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Abstract 
Harnessing the potential of a sustainable and employed workforce brings massive 
benefits for the workforce and the organization by unlocking opportunities for a 
harmonious growth, prosperity and success. Pandemic and various macro and micro level 
factors bring disturbances and opportunities, building excessive pressure on employees 
and reducing well-being. Job crafting empowers employees to mediate such uncertainties 
by giving them the control to modulate their work landscape in the best possible manner 
with negligible or no organizational resources. Thus, by achieving a better fit with their 
job with the help of job crafting, they create a sustainable work environment significantly 
reducing attrition and enhancing well-being. Understanding the organizational 
differences between working in public and private sector organizations, aids in making 
informed decisions on how to best cater to employee and organizational expectations, 
leading to better quality of work and well-being. However, there is scarcity of 
comparative studies between public and private sector organizations of the said variables, 
especially in the Indian setting. Our study aims to study the level of job crafting and 
well-being among public and private sector IT employees and determine the significance 
of difference between them. For the present study, 301 employees working in public and 
private sector IT organizations were selected. ‘t’ test was performed to find the 
significant difference between public and private sector employees with regards to job 
crafting and well-being. The results clearly depicted that public sector employees 
engaged in relational crafting more than private sector employees and experienced higher 
well-being. In contrast, the private sector employees used cognitive crafting more than 
their public sector counter parts. The results ascertained that both public and private 
sector organizations engaged in unique job crafting behaviours. The study reinforces the 
importance of understanding the sector- specific drivers of job crafting and well-being, as 
valuable strategies for enhancing sustainability and productivity.   
Key words: Job crafting; Well-Being; Public Sector IT Employees; Private Sector IT 
Employees 

Work is a monumental part of any individual life 
span (Naber, 2017). India is one of the world 
leaders in human resources with 68% population 
in active working age (The Indian Express, 
2023). Harnessing the potential of a sustainable 
and employed workforce brings massive benefits 
for the workforce and the organization by 
unlocking opportunities for a harmonious 
growth, prosperity and success. 
Pandemic and various other macro 
(globalization, urbanization, technology 
revolution, air pollution, and others) and micro 
level (long working hours, travel, target-driven 
work style, differential time zones, travel 
lifestyle change, and others) factors fuel the 
dynamic nature of the organization, especially 
the IT sector (the backbone of any organization) 
which brings both disturbances along with 
opportunities, both within and outside the 
organization (Trivedi et.al., 2024). This builds up 
excessive pressure on the IT employees due to 
the overwhelming nature of demands or a 

perception of lack of resources, resulting in 
reduced psychological or physiological well-
being (Sukumar et.al, 2021). 
Mediating such uncertainties by achieving a 
better fit with their job, translates into employees 
experiencing a sense of flourishing, meaning and 
identity at work which ultimately translates into 
well-being (Slemp & Vella-Brodrick, 2014; 
Popaitoon et al., 2025). This forms the heart of 
job crafting wherein employees, through task, 
cognitive or relational crafting, intentionally 
change specific aspects of work without 
changing the job as a whole (Wrzesniewski and 
Dutton, 2001). This facilitates the ability to feel 
flourished and good, encompassing emotional 
and psychosocial experiences and how we 
function in terms of meaning, purpose and 
connection i.e. well-being (Diener et al., 2009). 
Modulating task, relational and cognitive 
components empowers an employee to make 
positive changes to his/her work and mold the 
meaning of the job and work identity to achieve 
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Table 1: Demographic characteristics  
 Public  Private  Overall  
Age (mean) 42.19 years 37.11 years 39.20 years 
Experience 
(mean) 

17.82 years 12.77 years 14.85 years 

Sample size 124 177 301 

human flourishing (Deci and Ryan 2000; 
Wrzesniewski & Dutton, 2001; Vansteenkiste 
and Ryan 2013; Popaitoon et al., 2025). 
Proactive behaviour by employees facilitates 
balance between job demands and resources 
culminating in harmony between person and 
organization (Griep etal., 2022). Various 
researches have proved job crafting’s 
relationship with job satisfaction, job 
performance, well-being, emotions, burnout and 
attrition (Rogala and Cieslak, 2019; Wang et.al., 
2020; Oprea et.al. 2022; Pijpker et.al., 2022; 
Kardas, 2023; Martínez-Díaz et.al., 2023).  
Therefore, job crafting empowers employees 
with the control to modulate their work 
landscape in the best possible manner with 
negligible or no organizational resources, thus 
making a sustainable work environment 
significantly reducing attrition and enhancing 
well-being (Slemp & Vella-Brodrick, 2014; 
Munnisunker and Dhanpat, 2025).  
However, literature depicts that though there are 
separate studies on public and private sector 
organizations, barring a few there is scarcity of 
comparative studies of the two in context of the 
said variables, especially in the Indian setting. 
Multiple dimensions of public and private sector 
differences are recognized including regulation, 
funding, ownership, etc (Buelens and Van den 
Broeck. 2007; Hvidman and Andersen 2016). All 
these nuances affect the working, motivation and 
outcomes of employees working in both these 
sectors. Understanding the differences between 
working in public and private sector 
organizations aids in making informed decisions 
on how to best cater to both employee and 

organizational expectations, thus leading to 
better quality of work and well-being (Anderson 
et.al., 2023). By focusing on employees, the key 
resource for any organization, this study seeks to 
contribute to smoother functioning and higher 
productivity within organizations. 
Building on these insights, our study aims to fill 
this gap in literature by studying the level of job 
crafting and well-being among public and private 

sector IT employees. Therefore, this study will 
aid managers in effectively implementing job 
crafting as a cost effective strategy in a way 
which best suits their organization. It will prove 
to be beneficial in reducing brain drain and 
attrition which are major growing concerns in 
today’s organizations and will also be a useful 
step towards achieving employee well-being as 
well as a sustainable, flourished and productive 
organization. 
Objectives  
The present study aims to determine the 
significance of difference between employees 
working in public and private sector IT 
organizations in terms of job crafting and well 
being. 
Hypotheses 
Hypothesis 1: There will be significant 
difference between public and private sector 
employees in terms of job crafting.  
Hypothesis 2: Public sector employees will 
report higher well being than the private sector 
employees.  
Sample 
For the present study, employees working in 
public and private sector IT organizations were 
selected. Employees from middle level 
management having managerial responsibility 
and minimum 10 years of service were 
considered for the study based on their consent to 
participate. Employees were matched in terms of 
the nature of job and level of experience. The 
minimum number of employees to be selected 
was determined using the Slovin’s sample size 
formula (Ryan, 2013). The demographic profile 
of participants is given below. 

Tools used 
In-order to collect data regarding job crafting and 
well-being among both public sector and private 
sector IT employees, The Job Crafting 
Questionnaire (JCQ) (Slemp, and Vella-
Brodrick, 2013) and The Flourishing Scale (FS) 
(Diener, et al., 2009) were used. 
Procedure 
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Table 2: Comparative Study of public and private sector employees  
with regard to job crafting and well-being. 
Variables  Public sector 

employees 
Private 
sector 
employees 

t value 

Task 
crafting 

Mean 
SD 

20.27 
4.86 

20.68 
4.43 

0.76 

Cognitive 
crafting 

Mean 
SD 

19.06 
4.84 

23.31 
4.09 

8.20** 

Relational 
crafting 

Mean 
SD 

22.55 
4.77 

16.72 
4.95 

10.20** 

Job crafting 
(overall) 

Mean 
SD 

61.88 
9.87 

60.71 
9.13 

1.06 

Well-being Mean 
 SD 

46.59 
5.42 

31.66 
13.33 

11.80** 

p<0.01*; p<0.05** 

Various measures were administered to the 
employees under standard instructions. A cover 
sheet was used which elicited participant details 
such as name, age, gender, work experience and 
organization. The participation of the employees 
was voluntary. The data was collected from the 
sample individually through the questionnaires 
and consent of all the participants was taken 
individually through consent forms as well as 
orally. Moreover, the participants were assured 
that the information given by them as well as the 
results would be treated as confidential and 
would only be used for research purposes. 
Following standard procedures, the scores for 
each participant were then computed.  
Statistical analysis 
‘t’ test was performed to find the significant 

difference between public and private sector 
employees with regards to job crafting and well-
being.  
Results 
The results clearly depicted that there was a 
significant difference found (df=299, t= 8.20**; 
p<0.05) between public and private sector IT 
employees with regards to cognitive crafting. 
The private sector employees (M=23.31) used 
cognitive crafting more than their public sector 
counter parts (M=19.06). Thus private sector 
employees engaged more in altering their 
perception of their job, with the view to making 
it more personally meaningful. In contrast, in 
terms of relational crafting (df=299, t=10.20**; 
p<0.05) public sector employees (M=22.55) 
exercised more discretion about the interpersonal 

interactions at work than private sector 
employees (M=16.72) as could be seen by their 
mean scores. In other words, public sector 
employees have a higher capacity to build and 
adapt to relationships at work than their 
counterparts. However, the two organizations did 
not differ significantly on the overall construct of 
job crafting.  
With regards to well-being a significant 
difference emerged between public sector and 
private sector employees (df=299, t=11.80**; 
p<0.05). The higher mean score of public sector 
employees (M=46.59) as compared to private 
sector employees (M=31.66) indicated that 
public sector employees had better cognitive and 
affective evaluation of their life than their private 
sector employees counterparts and experienced a 

greater sense of flourishing.  
In view of the present findings, both, hypothesis 
1, which stated that there will be significant 
difference between public and private sector 
employees in terms of job crafting, and 
hypothesis 2 ,which stated that public sector 
employees will report significantly higher well 
being than the private sector employees, stand 
corroborated. 
Discussion 
The results ascertained that both public and 
private sector organizations engaged in unique 
job crafting behaviours. Distinctive cultural 
factors in public and private IT sector such as 
social ties, monetary gains, motives, work 
environment, focus, etc influence the type of 
innovative behaviour used by employees (Taylor, 
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et.al., 2013; Nabi and Ismail, 2016). Researchers  
have confirmed that the level of motivation to 
engage in proactive activities of public sector 
employees was comparable to the employees of 
private sector. It differed in them depending on 
the kind of employee’s motive (Bysted and 
Hansen, 2013; Dan, 2015).  
In general public sector workers have the 
tendency to be motivated more by intrinsic 
rewards of work with higher organisational 
commitment and less by monetary gain, than 
private sector employees due to the positive 
choice placed by the public employees to keep 
work-life balances along with a prosocial attitude 
rather than a risky option which result in 
employees engaged in proactive relational 
crafting.  (Houston, 2000; Wrzesniewski and 
Dutton; 2001; Houston, 2004; Lyons, et.al., 
2006; Buelens et.al., 2007; Belschak and Den 
Hartog, 2010; Buurman et al., 2012; Taylor, 
et.al., 2013; Furnham et.al., 2014; Chen et.al., 
2014; Esteve et.al., 2016). Public sector 
organizations are political, rule-based, highly 
regulated, having high standards related to 
transparency and accountability, and a complex 
command chain (Tims and Bakker, 2010; Harju 
et al., 2016; OECD, 2017; Mazzetti et al., 2018). 
Seeking social job resources through relational 
crafting such as social activity, support, 
feedback, mentoring, and attaining interaction at 
work provides the employees with an efficient 
and viable solution to manage their complex 
work environment  (Boyne 2002; Klein et al. 
2010; Tims et al., 2012; Audenaert et.al., 2020; 
Lazazzara, Tims & de Gennaro, 2020; 
Buonocore et.al., 2021; Li et al., 2025) 
Private organizations, on the other hand, function 
in a dynamic environment, where there exists a 
competitive advantage supplemented by a 
performance–reward connection and a high level 
of flexibility (Bessant, 2003; Fauchart and 
Keilbach, 2009; Ren and Guo, 2011). Private 
employees need to stick out from the group to get 
noticed by the management in order to move up 
their career path. A sense of autonomy and 
competence increases employee engagement in 
innovative work behaviour which is provided by 
cognitive crafting.  (Amabile et al., 1996; Bakker 
and Demerouti, 2007; Alpkan et al. 2010; Tims 
et al., 2012; Inkinen et al., 2014; Kooij et al., 
2015; Bakker et al., 2016). The need to create or 
maintain a positive image at work propels 
employees towards cognitive crafting ultimaltely 

providing a better fit for private employees 
(Niessen, Weseler, & Kostova, 2016).  
Cognitive crafting, thus functions as a 
mastermind dimension that influences the 
redesign of tasks in private sector with prescribed 
tasks and routines (in which management 
responsibility is low), wherein the perception of 
tasks is seen as an integral part of the whole and 
enhancing structural resources enables 
employees to thrive and flourish (Baka et al., 
2025). Private sector employees use cognitive 
crafting to enhance job resources, cope with 
challenges, and drive personal growth. They 
actively select workplaces, work locations, and 
working hours which are useful for career 
management and, moderate the level of job 
insecurity (Wessels et al., 2019; Mazzetti et al., 
2018).  
Overall, job crafting is a valuable strategy for 
employees of both sectors to adapt to their work 
contexts and pursue professional development 
(Baka et al., 2025; Munnisunker, and Dhanpat, 
2025).   
The results also highlight that public sector 
employees have higher levels of well-being than 
private sector employees. These findings were 
corroborated by De Moortel et al.(2014) who in 
their study on employees in six countries found 
that public sector employees have higher levels 
of well-being than non-public sector employees. 
In order to function efficiently, employees need 
to be assured that their basic needs are fulfilled.  
Structural work conditions such as work hours, 
pay, job security, etc significantly impact an 
employee’s well-being (Lahat and Ofek, 2020). 
This may be a plausible explanation for why 
public sector enterprises have higher well-being 
among employees. (Coffey et al. 2009; Golden, 
Henly, & Lambert 2013; Boxall &Macky, 
2014).Another causal factor might be their 
unique public sector motivation i.e. social 
interactions that support well-being, and work-
life balance. (Den Dulk & Groeneveld, 2013; 
Lahat and Ofek, 2020; Borst et al., 2017; Teneng 
et.al., 2024)  
Private organizations, on the other hand, have 
rigid work schedules, longer working hours, 
higher performance demands and higher 
workloads, leading to increased work-family 
conflict or imbalance for employees, culminating 
into decreased well-being (Ngalim & Tanyi, 
2019, Nkwenti & Amin, 2021; Teneng et.al., 
2024).  
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Therefore, the key factors contributing to this 
difference in well-being include greater job 
security, more stable working conditions, better 
leave entitlement and stronger focus on work-life 
balance in public sector organizations. 
Additionally, the sense of purpose and 
motivation along with their healthier social 
relationships, further enhance their well-being. 
These factors in combination create an 
environment in which public sector employees 
are more likely to experience higher levels of 
well-being as compared to their private sector 
counterparts. 
Conclusion 
Based on the above, the study reinforces the 
importance of understanding the sector- specific 
drivers of job crafting, emphasizing that both 
relational and cognitive crafting are valuable 
strategies for enhancing employees well-being.  
By aligning job crafting initiatives with distinct 
motivations and work contexts of public and 
private sector employees, organizations can 
better support their work force in achieving 
personal and professional growth.By doing so, it 
will help the organizations utilize these findings 
in ways that best suit their organization by 
enabling middle level managers to understand 
how proactive psychological changes known as 
job crafting can redesign a job and enhance well 
being with or without limited use of 
organizational resources. 
References 
Alpkan, L., Bulut, C., Gunday, G., Ulusoy, G., 
and Kilic, K. (2010). Organizational support for 
intrapreneurship and its interaction with human 
capital to enhance innovative performance. 
Management Decision, 48(5), 732–755. 
https://doi.org/10.1108/00251741011043902 
Amabile, T. M., Conti, R., Coon, H., Lazenby, J., 
and Herron, M. (1996). Assessing the work 
environment for creativity. Academy of 
Management Journal, 39(5), 1154–1184. 
https://doi.org/10.2307/256995 
Andersen, S. C., Bruntse, M., James, O. and 
Jilke, S. (2024) Does Work Quality Differ 
between the Public and Private Sectors? 
Evidence from Two Online Field 
Experiments, Journal of Public Administration 
Research and Theory, 34 (1), 80–
91, https://doi.org/10.1093/jopart/muad011 
Audenaert, M., George, B., Bauwens, R., 
Decuypere, A., Descamps, A.-M., Muylaert, J., 
Ma, R., and Decramer, A. (2020). Empowering 

Leadership, Social Support, and Job Crafting in 
Public Organizations: A Multilevel Study. Public 
Personnel Management, 49(3), 367-
392. https://doi.org/10.1177/0091026019873681 
Baka, L., Prusik, M. and Derbis, R. (2025) 
Insight into development of job-related well-
being: the role  of four job crafting strategies 
and psychological needs. Front. Psychol. 
16:1487043. doi: 10.3389/fpsyg.2025.1487043 
Bakker, A. B., and Demerouti, E. (2007). The 
Job Demands‐Resources model: State of the art. 
Journal  of Managerial Psychology, 
22(3), 309–328. 
https://doi.org/10.1108/02683940710733115 
Bakker, A. B., Rodriguez-Muñoz, A., and Sanz 
Vergel, A. I. (2016). Modelling job crafting 
behaviours: Implications for work engagement. 
Human Relations, 69(1), 169–189. 
https://doi.org/10.1177/0018726715581690 
Belschak, F. D., and Den Hartog, D. N. (2010). 
Pro-self, prosocial, and pro-organizational foci of 
proactive behaviour: Differential antecedents and 
consequences. Journal of Occupational and 
Organizational Psychology, 83(2), 475–498. 
https://doi.org/10.1348/096317910X486146 
Bessant, J. (2003). High-involvement innovation. 
Chichester: John Wiley and Sons. 
Borst, R. T., Kruyen, P. M., and Lako, C. J. 
(2019). Exploring the job demands–resources 
model of work engagement in government: 
Bringing in a psychological perspective. Review 
of Public Personnel Administration, 39(3), 372–
397. https://doi.org/10.1177/0734371X17729870 
Boxall, P., and Macky, K. (2014). High-
involvement work processes, work 
intensification, and employee well-being. Work, 
Employment and Society, 28(6), 963–984. 
https://doi.org/10.1177/0950017013512714 
Boyne, G. A. (2002). Public and private 
management: What’s the difference? Journal of 
Management Studies, 39(1), 97–122. 
https://doi.org/10.1111/1467-6486.00284 
Buelens, M., and Van den Broeck, H. (2007). An 
analysis of differences in work motivation 
between public and private sector organizations. 
Public Administration Review, 67(1), 65–74. 
https://doi.org/10.1111/j.1540-
6210.2006.00697.x 
Buonocore, F., de Gennaro, D., Lazazzara, A., 
and Salvatore, D. (2021). How public managers 
craft their job? A proposal for a job crafting 
intervention in the public sector. Impresa 

Job Crafting and Employee Well-being: A Comparative Study of Public and Private Sector IT Organizations 



41 

 

Progetto - Electronic Journal of Management, 
(3). 
Buurman, M., Delfgaauw, J., Dur, R., and Van 
den Bossche, S. (2012). Public sector employees: 
Risk-averse and altruistic? Journal of Economic 
Behavior and Organization, 83(3), 279–291. 
https://doi.org/10.1016/j.jebo.2012.06.002 
Bysted, R., and Hansen, J. R. (2013). Comparing 
Public and Private Sector Employees’ Innovative 
Behaviour: Understanding the role of job and 
organizational characteristics, job types, and 
subsectors. Public Management Review, 17(5), 
698–
717.https://doi.org/10.1080/14719037.2013.8419
77 
Chen, C. Y., Yen, C. H., and Tsai, F. C. (2014). 
Job crafting and job engagement: The mediating 
role of person-job fit. International Journal of 
Hospitality Management, 37, 21–28. 
https://doi.org/10.1016/j.ijhm.2013.10.006 
Coffey, M., Dugdill, L., and Tattersall, A. 
(2009). Working in the public sector: A case 
study of social services. Journal of Social Work, 
9(4), 420–442. 
 https://doi.org/10.1177/14680173093421
78 
Dan, Z., (2015) Differences in work motivation 
between Public and Private sector organizations. 
American Journal of Business, Economics and 
Management, 3(2), 86-91. 
De Moortel, D., Vandenheede, H., and 
Vanroelen, C. (2014). Contemporary 
employment arrangements and mental well-being 
in men and women across Europe: A cross-
sectional study. International Journal for Equity 
in Health, 13(1), 90. 
https://doi.org/10.1186/s12939-014-0090-
 7 
Deci, E. L., and Ryan, R. M. (2000). The “what” 
and “why” of goal pursuits: human needs and the 
self- determination of behavior. Psychological 
Inquiry, 11, 227–268. 
doi:10.1207/S15327965PLI1104_01. 
Den Dulk, L., and Groeneveld, S. (2013). Work–
life balance support in the public sector in 
Europe. Review of Public Personnel 
Administration, 33(4), 384–405. 
https://doi.org/10.1177/0734371X12460134 
Diener, E., Wirtz, D., Tov, W., Kim-Prieto, C., 
Choi, D., Oishi, S., and Biswas-Diener, R. 
(2009). New  measures of well-being: 
Flourishing and positive and negative 

feelings. Social Indicators Research, 39, 247-
266. 
Esteve, M., Urbig, D., van Witteloostuijn, A., 
and Boyne, G. (2016). Prosocial behavior and 
public service motivation. Public Administration 
Review, 76(1), 177–187. 
https://doi.org/10.1111/puar.12415 
Fauchart, E., and Keilbach, M. (2009). Testing a 
model of exploration and exploitation as 
innovation strategies. Small Business Economics, 
33(3), 257–272. 
 https://doi.org/10.1007/s11187-009-
9205-0 
Furnham, A., Hyde, G., and Trickey, G. (2014). 
Do your dark side traits fit? Dysfunctional 
personalities in different work sectors. Applied 
Psychology: An International Review, 63(4), 
589–606. https://doi.org/10.1111/apps.12005 
Golden, L., Henly, J. R., and Lambert, S. (2013). 
Work schedule flexibility: A contributor to 
happiness? Journal of Social Research and 
Policy, 4(2), 107–135. 
Griep Y, Vanbelle E, Van den Broeck A, De 
Witte H. (2022) Active emotions and personal 
growth initiative fuel employees’ daily job 
crafting: A multilevel study. BRQ Business 
Research  Quarterly, 25(1), 62-81. 
doi:10.1177/23409444211033306 
Harju, L. K., Hakanen, J. J., and Schaufeli, W. B. 
(2016). Can job crafting reduce job boredom and 
increase work engagement? A three-year cross-
lagged panel study. Journal of Vocational 
Behavior, 95-96, 11–20. 
https://doi.org/10.1016/j.jvb.2016.07.001 
Houston, D. J. (2004). "Walking the walk" of 
public service motivation: Public employees and 
charitable gifts of time, blood, and money. 
Journal of Public Administration Research and 
Theory, 16(1), 67–86. 
https://doi.org/10.1093/jopart/mui028 
Hvidman, U., and Andersen, S. C. (2016) 
Perceptions of public and private performance: 
Evidence from a survey experiment, Public 
Administration Review, 76(1), 111–20 
Inkinen, M., Lonka, K., Hakkarainen, K., 
Muukkonen, H., Litmanen, T., and Salmela-Aro, 
K.(2014). The interface between core affects and 
the challenge–skill relationship. Journal of 
Happiness Studies, 15(4), 891–913. 
https://doi.org/10.1007/s10902-013-9455-6 
Kardas JS. (2023) Job Crafting Competences and 
the Levels of Self-Organization, Job Satisfaction 
and  Job Redesign in a Mature 

Pankhuri Bhatnagar & Shivnath Ghosh 



42 

 

Organization. Sustainability, 15(3), 2253. 
https://doi.org/10.3390/su15032253 
Klein, P. G., Mahoney, J. T., McGahan, A. M., 
and Pitelis, C. N. (2010). Toward a theory of 
public entrepreneurship. European Management 
Review, 7(1), 1–15. 
 https://doi.org/10.1057/emr.2010.1 
Kooij, D. T., Tims, M., and Kanfer, R. (2015). 
Successful aging at work: The role of job 
crafting. In P. Bal, D. Kooij, and D. Rousseau 
(Eds.), Aging Workers and the Employee-
Employer Relationship (pp. 145–161). Cham: 
Springer. https://doi.org/10.1007/978-3-319-
08007-9_9 
Lahat, L., and Ofek, D. (2020). Emotional well-
being among public employees: A comparative 
perspective. Review of Public Personnel 
Administration, 42(1). 
https://doi.org/10.1177/0734371X20939642 
Lazazzara, A., Tims, M., and De Gennaro, D. 
(2020). The process of reinventing a job: A 
meta–synthesis of qualitative job crafting 
research. Journal of Vocational Behavior, 116, 
103267. 
https://doi.org/10.1016/j.jvb.2019.01.001 
Li, X., Liu, H., & Peng, P. (2025). A Double-
Edged Sword: The Effects of Stressors on Job 
Crafting and Career Sustainability. Sage 
 Open, 15(1). https://doi.org/10.1177/215
82440251321216 (Original work published 
2025) 
Lyons, S.T., Duxbury, L.E. and Higgins, C.A. 
(2006) A Comparison of the Values and 
Commitment of  Private Sector, Public 
Sector, and Parapublic Sector Employees. Public 
Administration Review,  66(4), 605-618. 
Martínez-Díaz, A., Díaz-Fúnez, P. A., Salvador-
Ferrer, C. M., Hernández-Sánchez, B. R., 
Sánchez-García, J. C., and Mañas-Rodríguez, M. 
Á. (2023). Mediating effect of job crafting 
dimensions on influence of burnout at self-
efficacy and performance: revisiting health-
impairment process of  JD R theory in public 
administration. Frontiers in psychology, 14, 
1137012. 
https://doi.org/10.3389/fpsyg.2023.1137012 
Mazzetti, G., Lancioni, C., Derous, E., and 
Guglielmi, D. (2018). Tackling job insecurity: 
Can a boundaryless career orientation boost job 
crafting strategies and career competencies? 
 Psicologia Sociale, 13(2), 129–146. 
https://doi.org/10.1482/90779 

Munnisunker, N. and Dhanpat, N. (2025) 
Exploring the relationship between job crafting 
and resilience.  SA Journal of Human Resource  
Management/SA Tydskrif vir  
Menslikehulpbronbestuur, 23(0),  a2997. 
Naber, A. (2017) News@Gettisburg.17 Jan 2017. 
1/3rd of your life spent at work. Accessed from 
http://www.gettysburg.edu/news_events/press_re
lease_detail.dot?id=79db7b34-630c-4f49- ad32-
4ab9ea48e72b  
Nabi, M. A. G., and Wan Ismai, W. K. W. 
(2016). Job crafting in the public sector. 
International Journal of Business Research and 
Management (IJBRM, 7(4), 44–55. 
Ngalim, S. A., and Tanyi, P. A. (2019). Work-
family conflict and job satisfaction among public 
and private sector employees in Bamenda, 
Cameroon. International Journal of Human 
Resource Studies, 9(2), 1-15 
Niessen, C., Weseler, D., and 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 
Nkwenti, M. N., and Amin, A. (2021). The 
influence of work-life balance on employee well-
being in the public sector in Bamenda, 
Cameroon. African Journal of Management, 
6(3), 45-58 
OECD (2017). OECD recommendation of the 
council on public integrity. Available at: 
https://www.oecd.org/gov/ethics/OECD-
Recommendation-PublicIntegrity.pdf (Accessed 
March  16, 2022). 
Oprea, B., Păduraru, L., and Iliescu, D. (2022). 
Job Crafting and Intent to Leave: The Mediating 
Role of Meaningful Work and 
Engagement. Journal of Career 
Development, 49(1), 188-
201. https://doi.org/10.1177/0894845320918666 
Pijpker, R., Kerksieck, P., Tušl, M., de Bloom, 
J., Brauchli, R., and Bauer, G. F. (2022). The 
Role of Off-Job Crafting in Burnout Prevention 
during COVID-19 Crisis: A Longitudinal 
Study. International journal of environmental 
research and public health, 19(4), 2146. 
https://doi.org/10.3390/ijerph19042146 
Popaitoon. S., Mumi, A., Popaitoon, P., and Li, 
X. (2025;), "The roles of job crafting, person-job 
fit and work engagement: new generation 
employees towards entrepreneurial 
intention". Asia-Pacific Journal of Business 

Job Crafting and Employee Well-being: A Comparative Study of Public and Private Sector IT Organizations 



43 

 

Administration. https://doi.org/10.1108/APJBA-
03-2025-0154 
Ren, C. R., and Guo, C. (2011). Middle 
managers’ strategic role in the corporate 
entrepreneurial process: Attention-based effects. 
Journal of Management, 37(5), 1586–1610. 
https://doi.org/10.1177/0149206310397769 
Rogala, A. and Cieslak, R. (2019) Positive 
Emotions at Work and Job Crafting: Results 
From Two Prospective Studies. Front. 
Psychol. 10, 2786. doi: 
10.3389/fpsyg.2019.02786 
Slemp, G. R., and Vella-Brodrick, D. A. (2013). 
The Job Crafting Questionnaire: A new scale to 
measure the extent to which employees engage in 
job crafting. International Journal of 
 Wellbeing, 3(2), 126–146. 
Slemp, G. S., and Vella-Brodrick, D. A. (2014). 
Optimising employee mental health: the 
relationship between intrinsic need satisfaction, 
job crafting, and employee wellbeing. Journal of 
Happiness    Studies, 15 (4), 957–
977.https://doi.org/10.1007/s10902-013-9458-3 
Sukumar, G.M. and Joseph B. (2021) Non-
communicable diseases and mental health 
disorders in Indian workplaces:'Elephant in the 
room'or 'future of occupational health practice. 
IndianJ Occup Environ Med, 25, 189–91. 
Taylor, J., B.S. Steel, and C.A. Simon, (2013) 
The Influence of Job Attributes and Culture on 
Job Productivity: Comparing the Views of Public 
Servants in Asia Pacific and the United States. 
Review of Public Personnel Administration, 
33(2), 205-224. 
Taylor, J., B.S. Steel, and C.A. Simon, (2013) 
The Influence of Job Attributes and Culture on 
Job Productivity: Comparing the Views of Public 
Servants in Asia Pacific and the United States. 
Review of Public Personnel Administration, 
33(2), 205-224. 
Teneng, A. M., Mbebeb, F. E. and Mimba, T. D. 
(2024) Comparative Analysis of Work-Life 
Balance on Employee Well-Being in Public and 
Private Institutions in Bamenda, International 
Journal  of Innovative Science and 
Research Technology, 9 (8), 868-878, 
\https://doi.org/10.38124/ijisrt/IJISRT24AUG42
7 

Tims, M., and Bakker, A. B. (2010). Job crafting: 
Towards a new model of individual job redesign. 
South African Journal of Industrial Psychology, 
36(2), 1–9. 
https://doi.org/10.4102/sajip.v36i2.841 
Tims, M., Bakker, A. B., and 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 
Trivedi, O., Roy, R., Sukumar, G. M., Philip, M. 
and Gururaj, G. (2024) Levels of work stress 
among information technology professionals 
during COVID-19 pandemic in an Indian 
metropolis. Journal of Family Medicine and 
Primary Care, 13(2), 674-680, DOI: 
 10.4103/jfmpc.jfmpc_1199_23 
Vansteenkiste, M., and Ryan, R. M. (2013). On 
psychological growth and vulnerability: Basic 
psychological need satisfaction and need 
frustration as a unifying principle. Journal of 
Psychotherapy Integration, 23(3),263–280. 
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), 8016. 
https://doi.org/10.3390/ijerph17218016. 
Wessels, C., Schippers, M. C., Stegmann, S., 
Bakker, A. B., van Baalen, P. J., and Proper, K. 
I.(2019). Fostering flexibility in the new world of 
work: A model of time-spatial job crafting. 
Frontiers in Psychology, 10, 505. 
https://doi.org/10.3389/fpsyg.2019.00505 
Wrzesniewski, A. and Dutton, J.E. (2001), 
Crafting a job: revisioning employees as active 
crafters of their work, Academy of Management 
Review, 26 (2), 179-201, doi: 10.5465/amr.2001. 
4378011. 

Pankhuri Bhatnagar & Shivnath Ghosh 


