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A R T I C L E I N F OA B S T R A C T

This study aimed to investigate how a sense of calling in�luences job
crafting by examining the mediating variables of occupational self-
ef�icacy and career commitment, as well as the moderating effect of
job autonomy. The research involved 264 employees in Indonesia
and used a quantitative approach with PLS-SEM analysis techniques
to test the formulated hypotheses. The study supported seven out
of the nine hypotheses, con�irming all the direct effect relationships.
It found partial mediation in the relationship between sense of calling
and job crafting with occupational self-ef�icacy and career
commitment. However, it did not �ind evidence to support the
mediating relationship between occupational self-ef�icacy and career
commitment as one mediation relationship chain. The research also
did not support the moderating relationship, suggesting that job
autonomy weakens the relationship between career commitment
and job crafting. Additionally, this study contributes to the existing
literature on job crafting and examines how a sense of calling impacts
employees' ability to craft their jobs. Future research hopefully will
be able to provide a better explanation regarding the phenomena
of job autonomy and job crafting, which, until now, various studies
have still focused on the positive effects of both.
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INTRODUCTION
Many researchers have conducted research
intending to understand the main characteristics
and qualities of a calling, such as the

circumstances in which a person can �ind a calling,
experiencing a calling, the notion of career
orientation, the importance of having a calling
relative to careers, and the relationship between
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calling and career development (Elangovan et
al., 2010). When someone has a sense of calling
in their work and are able to obtain a position
within their scope of work, they can utilize their
potential and make their work more meaningful
(Afsar et al., 2019). Calling can also help
individuals be more critical in assessing their
work and careers and direct them to better and
more satisfying career choices (Elangovan et al.,
2010). Duffy et al. (2018) stated that individuals
who feel a calling in their work generally tend to
(a) approach their work by tying it with meaning
and purpose, (b) focus on the prosocial
contributions they can make through their work,
and (c) identify the external and internal drives
that drive them to a particular career.

Thompson and Bunderson (2019) explained a
shift in the meaning of "calling" from previous
research. In earlier eras, the calling an individual
felt toward a particular career choice was believed
to originate from forces outside the person (e.g.,
God, social needs, family inheritance) and applied
to areas of paid and unpaid work that helped
others in some way and that also helped provide,
or be consistent with, broader meaning and
purpose in life (Duffy et al., 2012). Meanwhile,
in today's more modern era, calling is more
associated as a form of self-expression and self-
ful�illment for individuals, which is not carried
out as something that is destined, but instead
they will seek and pursue their work as a form of
self-ful�illment (Thompson & Bunderson, 2019).

Calling is also a very personal thing for individuals
because a job that is perceived as a calling will
have a different meaning to other individuals
even though the job provides bene�its for society
(Thompson & Bunderson, 2019). When
individuals attribute more meaning to their
careers and have a sense of calling, this can
enhance their career satisfaction and commitment
(Hall & Chandler, 2005; Ha & Lee, 2022). The
sense of calling that individuals feel can in�luence
higher commitment to their work because they
will focus on the work they choose (Chang et al.,
2020). Career commitment also encourages
individuals to be willing to dedicate more time

and strive to develop their potential and achieve
their career goals (Chang et al., 2021).

Self-determination theory (SDT) (Deci & Ryan,
1980) is often used to understand the concept
of a career calling (Chang et al., 2020). Deci and
Ryan (1980) explained that, according to SDT,
intrinsic motivation can lead to increased
autonomous behavior. When a career is seen as
a calling, it can enhance intrinsic motivation,
leading individuals to enhance their
independence and competence at work through
their dedication to their career choice (Chang et
al., 2020). According to this theory, people who
see their work as a calling may be internally
motivated to tailor their work in their own way
(job crafting) in order to achieve greater goals
and shared interests (Chang et al., 2021).

Employees who have a strong sense of calling
are more committed to their careers and have
a better understanding of their work and goals,
which increases their self-ef�icacy when
completing tasks (Shang et al., 2022). According
to Bandura (1994) in Wang et al. (2020), self-
ef�icacy refers to an individual's belief in their
ability to succeed in a particular situation or
complete a task. Individuals also often associate
a calling with career commitment to proactive
behavior, which ultimately increases their
strategy in the form of job crafting to make
changes in work based on their initiative (Chang
et al., 2020). Due to the challenges that
organizations face in today's fast-paced and
constantly evolving environment, they need to
be �lexible and prepared to tackle new obstacles
(Gori et al., 2021). Furthermore, as organizations
strive to cope with change, they also raise their
expectations of their employees (Chang et al.,
2020). Job crafting, as a means of adaptation, is a
promising approach to address these challenges
and is an appealing avenue for promoting
organizational success in the current era (Gori
et al., 2021). Individuals who view their work
as a calling are better equipped to adapt to their
job responsibilities and demonstrate resilience
when encountering challenges in the workplace
(Riasnugrahani et al., 2019).
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By engaging in job crafting, employees can
reshape their jobs in such a way that they
become more aligned with their motivation to
work, as well as their skills and preferences
(Slemp et al., 2015). This process in�luences the
nature of the work, including the demands
experienced on the job and the personal sense
of ef�icacy to meet these demands (Slemp et al.,
2015). Berg et al. (2008) stated that even the
most rigid or limited job designs allow for some
crafting in the work. Job crafting is often
associated with job autonomy, described as the
employee's level of freedom and discretion in
work situations, which can be related to decisions
made regarding tasks or work procedures
(Clausen et al., 2022). Job autonomy provides
employees freedom, �lexibility and independence
by proactively structuring their work based on
their preferences, needs and abilities (Chang et
al., 2021). Chang et al. (2020) stated that
employees with a higher level of career
commitment will have a more signi�icant active
role when they have greater job autonomy.

Cai et al. (2022) suggested that job crafting, like
other proactive behavior constructs, is considered
risky as it involves challenging the status quo and
may create uncertainty within the team, leading
to social costs for team members. Job crafting is
in�luenced by factors such as proactive personality,
general self-ef�icacy, job involvement, job
performance, and job satisfaction (Lazazzara et
al., 2020). This research aims to investigate the
role of a sense of calling in in�luencing employee
job crafting through the mediating factors of
occupational self-ef�icacy and career commitment,
as well as the moderating in�luence of job
autonomy. The study seeks to develop a better
understanding of the antecedents of job crafting
and how they manifest in the workplace.

This research has implications for expanding
prior research to examine how the sense of
calling affects workers in different �ields. It also
offers limitations and suggestions for further
research and for practitioners in developing
policies for their personnel. Unlike a study by
Chang et al. (2020) that considered occupational

self-ef�icacy as a moderator variable, this research
will explore its role as a mediator. The results
will highlight how occupational self-ef�icacy
mediates the in�luence of a sense of calling on
career commitment. Occupational self-ef�icacy
in several other studies has been proven to be
able to mediate various variables on various
outcomes, such as job satisfaction (Shang et al.,
2022), job performance and organizational
citizenship behavior (Park et al., 2016). Due to the
emphasis on the distinction between mediation
and moderation, scholars often do not realize
that the concepts of mediation and moderation
can be integrated and that this integration can
advance theory development, theory testing, and
ultimately offer a more comprehensive
understanding about complex phenomena
(Karazsia & Berlin, 2018).

Park et al. (2020) stated that from a practical
point of view, many believe that improving
employees' adaptive performance and job crafting
will be a core task of human resources and
organizational development. Therefore, it is
crucial to investigate how job crafting is
connected to other important organizational
factors, a need recognized by many human
resources and organizational development
professionals and researchers. The researcher
hopes that this study will contribute to expanding
research in Indonesia, providing a better
understanding of how the sense of calling and
job crafting affects other job-related factors.

LITERATURE REVIEW
Hall and Chandler (2005) de�ine career calling as
work that individuals feel is meaningful, where
this feeling can help them to achieve individual
goals in their lives. Dalla Rosa et al. (2019) also
de�ine calling as a type of meaning attached to
work, a career-related purpose that can persist
across job transitions, and that can help
individuals to de�ine who they are, providing a
sense of continuity, meaning, and direction. If
individuals see their work as a calling work, they
consider it as part of their life and encourage
them to perform tasks or work to achieve inner
ful�illment (Chang et al., 2021).
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Speci�ically, employees with a strong sense of
calling are fully aware of themselves and their
career choices (Hall & Chandler, 2005). Calling is
a strong motivation for an employee to engage
in activities that match their needs and goals with
the opportunities and demands of the work
environment (Tims et al., 2016). As a result,
employees proactively seize opportunities and
resources to structure their work and ful�ill all
the responsibilities and expectations of their
jobs (Tims et al., 2016).

Job crafting is a behavioral change in that
employees intend to align their work with their
preferences, motives, and desires (Tims et al.,
2012). Demerouti et al. (2015) explains that job
crafting is a speci�ic form of proactive behavior
in which individuals change the level of job
demands and job resources to make their work
more meaningful, interesting, and satisfying.
Calling-oriented individuals may �ind it easier
to structure their work in a way that results in
job crafting (Chang et al., 2020).
H1: Sense of calling has a signi�icant positive

effect on job crafting.

Duffy et al. (2011) state that when individuals
experience a calling for a particular career, it is
likely that this will make them committed to a
�ield of work, so they will try to �ind a particular
job that allows them to ful�ill that commitment.
In turn, individuals will be happier with and
committed to the job (Duffy et al., 2011). Jung
and Sohn (2022) de�ine career commitment as
employee behavior to accept work
responsibilities, seek new experiences, and work
arrangements to achieve career goals. Goulet
and Singh (2002) in their research on career
commitment, stated that an individual can
speci�ically enter into a particular job at the
expense of or without caring about his career
and vice versa. Jia et al. (2020) show that calling
is signi�icantly positively related to career
commitment. Individuals who feel a sense of
calling can increase their commitment to a job
or organization despite setbacks and a low
probability of success (Elangovan et al., 2010).
H2: Sense of calling has a signi�icant positive

effect on career commitment.

Chang et al. (2020) explained that career
commitment can encourage proactive behavior
because it encourages individuals to achieve the
goals they want to achieve through their careers,
including job crafting. By committing to their
career, this indicates that there is encouragement
or con�idence within the individual to pursue
success in that career (Demerouti et al., 2021). The
long-term commitment that a person needs in
building a career will encourage individuals to go
beyond job responsibilities and take the initiative
in reshaping their work through job crafting
(Grant & Ashford, 2008).
H3: Career commitment has a signi�icant positive

effect on job crafting.

Hall and Chandler (2005) also explains that
calling will increase self-ef�icacy. Bandura (1994)
de�ines self-ef�icacy as an individual's beliefs
about their ability to produce a level of
performance. Speci�ically, occupational self-
ef�icacy can be described as a person's belief in
their ability to face work challenges and act
successfully in various work-related situations
and tasks regardless of their current work
environment (Klaeijsen et al., 2018).

Individuals who have a calling are more likely
to be able to overcome unexpected obstacles
because of their explicit goals and focused task
efforts (Hall & Chandler, 2005). (Hirschi,
2012)Hirschi (2012) uses this statement as a
basis to explain that with a sense of calling,
individuals will be encouraged to pursue goals
that are in line with the calling they feel, thereby
increasing the individual's sense of satisfaction
when goals and tasks can be completed, where
this perceived success will increase beliefs in
higher self-ef�icacy (Hall & Chandler, 2005).
H4: Sense of calling has a signi�icant positive

effect on occupational self-ef�icacy.

Park and Jung (2015) stated that occupational
self-ef�icacy is positively related to an individual's
commitment to his career. When an individual
views himself as competent, the individual will
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become more committed to his career and try
to develop skills in the chosen career �ield, which
in the end will increase self-ef�icacy and further
increase the individual's career commitment
(Park & Jung, 2015; Ahmed, 2017). As employees
becomemore committed to their career goals, they
are more likely to develop plans for achieving
performance or success in their career endeavors
and strengthen trust and con�idence in their
ability to acquire personal qualities such as skills
and competencies (Ballout, 2009).
H5: Occupational self-ef�icacy has a signi�icant

positive effect on career commitment.

Hirschi (2012) argues that individuals who have
a sense of calling will have con�idence and
satisfaction when the goals and tasks in their
work can be completed and also have con�idence
in their abilities can control emotional, physical,
and intellectual resources and will successfully
develop in their work (Ahmed, 2017). Ahmed
(2017) refers to several previous studies
supporting that self-ef�icacy signi�icantly
in�luences career commitment in various
industries and country backgrounds. The
con�idence they have in their abilities can
encourage individuals to pursue their career
goals so that it can in�luence career commitment
in their work for career advancement (Ballout,
2009).
H6: Occupational self-ef�icacy signi�icantly

mediates the in�luence of sense of calling on
career commitment.

Several studies have shown that in various
work areas, the sense of calling has a signi�icant
and positive relationship with positive work
experiences such as job engagement and pleasure,
well-being, and career commitment (Chen &
Zhang, 2023). Individuals with a sense of calling
will be encouraged to work to achieve their goals
so they will be more committed to their careers
(Chang et al., 2020). This career commitment can
be a motivator and driver of proactive career
behavior such as job crafting, thus encouraging
individuals to dedicate themselves to their work
in order to increase their career progress
because individuals with a calling orientation are

generally more focused on their mission and
goals (Chang et al., 2020). The role of career
commitment is more than just motivation to
advance one's career; apart from that, career
commitment also contributes to proactive
behavior, such as job crafting with the individual's
desired long-term goals (Chang et al., 2020).
H7: Career commitment signi�icantly mediates

the in�luence of sense of calling on job
crafting.

As stated by (Hall & Chandler, 2005)Hall and
Chandler (2005), having a sense of calling
increases self-ef�icacy by increasing their ability
to overcome obstacles because they have clear
drive and goals in their work. Employees with
occupational self-ef�icacy will then have a feeling
of responsibility to learn and develop their
careers, thereby encouraging commitment to
their career choices (Ahmed, 2017). Career
commitment can encourage proactive behavior
because it will encourage individuals to achieve
the goals they want to achieve through their
careers, one of which is through job crafting
(Chang et al., 2020).
H8: Occupational self-ef�icacy and career

commitment signi�icantly mediate the
in�luence of sense of calling on job crafting.

In research conducted by Chang et al. (2020),
they found that employees with a higher level of
career commitment will have a more signi�icant
active role when they have greater job autonomy.
In this research, job autonomy can strengthen
individuals' commitment to their careers so that
they will put more signi�icant effort into their
work through proactive behavior, such as job
crafting (Chang et al., 2020). Once individuals
feel that their jobs allow them to freely schedule
and manage their tasks based on personal
preferences, needs, and abilities, they will be
motivated to further dedicate their careers by
gaining knowledge and increasing their ability
to proactively build higher levels of commitment
(Aryee & Tan, 1992; Goulet & Singh, 2002; Berg
et al., 2010; Chang et al., 2021).
H9: Job autonomy strengthens the in�luence of

career commitment on job crafting.
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RESEARCH METHOD
Sample and Data Collection
This research will use a quantitative method to
see the cause-and-effect relationships produced
by the relationships between variables based on
existing phenomena (Cooper & Schindler, 2014).
Data was collected from employees working in
Indonesia in various industrial sectors in both
government and private companies. The sampling
technique used in this research is non-probability
sampling with a convenience sampling method,
which refers to selecting samples based on ease
of availability, where this can also be applied
through internet surveys (Zikmund et al., 2009)
as was done in this research by distributing
questionnaires via the GoogleForm platform.
This research gathered 264 respondents, 63.26%
of whom were women, 58.71% of whom were
aged between 21-25 years, with the majority
being undergraduate graduates. Of the 30 types
of industry collected, 15.9% worked in the food
and beverage industry, 11.74% in �inancial
services, and the rest were spread across various
other types of industry.

Measurement
All variable measures in this study were measured
using a 5-point Likert scale, from 1 (strongly
disagree) to 5 (strongly agree). Each variable
then adapts a list of measurements developed in
previous research.

Sense of Calling was measured using the Calling
Vocational Questions (CVQ) developed by Dik et al.
(2012) by adapting the use of the CVQ-Presence
with 12 measurement items such as, "I believe
that I have been called to my current job."

Career Commitment in this study was measured
using a measurement developed by Carson
(1994) with 12 measurement items, with samples
such as "This �ield of work/career is an important
part of me."

Occupational Self-Ef�icacy was measured using
Rigotti et al. (2008) with six measurement items,
including "I can remain calm when facing
dif�iculties at work because I can rely on the
abilities I have."

Job Autonomy was measured using Breaugh
(1985) with a 9-item measure consisting of
three multi-item subscales that focus on (a) work
method autonomy, (b) work scheduling
autonomy , and (c) work criteria autonomy.
Sample research items include, “I am allowed to
decide how to complete work, " " I have control
over the scheduling of my work, " and "I can
modify the goals of my work. "

Job Crafting was measured using a 9-item
measure developed by Niessen et al. (2016) to
assess employee initiative, including "I undertake
or seek additional tasks" and "I seek opportunities
to collaborate with familiar people at work."

RESULT
PLS-SEM is used to test the relationship between
variables from the hypothesis that has been
formulated. PLS-SEM is a prediction-oriented
approach widely used for exploratory research
but is also suitable for con�irmatory research
(Hair et al., 2017). The research results were
produced through a bootstrapping process to see
the path coef�icient and speci�ic indirect effects
produced.
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From Table 1 above, it can be seen that
Hypotheses 1, 2, 3, 4, and 5 are supported. This
hypothesis is supported because the �ive
hypotheses have a positive original sample value
and a p-value that is below 0.05, so the
relationship is considered signi�icant, where H1
has an original sample of 0.306 and a p-value of
0.004, H2 with an original sample of 0.570 and
p-value is 0.000, H3 has an original sample of
0.319 and a p-value of 0.000, H4 has an original
sample of 0.3821 and a p-value of 0.000, and H5
has an original sample of 0.259 and a p-value of
0.023.

The relationship between the mediation of
occupational self-ef�icacy on the sense of calling
on career commitment and the mediation of

career commitment on the sense of calling on
job crafting has a positive original value with a
p-value below 0.05, so the relationship is
considered signi�icant and supports Hypotheses
6 and 7. The relationship between these two
mediations is assessed as partial mediation
because both direct and indirect effects show
signi�icant results (Zhao et al., 2010; Carrión et
al., 2017). However, the mediating relationship
between occupational self-ef�icacy and career
commitment on the relationship between sense
of calling and job crafting has an original sample
value of 0.068 with a p-value of 0.092, so this
relationship is considered insigni�icant because
the p-value is above 0.05, so Hypothesis 8 is
rejected.
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Meanwhile, the moderating role of job autonomy
in the relationship between career commitment
and job crafting has a signi�icant negative
relationship. This can be seen from the original
sample (O) value, which is -0.052, which shows
a coef�icient number close to –1, so there is a
strong negative relationship (Hair et al., 2014).
However, the p-value of 0.022 shows that the
relationship is signi�icant because it is below
0.05. Therefore, through this interpretation, it
can be concluded that Hypothesis 9 is rejected.

DISCUSSION
The results of testing the in�luence of the sense
of calling on job crafting are in line with self-
determination theory (SDT), where in SDT it is
explained that human motivation to complete a
goal reaches its peak point when the individual
has competency (i.e., self-ef�icacy towards the
activity), autonomy (i.e., personal control over the
activity), and relatedness (i.e., the experience of
ownership and human relationships) around that
speci�ic goal (Deci & Ryan, 1980; Duffy et al.,
2017). These results also support previous
research conducted by Chang et al. (2020) that
having calling in the work context will encourage
employees to do their jobs better and pursue
their goals through their careers and shows that
calling is signi�icantly related to employee job
crafting behavior.

This research shows that a sense of calling is
essential as an individual's encouragement to
work because it has a positive in�luence on career
commitment, job crafting, and occupational self-
ef�icacy. Many previous studies have suggested
that employees' beliefs that they can improve
and develop skills relevant to their career
(occupational self-ef�icacy) are related to not
only the development activities they have carried
out but also their intention to participate in
development activities at the workplace-future,
and attitudes towards employee development
programs (Maurer, 2001).

The results of testing the mediating in�luence of
occupational self-ef�icacy on sense of calling and
career commitment show that the motivation

shown by individuals in working to achieve their
goals, and this shows the extent to which an
individual identi�ies with their work by taking
responsibility and ful�illing their professional
obligations which then leads to increased career
commitment (Chen & Zhang, 2023). Therefore,
employees must be given training and
development to increase their self-ef�icacy, skills,
and knowledge to maintain productivity and
performance in the organization (Ahmed, 2017).

The positive and signi�icant relationship from
the mediation test shows that career commitment
can bridge the in�luence of sense of calling to
job crafting, so when sense of calling increases,
it will increase career commitment, which also
increases employee job crafting. Individuals with
a higher sense of calling perceive their careers
as meaningful and demonstrate passion and
attachment to their careers, thereby motivating
them to proactively adapt work activities, such as
adding new tasks and building relationships
between coworkers to suit their preferences and
needs to retain their work as their long-term
career path as a form of their commitment to that
career (Chang et al., 2021).

The unsupported mediating role of occupational
self-ef�icacy and career commitment
simultaneously in mediating sense of calling
towards job crafting can be explained through
the understanding that when employees' self-
ef�icacy increases, their beliefs about what can be
done at work may make them change their job
characteristics (Tims et al., 2014). Additionally,
employees with higher levels of self-ef�icacy are
more likely to make proactive changes in their
jobs in order to perform well, such as through
job crafting (Ingusci et al., 2019). From these two
studies, it is known that self-ef�icacy can have
a direct in�luence on job crafting without any
mediation from career commitment.

In addition, different from many studies that
have been conducted, the moderating effect of
job autonomy in this study (H9) is also not
supported. The results of this study are not in
line with the results stated by Chang et al. (2020)
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on 338 employees in Guangdong, China, where
it was said that when employees can enjoy
greater autonomy at work, their commitment
to their careers is strengthened. Thus, they
perform their duties in a way who are much
more proactive through job crafting. This �indings
can be explained by the fact that if the level of
job crafting reaches an excessive level, it can
encourage counterproductive behavior (Zhou,
2020) which weakens employee job crafting
behavior (Tsai, 2021) and also leads to chronic
exhaustion which ultimately leads to a decrease
in employee performance (Demerouti et al., 2015).
Excessive job autonomy provides space for
improving individual behavioural performance
and creates opportunities for employee
behavioural deviations, and the possibility of
counterproductive behaviour will increase in a
more autonomous environment because the
excessive increases in job autonomy can also
reduce external supervision and other controls,
which are used to reduce counterproductive
behaviour. However, the level of autonomy
employees possess needs to be further
ascertained and studied to understand the
positive or negative impacts it may have.
Therefore, further research can be conducted
on speci�ic industries or companies to assess the
level of autonomy given to employees.

CONCLUSION
The results show that of the 9 hypotheses
formulated, 7 hypotheses were supported and 2
hypotheses were rejected. The study contributes
to the �ield of Human Resource Management by
enriching readers' understanding and insight
into the relationship between a sense of calling
and job crafting. It also explores the serial
mediation of occupational self-ef�icacy and career
commitment on sense of calling and job crafting,
offering a fresh perspective from previous
research and paving the way for further research.
Additionally, the study delves into how job
autonomy in�luences job crafting, providing
valuable insights. From this implication, this
study is expected to inspire future research and
provide a strong foundation for scholars to build
and develop their research around sense of

calling, career commitment, occupational self-
ef�icacy, job autonomy, and job crafting.

The discovery that increasing occupational self-
ef�icacy also increases career commitment can
be lever-aged by organizations through the
development of new skills or the improvement
of existing ones. Engaging in these development
activities can boost employees' con�idence in
their competence, leading to increased
commitment to their careers. The �indings
indicate that there is a mediating in�luence
on occupational self-ef�icacy. Therefore,
organizations are advised to offer training and
development opportunities to enhance
employees' self-ef�icacy, skills, and knowledge.
This will help maintain productivity and
performance within the organization. Employers
should consider providing promotions to senior
employees as a way to motivate them to excel
and to foster their commitment to their careers.
This approach can help employees �ind
satisfaction in their careers and within the
organization. Research �indings indicate that job
autonomy does not moderate the in�luence of
career commitment on job crafting. Thus,
organizations and supervisors should provide
employees with appropriate job autonomy based
on job characteristics and speci�ic circumstances.
Managers and change agents can promote job
crafting by enhancing employees' ability to
effectively interact with others and by increasing
job autonomy accordingly. Empowering
individuals to tailor their work to their needs
and preferences can enhance effective behavior,
ultimately leading to positive outcomes. Training
employees in job crafting behavior has positive
consequences and is an effective way to cultivate
a productive workforce.

The �indings of this research have the potential
to contribute to the existing body of knowledge
on the sense of calling and job crafting. The
inclusion of various job industries in this
research could be a limitation, as each industry
has different characteristics that affect job
autonomy and job crafting levels. Therefore,
further research could focus on a speci�ic industry
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or company to assess job autonomy and job
crafting levels within that particular context. A
larger sample size might yield different results,
and including control variables in future research
could help to determine how these variables
in�luence the existing relationships and expand
upon the results of this study. In future research,
it is important to delve deeper into the
connection between job autonomy and job
crafting to gain a more comprehensive
understanding of job crafting and its relationship
with job autonomy. While existing studies have
mainly focused on the positive effects of these
aspects, further exploration of additional

variables or factors in�luencing an individual's
career commitment, including both individual
and organizational factors, is warranted. This
will help shed more light on their in�luence on
the relationship with other variables. It is hoped
that this research will serve as a catalyst for
future studies exploring the sense of calling in
conjunction with proactive job crafting behavior
or other proactive variables through a more
diverse range of research. Additionally, future
research could involve diverse participant
backgrounds to gain insights into how the
research �indings may vary among different
respondent groups.

Afsar, B., Umrani, W. A., & Khan, A. (2019). The impact of perceived calling on work outcomes in a nursing
context: The role of career commitment and living one’s calling. Journal of Applied Biobehavioral
Research, 24(1), 1–18. https://doi.org/10.1111/jabr.12154

Ahmed, N. O. A. (2017). Career commitment: the role of self-ef�icacy, career satisfaction and organizational
commitment. World Journal of Entrepreneurship, Management and Sustainable Development, 00–
00. https://doi.org/10.1108/wjemsd-06-2017-0038

Aryee, S., & Tan, K. (1992). Antecedents and outcomes of career commitment. Journal of Vocational
Behavior, 40(3), 288–305. https://doi.org/10.1016/0001-8791(92)90052-2

Ballout, H. I. (2009). Career commitment and career success: Moderating role of self-ef�icacy. Career
Development International, 14(7), 655–670. https://doi.org/10.1108/13620430911005708

Bandura, A. (1994). Encyclopedia of mental health (Vol. 4). Academic Press.
http://www.des.emory.edu/mfp/BanEncy.html

Berg, J. M., Dutton, J., & Wrzesniewski, A. (2008). What is job crafting and why does it matter?
Http://Positiveorgs.Bus.Umich.Edu/Wp-Content/Uploads/What-Is-Job-Crafting-and-Why-Does-
It-Matter1.Pdf, January, 1–8. http://csinvesting.org/wp-content/uploads/2013/01/Job_Crafting-
Theory_to_Practice-Aug_08.pdf

Berg, J. M., Grant, A. M., & Johnson, V. (2010). When callings are calling: Crafting work and leisure in pursuit
of unanswered occupational callings. Organization Science, 21(5), 973–994.
https://doi.org/10.1287/orsc.1090.0497

Breaugh, J. A. (1985). The Measurement of Work Autonomy. Human Relations, 38(6), 551–570.
https://doi.org/10.1177/001872678503800604

Cai, W., El Baroudi, S., Khapova, S. N., Xu, B., & Kraimer, M. L. (2022). Career calling and team member
proactivity: The roles of living out a calling and mentoring. Applied Psychology, 71(2), 587–611.
https://doi.org/10.1111/apps.12340



- 188 -

International Journal of Business Studies Vol. 8 No. 2 (June 2024)

Carrión, G. C., Nitzl, C., & Roldán, J. L. (2017). Partial least squares path modeling: Basic concepts,
methodological issues and applications. Springer International Publishing, 1–414.
https://doi.org/10.1007/978-3-319-64069-3

Carson, K. D., & Bedeian, A. G. (1994). Career commitment: Construction of a measure and examination
of its psychometric properties. In Journal of Vocational Behavior (Vol. 44, Issue 3, pp. 237–262).
https://doi.org/10.1006/jvbe.1994.1017

Chang, P. C., Rui, H., & Lee, A. Y. P. (2020). How Having a Calling Leads to Job Crafting: A Moderated
Mediation Model. Frontiers in Psychology, 11(September), 1–11.
https://doi.org/10.3389/fpsyg.2020.552828

Chang, P. C., Rui, H., & Wu, T. (2021). Job Autonomy and Career Commitment: A Moderated Mediation
Model of Job Crafting and Sense of Calling. SAGE Open, 11(1).
https://doi.org/10.1177/21582440211004167

Chang, P. C., Xiaoxiao, G., & Wu, T. (2021). Sense of calling, job crafting, spiritual leadership and work
meaningfulness: a moderated mediation model. Leadership and Organization Development
Journal. https://doi.org/10.1108/LODJ-09-2020-0392

Chen, J., & Zhang, X. (2023). The impact of career calling on higher vocational nursing students’ learning
engagement: The mediating roles of career adaptability and career commitment. Frontiers in
Psychology, 14(March), 1–9. https://doi.org/10.3389/fpsyg.2023.1111842

Clausen, T., Pedersen, L. R. M., Andersen, M. F., Theorell, T., & Madsen, I. E. H. (2022). Job autonomy and
psychological well-being: A linear or a non-linear association? European Journal of Work and
Organizational Psychology, 31(3), 395–405. https://doi.org/10.1080/1359432X.2021.1972973

Cooper, D. R., & Schindler, P. S. (2014). Business research methods.
Dalla Rosa, A., Vianello, M., & Anselmi, P. (2019). Longitudinal predictors of the development of a calling:

New evidence for the a posteriori hypothesis. Journal of Vocational Behavior, 114(December
2017), 44–56. https://doi.org/10.1016/j.jvb.2019.02.007

Deci, E. L., & Ryan, R. M. (1980). Self-determination Theory: When Mind Mediates Behavior. The Journal
of Mind and Behavior, 1(1), 33–43.

Demerouti, E., Bakker, A. B., & Halbesleben, J. R. B. (2015). Productive and counterproductive job crafting:
A daily diary study. Journal of Occupational Health Psychology, 20(4), 457–469.
https://doi.org/10.1037/a0039002

Demerouti, E., Soyer, L. M. A., Vakola, M., & Xanthopoulou, D. (2021). The effects of a job crafting
intervention on the success of an organizational change effort in a blue-collar work environment.
Journal of Occupational and Organizational Psychology, 94(2), 374–399.
https://doi.org/10.1111/joop.12330

Dik, B. J., Eldridge, B. M., Steger, M. F., & Duffy, R. D. (2012). Development and Validation of the Calling
and Vocation Questionnaire (CVQ) and Brief Calling Scale (BCS). Journal of Career Assessment,
20(3), 242–263. https://doi.org/10.1177/1069072711434410

Duffy, R. D., Bott, E. M., Allan, B. A., Torrey, C. L., & Dik, B. J. (2012). Perceiving a calling, living a calling,
and job satisfaction: Testing a moderated, multiple mediator model. Journal of Counseling
Psychology, 59(1), 50–59. https://doi.org/10.1037/a0026129

Duffy, R. D., Dik, B. J., Douglass, R. P., England, J. W., & Velez, B. L. (2018). Work as a calling: A theoretical
model. Journal of Counseling Psychology, 65(4), 423–439. https://doi.org/10.1037/cou0000276

Duffy, R. D., Dik, B. J., & Steger, M. F. (2011). Calling and work-related outcomes: Career commitment as
a mediator. Journal of Vocational Behavior, 78(2), 210–218.
https://doi.org/10.1016/j.jvb.2010.09.013



- 189 -

Sha�ira Ramadhanti, Dian Ekowati / Sense of Calling and Job Crafting: A Test of Mediating and
Moderating Effects / 178 - 191

Duffy, R. D., England, J. W., Douglass, R. P., Autin, K. L., & Allan, B. A. (2017). Perceiving a calling and
well-being: Motivation and access to opportunity as moderators. Journal of Vocational Behavior,
98, 127–137. https://doi.org/10.1016/j.jvb.2016.11.003

Elangovan, A. R., Pinder, C. C., & McLean, M. (2010). Callings and organizational behavior. Journal of
Vocational Behavior, 76(3), 428–440. https://doi.org/10.1016/j.jvb.2009.10.009

Gori, A., Arcioni, A., Topino, E., Palazzeschi, L., & Di Fabio, A. (2021). Constructing well-being in
organizations: First empirical results on job crafting, personality traits, and insight. International
Journal of Environmental Research and Public Health, 18(12).
https://doi.org/10.3390/ijerph18126661

Goulet, L. R., & Singh, P. (2002). Career commitment: A reexamination and an extension. Journal of
Vocational Behavior, 61(1), 73–91. https://doi.org/10.1006/jvbe.2001.1844

Grant, A. M., & Ashford, S. J. (2008). The dynamics of proactivity at work. Research in Organizational
Behavior, 28, 3–34. https://doi.org/10.1016/j.riob.2008.04.002

Ha, J. C., & Lee, J. W. (2022). Promoting Psychological Well-Being at Workplace through Protean Career
Attitude: Dual Mediating Effect of Career Satisfaction and Career Commitment. International
Journal of Environmental Research and Public Health, 19(18).
https://doi.org/10.3390/ijerph191811528

Hair Jr., J. F., Matthews, L. M., Matthews, R. L., & Sarstedt, M. (2017). PLS-SEM or CB-SEM: updated
guidelines on which method to use. International Journal of Multivariate Data Analysis, 1(2), 107.
https://doi.org/10.1504/ijmda.2017.087624

Hair Jr, J. F., Sarstedt, M., Hopkins, L., & Kuppelwieser, V. G. (2014). Partial least squares structural equation
modeling (PLS-SEM): An emerging tool in business research. European Business Review, 26(2),
106–121. https://doi.org/10.1108/EBR-10-2013-0128

Hall, D. T., & Chandler, D. E. (2005). Psychological success: When the career is a calling. Journal of
Organizational Behavior, 26(2), 155–176. https://doi.org/10.1002/job.301

Hirschi, A. (2012). Callings and work engagement: Moderated mediation model of work meaningfulness,
occupational identity, and occupational self-ef�icacy. Journal of Counseling Psychology, 59(3), 479–
485. https://doi.org/10.1037/a0028949

Ingusci, E., Callea, A., Cortese, C. G., Zito, M., Borgogni, L., Cenciotti, R., Colombo, L., Signore, F., Ciavolino,
E., & Demerouti, E. (2019). Self-ef�icacy and work performance: The role of job crafting in middle-
age workers. International Journal of Business and Society, 20(2), 533–551.

Jia, Y., Hou, Z. J., & Wang, D. (2020). Calling and career commitment among Chinese college students:
career locus of control as a moderator. International Journal for Educational and Vocational
Guidance, 21(1), 211–230. https://doi.org/10.1007/s10775-020-09439-y

Jung, Y., & Sohn, Y. W. (2022). Does work passion bene�it or hinder employee’s career commitment? The
mediating role of work–family interface and the moderating role of autonomy support. PLoS ONE,
17(6 June), 1–20. https://doi.org/10.1371/journal.pone.0269298

Karazsia, B. T., & Berlin, K. S. (2018). Can a Mediator Moderate? Considering the Role of Time and Change
in the Mediator-Moderator Distinction. Behavior Therapy, 49(1), 12–20.
https://doi.org/10.1016/j.beth.2017.10.001

Klaeijsen, A., Vermeulen, M., & Martens, R. (2018). Teachers’ Innovative Behaviour: The Importance of
Basic Psychological Need Satisfaction, Intrinsic Motivation, and Occupational Self-Ef�icacy.
Scandinavian Journal of Educational Research, 62(5), 769–782.
https://doi.org/10.1080/00313831.2017.1306803



- 190 -

International Journal of Business Studies Vol. 8 No. 2 (June 2024)

Lazazzara, A., Tims, M., & de Gennaro, D. (2020). The process of reinventing a job: A meta–synthesis of
qualitative job crafting research. Journal of Vocational Behavior, 116(January 2019), 103267.
https://doi.org/10.1016/j.jvb.2019.01.001

Maurer, T. J. (2001). Career-relevant learning and development, worker age, and beliefs about self-ef�icacy
for development. Journal of Management, 27(2), 123–140.
https://doi.org/10.1016/S0149-2063(00)00092-1

Niessen, C., Weseler, D., & Kostova, P. (2016). When and why do individuals craft their jobs? The role of
individual motivation and work characteristics for job crafting. Human Relations, 69(6),
1287–1313. https://doi.org/10.1177/0018726715610642

Park, I. J., & Jung, H. (2015). Relationships among future time perspective, career and organizational
commitment, occupational self-ef�icacy, and turnover intention. Social Behavior and Personality,
43(9), 1547–1562. https://doi.org/10.2224/sbp.2015.43.9.1547

Park, J., Sohn, Y. W., & Ha, Y. J. (2016). South Korean Salespersons’ Calling, Job Performance, and
Organizational Citizenship Behavior: The Mediating Role of Occupational Self-Ef�icacy. Journal
of Career Assessment, 24(3), 415–428. https://doi.org/10.1177/1069072715599354

Park, Y., Lim, D. H., Kim, W., & Kang, H. (2020). Organizational support and adaptive performance:
The revolving structural relationships between job crafting, work engagement, and adaptive
performance. Sustainability (Switzerland), 12(12). https://doi.org/10.3390/SU12124872

Riasnugrahani, M., Riantoputra, C. D., Takwin, B., & Panggabean, H. (2019). Discerning Work as a Calling:
The Role of Job Crafting. Career Development Quarterly, 67(4), 343–356.
https://doi.org/10.1002/cdq.12203

Rigotti, T., Schyns, B., & Mohr, G. (2008). A short version of the occupational self-ef�icacy scale: Structural
and construct validity across �ive countries. Journal of Career Assessment, 16(2), 238–255.
https://doi.org/10.1177/1069072707305763

Shang, W., Zhang, G., & Wang, Y. (2022). Career Calling and Job Satisfaction of Ideological and Political
Education Teachers in China: The Mediating Role of Occupational Self-Ef�icacy. Sustainability
(Switzerland), 14(20). https://doi.org/10.3390/su142013066

Slemp, G. R., Kern, M. L., & Vella-Brodrick, D. A. (2015). Workplace Well-Being: The Role of Job Crafting
and Autonomy Support. Psychology of Well-Being, 5(1).
https://doi.org/10.1186/s13612-015-0034-y

Thompson, J. A., & Bunderson, J. S. (2019). Research on Work as a Calling..and How to Make It Matter.
Annual Review of Organizational Psychology and Organizational Behavior, 6, 421–443.
https://doi.org/10.1146/annurev-orgpsych-012218-015140

Tims, M., Bakker, A. B., & Derks, D. (2012). Development and validation of the job crafting scale. Journal
of Vocational Behavior, 80(1), 173–186. https://doi.org/10.1016/j.jvb.2011.05.009

Tims, M., Bakker, A. B., & Derks, D. (2014). Daily job crafting and the self-ef�icacy – Performance
relationship. Journal of Managerial Psychology, 29(5), 490–507.
https://doi.org/10.1108/JMP-05-2012-0148

Tims, M., Derks, D., & Bakker, A. B. (2016). Job crafting and its relationships with person-job �it and
meaningfulness: A three-wave study. Journal of Vocational Behavior, 92, 44–53.
https://doi.org/10.1016/j.jvb.2015.11.007

Tsai, H. Y. (2021). Role of psychological ownership in job crafting, work engagement, and
counterproductive behavior. Journal of Theoretical Social Psychology, 5(4), 366–376.
https://doi.org/10.1002/jts5.104



- 191 -

Sha�ira Ramadhanti, Dian Ekowati / Sense of Calling and Job Crafting: A Test of Mediating and
Moderating Effects / 178 - 191

Wang, H., Li, P., & Chen, S. (2020). The impact of social factors on job crafting: A meta-analysis and review.
International Journal of Environmental Research and Public Health, 17(21), 1–28.
https://doi.org/10.3390/ijerph17218016

Zhao, X., Lynch, J. G., & Chen, Q. (2010). Reconsidering Baron and Kenny: Myths and truths about mediation
analysis. Journal of Consumer Research, 37(2), 197–206. https://doi.org/10.1086/651257

Zhou, E. (2020). The “Too-Much-of-a-Good-Thing” Effect of Job Autonomy and Its Explanation Mechanism.
Psychology, 11(02), 299–313. https://doi.org/10.4236/psych.2020.112019

Zikmund, W. G., Babin, B. J., Carr, J. C., & Grif�in, M. (2009). Business Research Methods (8th editio). South-
Western College Pub.


