ten Berge et al., 
2020). At the same time, occupations with a higher risk of automation are 
also at risk (Egana-delSol et al., 2022). A paradox occurs in the case of non-
academic and academically trained workers when, in some occupations, 
the probability of replacing academically trained workers with non-
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academic ones increases (Xue et al., 2022). Moreover, new technologies 
often also require new skills. However, small firms need help acquiring 
and retaining qualified workers, which limits their ability to handle techno-
logical changes (Castro-Silva & Lima, 2023). 

In companies operating within Industry 4.0, the scope for employee au-
tonomy is reduced, and the scope of managerial control is increased (Cirillo 
et al., 2021). The ability of new technologies to measure and limit employee 
behavior in new ways leads to resistance, decreasing employee engage-
ment, and, consequently, problems with the long-term sustainability of 
their work performance (Shulzhenko & Holmgren, 2020). This is also relat-
ed to the reluctance to receive additional education, even though it has 
been proven that absent skills can be compensated for by training on new 
technologies (Haepp, 2022). 

Last, but not least, the ability of management to share a common vision 
of the organization's future is, due to the constant need to adapt to techno-
logical innovations, a major managerial challenge (Lau & Hoyng, 2023). 

To address the challenges mentioned above, organizations can focus on 
effective communication, providing opportunities for upskilling and re-
training, supporting a culture of adaptability, and involving employees in 
adjusting and redesigning work. In order to achieve long-term sustainable 
performance, it is essential to understand these challenges and actively 
manage the introduction of technological changes into the work process 
(Hotte, 2021). 

 

 

Research methods 

 
The purpose of a systematic review of the literature is to provide a clear 
and comprehensive construct of the current state of the investigated issue. 
The goal is, therefore, to identify the main topics of research in the field of 
job creation and their importance for the performance of enterprises in the 
years 2020–2023. In addition to the main goal, we set two research ques-
tions. 
 
RQ1: Is there a universal keyword that authors mention in their studies that could 

help in finding relevant sources for subsequent research? 
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RQ2: Is it possible to identify the author who published the most studies dealing 

with the issue for the period 2020 to 2023? 

 
In our study, we worked with a sample of published studies (n=35). The 

sample includes studies that directly touch on the issue of "job crafting and 
work performance." Our focus was on articles that were published in the 
years 2020 to 2023 in journals ranked in the Q1 and Q2 categories in the 
Web of Science SSCI index. Based on the placement of journals on the lead-
ing rungs of the SSCI scale, we can define their quality and relevance in the 
field of scientific contribution. 

Data collection was mediated using the international scientific database 
Web of Science, which provides a wide range of high-quality peer-
reviewed journals. In this case, we did not consider books and conference 
proceedings. Figure 1 shows the number of published studies in journals 
categorized as Q1 and Q2 over the years from 2020 to 2023. For the purpose 
of selection and acquisition of relevant studies, we used the PRISMA meth-
od as a reporting guideline designed to address poor reporting of systemat-
ic literature reviews. It includes checklists with seven sections and 27 items 
regulating the systematic review areas such as eligibility criteria, infor-
mation sources, search strategy, selection process, data collection process, 
explanation and elaboration, and flow diagram (Page et al., 2021). In addi-
tion, it provides an easy way to identify high-quality scientific publications, 
which contributes to better-quality sources used in systematic literature 
reviews (Camilleri & Troise, 2023; Moher et al., 2015). 

The main advantages of the PRISMA method include adherence to the 
rules, which leads to the presentation of all the necessary information to 
assess the trustworthiness and transparency of the study (Leclercq et al., 
2019; Naderi et al., 2022; Pasayat et al., 2023; Tricco et al., 2018); reduce bias 
(Thomas et al., 2023); widespread acceptance across different research fields 
and constant improvement (Page et al., 2021). 

Despite its general quality, its critiques mention several disadvantages 
that may impact its result. When using the method, one of the essential 
steps may be overlooked or skipped, ultimately affecting the result (de 
Gelder et al., 2023). Furthermore, the PRISMA method is unsuitable for all 
systematic literature reviews, such as intervention studies (Haddaway et 

al., 2018; Liberati et al., 2009; Thomas et al., 2023). 
The selection and selection process shown in Figure 2, which shows the 

PRISMA method of the selection process. 
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First, we determined the key words to be used in the search, namely 
"work performance and work creation". After the search, we obtained stud-
ies (n=541) that were to be filtered based on the required criteria. We set 
ourselves the goal of finding research published in 2023, 2022, 2021 and 
2020. After adjusting the filter, we obtained studies (n=301) that best de-
scribe the current state of the art in this field. We focused on articles (n=285) 
that are published in journals in the 1st to 4th quarter. Since we focused on 
the issue from the point of view of management, we excluded all other 
categories (n=115). In the extended filter, we selected the category of jour-
nals that are evaluated in the SSCI scale (n=87). In the extended filter, we 
organized the searched studies on the basis of journals, from which we 
tried to select those evaluated in the Q1 and Q2 categories. For this pur-
pose, we used the Journal Citation Report product. We have identified the 
15 best rated journals. We subjected the final number of studies (n=48) to 
a search in order to assess the current state of the investigated issue. Based 
on a critical analysis of the abstracts of individual articles, we excluded 13 
articles (n=35) that were not precisely focused on the necessary issue. 

We described the conditions for the selection of suitable sources in the 
introduction of the methodology (Figure 2: *), they must be from the man-
agement category, the document type is an article, the Web of Science in-
dex (SSCI), the language is English, open access and (Figure 2: **) must 
meet the quartile rating Q1 and Q2, which we analyzed using the tool JCR. 

Articles excluded after a qualitative analysis of the abstracts due to the 
research topic included in the articles, which did not meet the requirements 
set in the methodologies (Figure 2: ***). Although the articles contained the 
required keywords such as work performance and job crafting, in this con-
text the majority of articles were understood within the framework of the 
position of companies, their work performance and work abroad and in the 
home country. 

Based on the PRISMA method, we obtained 35 relevant articles that will 
help us to identify the main topics of research, which are formulated in the 
following section. A list of studies with detailed characteristics is provided 
in the Table 1. 

In addition to the main goal, we set research questions. Based on the 
bibliometric analysis, we try to identify the keywords that the authors men-
tion in their studies. Keywords can be used to collect the necessary litera-
ture for subsequent research  in  the  given  area.  We  provide  bibliometric  
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analysis in the VOSviewer program, which is specially focused on identify-
ing bibliometric metrics. 

Figure 3 provides a bibliometric analysis of the keywords used by the 
authors in their studies. The cell size represents the number of occurrences 
of a given term in the analyzed studies. Links represent the reach of a given 
term in various publications. The keyword "job crafting" has the largest 
number of records among the others. Specifically, it occurs in 35 cases. 

In addition to keywords, the bibliometric analysis provides the authors 
who participated in the creation of the given studies. Based on the size of 
individual cells, we are able to identify the author who has the greatest 
merit in the creation of scientific articles in the field of "job crafting and 
work performance." 

Figure 4 shows us the authors who most often appear in scientific arti-
cles on a given topic from 2020 to 2023. We performed this analysis because 
we can find studies, quality studies. We assume that authors who have 
a larger number of articles on a given topic provide more relevant outputs 
of their scientific works. 

Demerouti, E. the author of numerous studies stood out in the biblio-
metric analysis as an author, with the highest occurrence in publications 
dealing with the issue of work performance and job crafting in the years 
from 2020 to 2023. She published 168 publications that were published in 
the Web of Science database. It has achieved 27,510 citations, contributing 
to its H-index value of 68. 

One of the limitations of bibliometric analysis is that its results are pure-
ly quantitative in nature. It sticks to the numbers and does not consider the 
quality of the individual variables that we put into it. Therefore, it is a very 
important step already in the initial phase of the research to establish the 
rules and requirements based on which we assume quality resources for 
our research. We tried to solve this problem already in PRISMA itself, 
when we used the SSCI index as the basis of quality measurement. We 
focused on journals that are indexed in the first two scales of the SSCI in-
dex. We have defined the period from 2020 to March 2023 in order to have 
the latest results and findings available. We identified the main keywords, 
and also the author who has the largest share of published studies for the 
given period. 
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Results and discussion 

 

The latest research, published between 2020 and 2023, overwhelmingly 
points to the positive effects of job crafting on work performance. An im-
portant factor in job crafting is the employee, who is expected to take initia-
tive and work engagement. Shin et al. (2020) in his scientific article deals 
with the topic of work engagement, which mediates the relationship be-
tween job crafting and work performance. He argues that a higher emo-
tional level ensures a positive relationship between job crafting and job 
performance. The topic of work engagement was dealt with in their re-
search by Jindal et al. (2021), who argued that high work engagement and 
work autonomy lead to gradations of job crafting in employees. According 
to Federici et al. (2021) job crafting plays a role in the positive relationship 
between career adaptability and work engagement. In other words, job 
crafting allows the courier's adaptability to manifest itself in increased 
work engagement. Work-engaged employees demonstrate a higher level of 
innovativeness, creative behavior and autonomy in job crafting (Sharma & 
Nambudiri, 2020). 

Job crafting mediates the effect of job commitment and autonomy on job 
performance. Work engagement is a widespread topic and an essential 
determinant of job crafting. It becomes the subject of research depending 
on various factors, such as the meaningfulness of work. Guo and Hou 
(2022) focused on the research topic of the influence of engagement on the 
meaningfulness of work. The agreement of the employee with the mean-
ingfulness of the work leads to higher work commitment and consequently 
to an increase in work performance. The research topic of the meaningful-
ness of work in connection with job crafting was also addressed by 
Geldenhuys et al. (2021), who concluded that job crafting is an important 
means of improving individual and organizational results. Specifically, 
cognitive crafting is the basis for achieving the meaningfulness of work. 

Work engagement, in addition to the meaningfulness of work, leads to 
employee autonomy. The interactive effects of work engagement and au-
tonomy in increasing job crafting have a positive effect on increasing work 
performance (Jindal et al., 2021). Autonomy played a role in the research of 
Demerouti et al. (2020), who claimed that the work autonomy which em-
ployees developed at work was also transferred to the non-work environ-
ment when performing homework. What I mean is that employees who are  
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engaged and autonomous during working hours do not stop with the giv-
en behavior after finishing work. 

In addition to the aspects that determine job crafting to increase work 
performance, the authors dealt with the general benefits of job crafting for 
employees. Authors of scientific articles focus on the problem of an aging 
workforce. Kooij et al. (2020) argue that older employees can be supported 
to practice effective work behaviors such as job crafting on a daily basis to 
ensure they are motivated and productive members of the workforce. 
Changes in the perception of procedures in the area of human resources 
supporting opportunities are positively related to changes in psychological 
empowerment and, consequently, to the focus in the use and development 
behavior in the creation of the work of older employees (Kooij et al., 2022). 

The authors of scientific articles dealt with the topic of leadership and 
job crafting in numerous cases. The basic task of leadership is to develop 
competences in the field of job creation, which represent a grouping of 
individual knowledge, skills and abilities that are necessary to achieve 
personal goals through effective problem solving in the field of job crafting 
(Bruning & Campion, 2022). Luu (2021) found a stronger positive relation-
ship between the leader's humble behavior and the job crafting of employ-
ees with a low level of motivation. In other words, if employees do not 
show sufficient motivation to perform their work, the humility of the lead-
er can be an important factor to support job crafting. Job crafting condi-
tional on the support of a senior worker leads to an overall increase in 
work performance (Boehnlein & Baum, 2022). Direct management support 
encourages job creation and sustainable employability because only bot-
tom-up job redesign allows employees to remain active (Baik et al., 2018) 
and co-create working conditions that best suit their individual needs and 
long-term sustainable work performance. Moreover, without proper man-
agerial support, such changes are mostly unfeasible for employees (Irfan et 

al., 2022). Furthermore, the JD-R theory confirms that managerial support 
as a source of jobs initiated a motivational process through job creation, 
which led to sustainable employability as an outcome of the motivational 
process. With an increased level of uncertainty, employees are more in-
volved in job crafting in order to increase their employability (Irfan et al., 
2020). Servant leadership is directly related to psychological empower-
ment, job crafting and innovative employee behavior. Job crafting functions 
as a mediator between servant leadership and innovative work behavior 
(Khan et al., 2022). 
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Based on a systematic review of the literature, we identified four im-
portant research topics that the authors of the scientific articles addressed. 
The most widespread topic was work engagement and its influence on job 
crafting. In the second topic, the authors addressed the issue of how job 
crafting supports the meaningfulness of work. The third research topic that 
the authors addressed was job crafting as a factor of employee autonomy. 
The fourth theme identified was the influence of leadership and manage-
ment support on job crafting behavior. The mentioned research topics were 
mentioned the most between 2020 and 2023. 

In addition to the main objective, we set two research questions. RQ1: Is 
there a universal keyword that authors mention in their studies that could 
help in finding relevant sources for subsequent research? For the purpose 
of keyword identification, we used bibliometric analysis mediated by the 
VOSviewer software. The results of the analysis showed the keyword "job 
crafting," which was used in 36 cases out of a total of 38 scientific articles. 
Specifically, the keyword occurred in 94.7% of monitored cases. The second 
most used keyword was "performance," which appeared in 26 scientific 
articles out of a total of 35. Specifically, the keyword appeared in 68.4% of 
the observed cases. The remaining keywords appeared in less than 20 cases 
out of a total of 35 scientific articles. These findings can contribute to future 
research for searching and collecting the necessary professional texts. 

Apart from the first research question, we also tried to clarify the second 
research question. RQ2: Is it possible to identify the author who published 
the most studies dealing with the issue for the period 2020 to 2023? Based 
on the bibliometric analysis, we identified the author who published the 
most scientific articles on the given topic and was also the most cited in 
articles dealing with the topic of job crafting. Demerouti E., is a scientist 
working at prestigious universities. It has more than 160 publications in the 
Web of Science database. It has been cited more than 27,000 times and its 
H-Index is 68. 

The literature related to the topic "job crafting and work performance" 
mainly deals with the impact of customizing or creating work on work 
performance. In connection with this, many authors focused on the factors 
that determine the behavior of employees and lead them to the process of 
job crafting (Kooij et al., 2022; Khan et al., 2022). The well-known promotion 
of engagement in relation to the promotion of job crafting is a widespread 
theme among authors who published their studies between 2020 and 2023. 
For example, Jindal et al. (2021) in their scientific paper investigated the 
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interactive effects of work engagement and work autonomy in increasing 
work performance. The research was conducted on a sample of 320 white-
collar workers in an Indian company. Their results pointed to the fact that 
work engagement and work autonomy lead to an increase in the process of 
job crafting, which mediates the interactive effect of work commitment and 
autonomy in relation to task performance. 

We identified work autonomy and its impact on job crafting as one of 
the topics that the authors dealt with in connection with the issue. 
Demerouti et al. (2020) in his scientific article examines whether on days 
when individuals create jobs, it is more likely that they will also create ac-
tivities outside of work. Based on the diary method, in which 139 employ-
ees from 6 European countries participated, they found that autonomy at 
home and workload at home strengthened the positive relationship be-
tween the search for resources at work and at home. Home autonomy has 
a positive effect on the relationship between seeking challenges at work 
and at home. 

The next research topic was the meaningfulness of work in connection 
with job crafting. For example: Luu (2021), whose aim was to elucidate the 
mediating mechanism of job creation through which socially responsible 
human resource practices (SRHR) affect job meaningfulness and job strain 
among employees. The research was conducted on a sample of 825 em-
ployees and 128 managers. The results of the study confirmed the existence 
of a positive relationship between SRHR practices and the meaningfulness 
of employees' work, as well as a negative relationship between SRHR prac-
tices and employee work stress. These relationships were mediated by em-
ployee engagement in work creation, meaning that employees were moti-
vated and had more control over their work, which reduced their job stress 
and increased job meaningfulness. 

The last theme identified was the influence of leadership and manage-
ment support on job crafting behavior. Ifran et al. (2022) investigates how 
management support affects job creation and employability sustainability 
and what impact job insecurity has on these relationships. 483 employees 
took part in the research. They have found that with high levels of uncer-
tainty, employees often show higher engagement in job creation and active-
ly participate in the creation of new jobs in order to increase their employa-
bility and reduce the risk of unemployment. Managerial support can be 
a key factor that initiates this motivational process and leads to sustainable 
employability as a result of job creation. 
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Our paper can provide authors of scientific articles with a systematic 
and comprehensive list of available quality resources that can help them in 
their personal research related to job crafting and work performance. In 
addition, the results of our research can be useful for companies trying to 
improve the work performance of their employees. Customization of work 
is directly related to the work performance of employees and increases 
their job satisfaction. 

 

 

Conclusions 

 

Job crafting has recently become a generally successful method of increas-
ing work performance. Numerous scientific articles published in the best 
journals testify to the truth of this statement. Until now, there was no sys-
tematic review of scientific knowledge that would group current scientific 
contributions on the given topic. The goal of the study is to identify current 
research directions in the field of job crafting, specifically in relation to 
increasing work performance. In order to obtain the most up-to-date find-
ings, we focused on publications that were published from 2020 to 2023. 
With the help of the PRISMA method, we obtained the most relevant scien-
tific articles with a total number of 35. By analyzing literary sources, we 
identified 4 important research topics that the authors of scientific articles 
dedicated. The most widespread topic was work engagement and its influ-
ence on job crafting. In the second topic, the authors addressed the issue of 
how job crafting supports the meaningfulness of work. The third research 
topic that the authors addressed was job crafting as a factor of employee 
autonomy. The fourth theme identified was the influence of leadership and 
management support on job crafting behavior. 

At the same time, we tried to clarify the generally used keyword, which 
the authors of scientific articles most often mentioned in their research. 
Based on the method of bibliometric analysis, we identified the keyword 
"job crafting," which appeared in 36 analyzed scientific articles. We also 
tried to identify the car that during the given period was most devoted to 
the issue of job crafting. Demerouti E. had the most significant number of 
publications for the given period. In addition, her works were cited by the 
most authors. On the basis of her contributions within the issue, she is 
a relevant author with the most relevant scientific contributions. 
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The systematic literature review identified current research directions in 
job crafting and sustainable work performance. Firstly, the limitations of 
the conducted research consist primarily of the chosen database, index, 
quartile, and selection years (Web of Science/SSCI/Q1 and Q2/2020 — 
2023). Therefore, we cannot generalize our findings to other databases and 
years. However, we assume that knowledge published even in narrowly 
selected top journals reveals the current research directions in the given 
field to the required extent. Secondly, the reasons limiting the research 
results include the fact that the PRISMA method is relatively young with 
ongoing development. Therefore, the results of other studies will likely be 
less comparable over time.  

In the future, it would be appropriate to answer the following research 
questions. What job resources (JD-R theory: physical, social, or organiza-
tional) help attain sustainable work performance, and how much manage-
ment support is required to apply bottom-up job creation principles in 
different type of organizations? In this context, do new technologies help to 
increase perceived employees' autonomy? What is the potential of job craft-
ing concerning the inclusion of senior employees? Help with removing the 
limits of this research by expanding the scope of a systematic literature 
review would also be welcome. 
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Figure 1. Number of articles published in years 

 

 
 

Figure 2. PRISMA-based article selection process 

 

 
Source: own work based on PRISMA flow diagram (Page et al., 2021). 
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Figure 3. Bibliometric analysis of the keywords used by the authors in their studies 

 
 

 

Figure 4. Bibliometric analysis aimed at identifying the key author 

 
 

 




