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Abstract

This study aims to investigate the impact of Job Satisfaction and Employee Engagement as Mediators between
Job Crafting and Turnover Intention. By Examining 190 private sector employees in Saudi Arabia and using
linear regressions Analysis and validated questionnaire, the results of the study show that (1) There is a positive
relationship between job crafting and job satisfaction, (2) Job crafting is a positively related to employee
engagement. Also (3) There is a positive relationship between job satisfaction and employee engagement.
Whereas (4) Job satisfaction and turnover intention is negatively related to each other. Finally, it has been found
that (5) There is a negative relationship between employee engagement and turnover intention. These findings
suggest that the turnover intention of employees could be reduced through empowering employees by generating
job-crafting behaviors. Thus, will lead eventually to job satisfaction and employee engagement.
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1. Introduction

The rapid technological advancements and varying macro-environmental factors and their impact on an
organization's microenvironment are not only increasing the heat of hyper-competitive corporate environment
but stimulating a notable shift in the employment relationships as the employee turnover is increasing and
employees’ loyalty is declining (Klehe, Zikic, Vianen, & Pater, 2011). An upward shift in employee turnover
imposes recruitment and training cost on the employer, disrupt the routine working tasks due to vacant positions,
and decline to the morale of existing employees, which, negatively impact the organization’s performance and
employer branding (Slatten, Svensson, & Sveari, 2011). Employees’ intent to leave the organizations can better
predict whether the company is going to experience loyalty or employee defection. The recent developments
have surged the need to change the job designs and the individual activities to meet the mounting challenges,
which are otherwise difficult to combat with the conventional approaches to organize work into activities
(Dubbelt, Demerouti, & Rispens, 2019). The research has suggested that, in this situation, job crafting, a bottom-
up job design, contributes to the realization of positive results because it increases the employees’ work
engagement and job performance (Oprea, Barzin, Virga, Iliescu, & Rusu, 2019). “Job crafting is a series of self-
imposed employee behaviors that alter their job tasks and the boundaries of the relationship in order to align
their interests, motivations, and passion with the job” (Wrzesniewski & Dutton, 2001, p. 195). Three volunteer
behaviors are engaged in job crafting, which includes increasing the job resources, augmenting the complex job
requirements, reducing the inhibiting job demands (Tims, Bakker, & Derks, 2012). The impact of job crafting on
the turnover intentions has been widely researched (Chiu, 2017; Esteves & Lopes, 2017; Karatepe & Eslamlou,
2017; Dominguez, et al., 2018; Vermooten, Boonzaier, & Kidd, 2019; Opre, Paduraru, & Iliescu, 2020; Zhang &
Li, 2020). In the promotion-focused job crafting, employees design their jobs considering challenges and
resources, which raise the meaningfulness of the job tasks (Clausen & Borg, 2011), which, in turn, negatively
impact the turnover intent (Chang, Wang, & Huang, 2013; Janik, 2015; Arnoux-Nicolas, Sovet, Lhotellier, Fabio,
& Bernaud, 2016; Caillier, 2020). Considering the Job Demand- Resouce theory as a conceptual framework,
some studies have suggested that job demands and job resources reduce the employees’ intent to leave the job
(Podsakoff, LePine, & LePine, 2007; Jourdain & Chenevert, 2010; Jang, et al., 2017).

According to Schaufeli, Bakker, and Salanova (2006), work engagement is a positive, fulfilling, work-
related state of mind that is characterized by vigor, dedication, and absorption” (p. 702). Job crafting increases
work engagement because when the employees are empowered to redesign their jobs and perform the
challenging tasks with adequate resources, they tend to be more committed to their work (Tims & Bakker, 2010;
Bakker, Tims, & Derks, 2012; Chen, Yen, & Tsai, 2014; Siddiqi, 2015; Beer, Tims, & Bakker, 2016; Aldrin &
Merdiaty, 2019)), which, in turn, reduce the turnover intent (Sjoberg & Sverke, 2000; Huang, Lawler, & Lei,
2007; Azeez, Jayeoba, & Adeoye, 2016).
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Job satisfaction is an employee’s positive behavior towards his job. Job satisfaction can be developed and
enhanced through job crafting (Heuvel, Demerouti, & Peeters, 2015) as it enables employees to bring harmony
between job demands and resources (Tim, Bakker, & Derks, 2013) and enjoy their job. The research has
suggested a positive connection between job crafting and job satisfaction (Lambert, Hogan, & Barton, 2001; Tett
& Meyer, 1993). It has also been suggested that job satisfaction stimulated by job crafting reduces the turnover
intentions (Freund, 2005; Zhang & Li, 2020) because once an employee designs the job fitting to his skills and
preferences, he is less likely to leave it.

The literature has suggested that job satisfaction and work engagement, strengthened by job crafting, reduce
turnover intentions. However, none of the past studies have explored these relationships in the Saudi context. To
address this shortcoming, this study intends to investigate the job satisfaction and employee engagement as
mediators between job crafting and turnover intention.

2. Theoretical Background and Hypothesis Development

2.1 The relationship between job crafting and job satisfaction

Ghitulescu (2006) explored that employees who had experience in job crafting had more commitment to their
works, hence having higher job satisfaction levels. According to van den Heuvel, Demerouti, & Peeters (2015),
job satisfaction is a positive reaction to the job and showed that the employee has a favorable job behavior. It has
been indicated that job crafting can enhance job satisfaction. Work conditions can impact job satisfaction; hence
job satisfaction can be increased by an effective work environment. (Parvin & Kabir, 2011).

Ren, T., Cao, L., & Chin, T. (2020) have been examined the relationships of the expansive job crafting
behaviors (JCB) with occupational satisfaction and innovation workplace behavior (IWB) with a sample of
manufacturing organizations in China that is facing the threat of COVID-19. The result indicated that expansive
JCB is positively associated with occupational satisfaction.

Cheng, J.-C., & O-Yang, Y. (2018) studied job crafting and job satisfaction in the hospitality industry,
finding that job crafting is positively related to job satisfaction since job crafting enhances job resources.
Furthermore, Hotel employees more probably feeling satisfaction if they have adequate resources in their works.

Slemp and Vella-Brodrick (2014) have revealed that employees utilize job crafting to satisfy job needs and
allow them to form their job, which leads to increased job satisfaction. Therefore, the following hypothesis is
proposed:

HI: There is a positive relationship between job crafting and job satisfaction.

2.2 The relationship between job crafting and employee engagement

In an effort to make a unique contribution to the relevant literature, Tims, Bakker, Derks ,

and Rhenen (2013) examined the job crafting at the team and individual level concerning work engagement and
employee performance. Based on the relevant reviewed literature, it was hypothesized that the team (individual)
job crafting stimulates performance through team (individual) work engagement. Utilizing the quantitative
research design, the data was collected from individuals and teams in the healthcare sector. The findings have
revealed that job crafting can’t trigger expected performance unless the team (individuals) are engaged in the
work. It shows that work engagement is not only directly linked with job crafting but also mediates the job
crafting-job performance relationship.

Siddiqi (2015) explored the role of service employees’ work engagement and job crafting in realizing
desired customer outcomes. It was found that the job crafting skills and behaviors of employees positively
stimulate employees’ work engagement and customer satisfaction and loyalty for the company. The more the
employees are allowed to modify the boundaries of their jobs, the more they tend to be engaged with their
workplaces, and the more they are willing to move beyond the customers’ expectations.

Beer, Tims, and Bakker (2016) examined the impact of job crafting on the work engagement and job
satisfaction of employees in the mining and manufacturing sector. At different points of time, the surveys were
conducted to investigate the positive relationship between job crafting and work engagement and between job
crafting and job satisfaction. The study suggested that the employers would experience employees’ increasing
work engagement if they provide the employees with job crafting opportunities.

The literature has shown a positive relationship between job crafting and work engagement. Therefore, the
following hypothesis is proposed:

H2: There is a positive relationship between job crafting and employee engagement.

2.3 Relationship between job satisfaction and employee engagement

In their study, Park and Johnson (2019) found a significantly positive relationship between job satisfaction and
work engagement. Both intrinsic and extrinsic job satisfaction stimulate the level of employees’ engagement at
work. The more an employee is intrinsically satisfied, the more he tends to be engaged in the workplace. Health
science teachers need to have an expressive level of achievement, proficiency, and empowerment to be
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intrinsically satisfied. It has also been found that job satisfaction and work engagement, cumulatively, subside
employees’ turnover intention because satisfied employees tend to be more engaged in the work which prevents
them from leaving the companies.

Zhang, Bian, Bai, Kong, Liu, Chen, and Li (2020) found in their study that job satisfaction and work
engagement were significantly correlated with each other. Average or low satisfaction was found among rural
physicians as they were assigned to the tasks more than they could handle; no chances for promotions;
insufficient compensation; low social security as compared to their urban counterparts; and lack of training or
skill development opportunities. In the existence of these factors, rural physicians tend to be dissatisfied with
their jobs, and thus, they were not engaged in rural clinics. It has also been found the work engagement modified
the relationship of job satisfaction with other factors such as turnover intentions and resilience.

Kasparkova, Vaculik, Prochazka, and Schaufeli (2018) found in their study that, being positively correlated
with each other, job satisfaction and work engagement significantly impact employees' performance. Among the
Czech workers, it was found that the higher the employees are satisfied, the more they tend to be engaged in the
workplace, and the better their performance tends to be. Job satisfaction suppresses the impact of negative
emotions at work and induces employees to voluntarily contribute to workplace performance.Therefore, the
following hypothesis is proposed:

H3: There is a positive relationship between job satisfaction and employee engagement.

2.4 The relationship between job satisfaction and turnover intention

Considering the importance of employees’ job satisfaction/dissatisfaction in impacting the employees’ intention
to leave the company, Randhawa (2007) conducted a study to investigate the relationship between job
satisfaction and turnover intentions. The correlation analysis has revealed that job satisfaction and turnover
intentions are negatively related to each other. The more the employees are satisfied, the lower they tend to have
turnover intention.

Identifying the weaknesses of the past studies exploring the relationship between job satisfaction and
turnover intents, Amah (2009) examined the subject relationship while assessing the moderating impact of job
role centrality and life satisfaction on it. The study results indicated that job satisfaction and turnover intent are
negatively related to each other. However, this relationship is significantly moderated by an employee’s life
satisfaction and centrality of the role. An employee who is not satisfied with life is more likely to have turnover
intent even if he is satisfied with his job. It has also been found that the higher the role centrality, the higher the
job satisfaction, and the lower the turnover intents.

Considering the association of job satisfaction with organizational policies and tactics, supervision
effectiveness, compensation, the unambiguity of an assigned role, and career development programs, Alam and
Asim (2019) conducted a study to explore the relationship between job satisfaction and turnover intention as
well as the impact of job satisfaction on the intent to leave among healthcare nurses. The multiple regression
analysis has revealed that all five dimensions of job satisfaction were negatively related to employees’ turnover
intention. Alam and Asim (2019) have suggested that employers must have employee-friendly policies, provide
career development opportunities to them, offer competitive compensation, and provide clear job descriptions to
keep the employees satisfied and avoid experiencing employees’ voluntary turnover.

Liu, Zhu, Wu, and Mao (2019) conducted a study to examine job satisfaction, work stress, and turnover
intentions of rural health workers and explore the critical factors associated with the health workers' turnover
intent. The results indicated that the rural health workers were not much satisfied with their jobs. Their
compensation level, institute’s market position, and job satisfaction determine whether they will stay with the
same institute or have the turnover intention. It has been suggested that the higher the job satisfaction, income,
and medical institute’s market position, the lower the turnover intentions will be.

Considering the positive impact of job satisfaction on employees’ performance and loyalty and the negative
impact of the turnover intention on the organization’s performance, Rahman (2020) examined a relationship
between job satisfaction and turnover intention among the employees in Bangladesh.The in-depth analysis and
multiple regression analysis have revealed that job satisfaction and turnover intention are negatively related to
each other. It has also been found that job security, compensation, promotion are negatively related to turnover
intention. It has been suggested that employers should offer competitive compensation to employees and provide
assurance for their job security, and merit-based promotions for keeping employees satisfied with their jobs,
which would, in turn, reduce their turnover intent.

The review of past studies has revealed that job satisfaction negatively impacts turnover intent. Therefore,
the following hypothesis is proposed:

H4: There is a negative relationship between job satisfaction and turnover intention.

2.5 The relationship between employee engagement and turnover intention
Schaufeli et al. (2002) considered employee engagement to help employees to commit to their job, and they are
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struggling to separate themselves after works have been done; thus, they are seeking to develop themselves in
their present company. In the framework of this, the researchers supported that employees who engaged are less
in looking for other jobs in different organizations. According to Iddagoda, Opatha, & Gunawardana (2016),
engaged employees are seen as being loyal, innovative, creative and customer-focused, and are ready to keeping
employment with the organization. Fundamentally, engaged employees work harder to accomplish company
goals and objectives.

Kim (2017) conducted a study among private sector companies, examined the potential relationships
between work engagement, turnover intention, and other variables. In consideration of this, the study has shown
the negative impact of employee engagement on turnover intention. Organizational employees who are fully
engaged struggle to leave the organization since they invested in their work related to high work performance.
As per the research among public and private organizations conducted by Barbosa de Oliveira and da Costa
Rocha (2017), concluded the negative association between employee engagement and turnover intention.

Park, K. A., & Johnson, K. R. (2019) conducted a study to investigate the relationships between job
satisfaction, work engagement, and turnover intention of health science teachers. The result indicated that work
engagement-vigor, dedication, and absorption negatively associated with turnover intention, proposing that as
work engagement increases, turnover intention decreases. Therefore, the following hypothesis is proposed:

H5: There is a negative relationship between employee engagement and turnover intention.

2.6 Gaps Identification

The most of the researches on this topic have been conducted in Individualistic countries, where the importance
is placed on individual rights and freedom, such as the United States. (Oyserman & Lee, 2008). Researches show
that individualistic countries are different from collectivistic ones, where the importance is placed on groups
respect and obedience, such as Arab countries (Chiu & Hong, 2006). Thus, we need to conduct more research on
the impact of job crafting and employee engagement and job satisfaction on turnover intention in countries that
differ from the dominant countries in the mainstream literature. With this in mind, Saudi Arabia is chosen since it
is one of the countries classified as a collectivistic society (Al-Ruwatiea, 2004). Furthermore, this research is
different from other researches since it will shed light on job satisfaction and employee engagement as a
moderator in the relation between job crafting and turnover intention in Saudi Arabia.

2.7 Research Model
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Figure 1. A theoretical model of hypothesis for the study

3. Methodology

3.1 Sample and data collection

The study population was salaried employees. The sample was drawn from the private sector employees in Saudi
Arabia. The data was collected through a self-administered questionnaire evaluating the study variables, i.e. job
crafting, job satisfaction, employee engagement, and turnover intentions. Using the random sampling technique,
the questionnaire was sent to 250 employees, the study sample. However, the response rate was 76% as only 190
questionnaires were fully responded to.

3.2 Measures

Reliable and valid scales of past studies were adopted to collect the needed data on each of the variables. To
collect the measurable responses on job crafting, job satisfaction, employee engagement, and turnover intention,
a 5-point Likert scale [1 (strongly disagree), 2 (disagree), 3 (neutral), 4 (agree), 5 (strongly disagree)] was used.
To measure job crafting, 14 items were selected from Job Crafting Scale (Bindl, Unsworth, Gibson, & Stride,
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2019). To measure the work engagement, 9 items from Work and Well-Being Survey (UWES) items were used.
Three items were selected from job Satisfaction Survey scale (Yang, Jixia, Mossholder, Kevin & Peng, 2009) for
measuring the job satisfaction of the respondents. Moreover, for measuring the employees' turnover intentions, 5
items were chosen from Turnover Intention Scale (Mowday, Koberg, & McArthur, 1984). The data were
analyzed using SPSS (Statistical for the Social Sciences) and AMOS ( Analysis of Moment Structures).

4. Analysis

4.1 Descriptive Statistics and Correlations

Table 1 shows the descriptive statistics and correlations between the study variables. The results indicated in the
above table show that the job crafting was positively and significantly correlated with job satisfaction (r = 0.727,
p < 0.001) and with employee engagement (r = 0.792, p < 0.001), however, significantly and negatively
correlated with turnover intention (r = -0.586, p <0.001).

Table 1: Descriptive Statistics and Correlation Analysis

Mean S. Dev. 1 2 3
1 CRAFT 3.391 0.8849
2 SATISF 3.6053 1.09043 J1277**
3 ENGAG 3.8158 1.01536 792%* T48%*
4 TURN 2.2606 1.39456 -.586** -.644%* -.656**

Job satisfaction is positively and significantly correlated with employee engagement (r = 0.748, p < 0.001)
and negatively and significantly correlated with turnover intention (r = -0.644, p < 0.001). Employee
engagement has been found significantly and negatively correlated with turnover intention (r = -0.656, p <
0.001).

4.2 Hypotheses Testing

The relationships hypothesized in the study model were tested through linear regression analysis. Table 2 (a, b, c,
and d) presents the outcomes of hypotheses testing.

Table 2a: The Effect of Job Crafting on Job Satisfaction

Dependent Variable: Job Satisfaction

Independent Variables B Beta t value p value
(Constant) 0.569 2.63 <.001
Job Crafting 0.895 0.727 14.501 <.001
R=.727 R2=.528 F=210.283 P=<.001

p <0.001

Table 2a shows that job crafting positively influenced job satisfaction with beta 0.727, p <0.001, which
supports H1 of the study.

Table 2b: The Effect of Job Crafting on Employee Engagement

Dependent Variable: Employee Engagement

Independent Variables B Beta t value p value
(Constant) 0.734 4.101 <.001
Job Crafting 0.909 0.792 17.79 <.001
R=.792 R2=.627 F=316.237 P=<.001

p <0.001

Table 2b shows that the respondent’s job crafting has positively affected their work engagement with beta
0.792, p <0.001, at 95% confidence level, supporting H2.

Table 2¢: The Effect of Job Satisfaction on Employee Engagement

Dependent Variable: Employee Engagement

Independent Variables B Beta t value p value
(Constant) 1.304 7.686 <.001
Job Satisfaction 0.697 0.748 15.46 <.001
R=.748 R2=.560 F=239.008 P=<.001

p <0.001

The investigation of the impact of job satisfaction on employee engagement has revealed that the
respondents’ job satisfaction have positively influenced their engagement at work with beta 0.748, p < 0.001 at
95% confidence level.
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Table 2d: The Effect of Job Satisfaction and Employee Engagement on Turnover Intention

Dependent Variable: Turnover Intention

Independent Variables B Beta t value p value
(Constant) 5.939 20.467 <.001
Job Satisfaction -0.444 -0.347 -4.381 <.001
Employee Engagement -0.545 -0.397 -5.006 <.001
R=.695 R2= 484 F=87.528 P=<.001

p <0.001

Table 2d has revealed that the respondents’ satisfaction and engagement have collectively negatively
influenced the turnover intention with beta 0.695, p < 0.001, at 95% confidence level. Hence supporting H4 and
HS.

4.3 Goodness of Fit Model using Path Analysis Technique:

In Table 3a, the results revealed that the empirical data regenerated the measurement model and indicators of
overall alignment with the scale of model of study. Satisfactory fit to the data has been experienced as per chi
square, degrees of freedom ratio, comparative fit, incremental fit, and root mean square error. Based on the
supportive fit indices, the model fits the data as chi-square value=0.425 (p<0.05), RMSA=0.000 (p<0.08),
NFI=0.999 (p>0.95), CFI=1 (p> 0.90), GF1=0.999 (p>0.95), AGF1=0.989 (=0.90), TLI=1.007 (p=0.95).

Table 3a: Model Fit Results

Statistics Model fit result
X2/df 0.425

RMSA 0.000

NFI 0.999

CFI 1

GFI 0.999

AGFI 0.989

TLI 1.007

Job Satisfaction

Job Crafting

Job Engagement

Figure 2. Path analysis
In Table 3b, path analysis results revealed similar outcomes as linear regression analysis. Job satisfaction
and employee engagement have a moderating role between job crafting and turnover intention. Moreover, the
results found that the job crafting was positively effect on job satisfaction (.895) and with employee engagement
(.604). Besides that, a positive effect with employee engagement on job satisfaction (.341). However, the results
indicated a negative effect on turnover intention with job satisfaction (-.444) and with employee engagement (-
.545).
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Table 3b: Bath Analysis

Estimate S.E. C.R. P
SATISF <ee- CRAFT .895 .062 14.540 HkE
ENGAG <ee- CRAFT .604 .068 8.935 HkE
ENGAG <emm SATISF 341 .055 6.209 HkE
TURN <em- SATISF -.444 101 -4.404 Hkk
TURN <em- ENGAG -.545 .108 -5.033 okl

The findings have authenticated the presence of negative influence of job satisfaction and work engagement
as mediators in the relationship between job crafting and turnover intentions. Job crafting has been found
significantly suppressing the turnover intentions among the employees. Furthermore, employees’ work
engagement and their job satisfaction have moderated the job crafting-turnover intention relationship.

5. Discussion

The study was conducted to extend the insights on the subject relationship and make a notable contribution to the
literature by examining the relationship between job crafting and turnover intentions and the effect of job
satisfaction and work engagement as mediators on this relationship in the context of the tight culture of Saudi
Arabia. The findings are in line with the relevant past studies, comprehensively reviewed for composing the
hypothesis.

When the employees are allowed to actively change the way they do their jobs, they are more likely to be
engaged in their work for bringing positive performance on the board. The job crafting-work engagement
relationship was hypothesized as positive in the study. Supporting the hypothesis, the findings have been
validated by the past studies focusing on the positive correlation of this relationship (Tims, Bakker, Derks, and
Rhenen, 2013; Siddiqi, 2015; Beer, Tims, & Bakker, 2016; Aldrin&Merdiaty, 2019). Siddiqi (2015) found that
the job crafting behavior of private service sector employees increases their work engagement.

Job crafting enables employees to turn the undesirable situation into the aspired ones by redesigning their
job in the way they consider it would improve performance and productivity. Having the freedom to change
different aspects of the job, the employees can better utilize their strengths and capitalize on their weaknesses,
which, in turn, increases their job satisfaction. The finding of the positive relationship between job crafting and
job satisfaction is in line with several past studies (Ghitulescu, 2006; Slemp& Vella-Brodrick, 2014; Cheng, J.-C.,
& O-Yang, 2018; Ren, Cao, & Chin, 2020).

Whenever it comes to increase employees’ productivity, workplace efficiency, resource utilization,
customer retention rate, and financial well-being of the organization, one of the frequently considered
meaningful strategies tends to be workplace engagement. Job satisfaction is the gateway to work engagement.
An intrinsically satisfied employee tends to be more engaged at the workplace than a dissatisfied one. The higher
the satisfaction, the more an employee tends to be dedicated at work. The findings of our study support the
rationalized arguments of the past studies regarding the subject relationship (Kasparkova, Vaculik, Prochazka,
&Schaufeli, 2018; Park & Johnson, 2019; Zhang, Bian, Bai, Kong, Liu, Chen, & Li, 2020).

Within an organization, job satisfaction secures the role of a predecessor of desirable outcomes such as
commitment to the organization’s success, improved performance, and willingness to accept tasks beyond job
descriptions. At the same time, it suppresses negative emotions and behaviors such as absenteeism, job stress,
and, above of all, turnover intentions. The study has found that there is a negative relationship between job
satisfaction and turnover intentions. These findings are in line with several past studies (Randhawa, 2007; Amabh,
2009; Alam and Asim, 2019; Liu, Zhu, Wu, and Mao, 2019; Rahman, 2020). Randhawa (2007) has found that
the more the employees are satisfied, the lower they tend to have turnover intention. High job satisfaction
triggers high performance, notable contributions to the achievement of goals, and organization-wide recognition
of the employee, which, in turn, eliminates the chances of turnover intentions. A satisfied employee tends to stay
with a company as long as the factors, stimulating satisfaction, are actively present. An internally satisfied
employee does not have the intention to leave the company even in the case of a reduction in compensation and
benefits. However, if the triggers are external, an employee will have the intention to leave the company as soon
as the triggers are no longer available. According to Alam and Asim (2019), the employers need to carefully
design the strategies to build and enhance employees’ job satisfaction for reducing employees’ voluntary
turnover.

The engaged employees have the sense of being valued at the workplace, which subsides their intentions to
leave the job because such a sense of freedom may not be realized in a new workplace. The study has found an
inverse relationship between work engagement and turnover intention, which has been supported by past studies
(Schaufeli, 2002; Kim, 2017; Park & Johnson, 2019).
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5.1 Limitations of the Research

Even though this study is the first to investigate the profound relationship between job crafting and employees’
turnover intention while assessing the impact of job satisfaction and work engagement, as mediators, on the
subject relationship in a country with a low tolerance for uncertainty and high collectivism, however, it has some
limitations. The study has not investigated the subject relationships among the public sector employees, where it
is important to investigate the impact of job crafting on turnover intentions due to embedded rigid policies, strict
rules, bureaucratic structure, clearly defined reporting lines, and difficult-to-modify job descriptions. Another
limitation of the study is that it has not investigated the difference of the subject relationship based on gender. It
could investigate whether job crafting suppresses turnover intentions more among males than females. Similarly,
the study could investigate the intensity of the relationship in relation to other demographic characteristics such
as age and income, etc. by considering their role as mediators. Another limitation of the study is that it has not
considered the role of leadership in job crafting-turnover intention, job crafting-job satisfaction, and job
satisfaction-work engagement relationships. Another limitation is related to the generalizability of the findings.
The data was collected from Saudi employees, therefore, the findings can’t be generalized to the employees
working in countries having low-context cultures.

5.2 Recommendations and Future Research

Although extensive research has been done, however, job crafting phenomenon is yet to be explored more
thoroughly. For future research, it is suggested that the scholars should assess the short-term and long-term
impact of job crafting on the company because variations in the way jobs are designed and performed might
produce either positive or negative results for the company. Moreover, the role of a manager in an employee’s
job crafting should be assessed. The subject relationship of the study can be more dynamically assessed by
investigating the mediating impact of managerial support to employees while redesigning their job demands and
determining the resources.

5.3 Managerial Implications

The study has offered several valuable implications for the business entities. Job crafting helps managers in
inducing employees’ positive behavior at work and towards their jobs. When an employee is given the
opportunity to craft his/her job, he tends to be more engaged at the workplace and more committed to the
organization’s success. However, the managers, in the high-context cultures, should be the helping hands of their
employees while they craft their jobs due to low tolerance of uncertainty. The job crafting, itself wouldn’t deliver
the expected results, unless the performance and employees’ attitude towards jobs are monitored. In today’s
aggressively competitive environment, the managers shouldn’t ignore employees’ concerns and issues at work
because they can negatively impact their job satisfaction and work engagement, which, in turn, reduce the
positive impact of job crafting on turnover intentions.

6 Conclusion
Considering the importance of employees’ autonomy to design their jobs at work and the managerial and
scholarly attention this phenomenon has attained, this study was conducted to investigate the impact of
employees’ roles in designing different aspects of their jobs and determining the resources to perform duties on
their turnover intentions considering the impact of employees’ job satisfaction and employee engagement as
mediators, in the Saudi context. As the subject relationships were hypothesized based on the comprehensive
review of relevant past studies, the investigatory assessment has validated that job crafting subsides the turnover
intentions among employees. It has also been confirmed that job crafting makes employees more satisfied at
their jobs, which provokes their engagement at work and, in turn, abates turnover intentions among employees.
The study has contributed to the literature by investigating the impact of job crafting on employees’
turnover intentions, while assessing the role of job satisfaction and work engagement as mediators, in a
collectivistic society for the first time. The management in Saudi companies should create the employee-friendly
environment promoting job crafting opportunities for employees which will, in turn, reduce the existing or
projected turnover intentions among them. Each employee should be taken as an individual with varying needs
and wants than others, thereby develop strategic incentives for each of the employees to drive their internal and
external motivation which will raise their satisfaction level and increase their engagement at work and
discourage them from having turnover intentions.
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