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Abstract 

Research Aims: This study aims to examine the moderating role of leader autonomy support (LAS) 
in the indirect relationship between cognitive flexibility and calling through job crafting.

Design/methodology/approach: Data were collected through an online survey from employees 
who have been working at a private company for a minimum of one year. Using a convenience 
sampling method, data were collected from a total of 140 respondents. Data were analysed in SPSS 
using a moderated mediation model.

Research Findings: The results showed that LAS moderated the indirect effect of cognitive flex-
ibility on calling through job crafting.

Theoretical Contribution/Originality: This study illustrates the complex relationship between 
cognitive flexibility, job crafting, and LAS as the antecedents of calling by drawing on career con-
struction theory (CCT), while simultaneously emphasising the importance of situational factors (i.e., 
LAS) in finding a calling, especially for employees.

Managerial Implication in the South East Asian context: Companies are expected to put more 
effort into understanding the role of individual and situational factors in their employees’ journey to-
ward finding a calling. Specifically, leaders’ support for employees’ job crafting should be strength-
ened to facilitate employees in discerning their work as a calling.

Research limitations & implications:  This study has limitations regarding the data collection, as it 
only uses a cross-sectional design. Additionally, this study only examines the antecedents of calling 
through employees’ perception.

Keywords: calling, cognitive flexibility, job crafting, leader autonomy support (LAS), career con-
struction theory (CCT)

INTRODUCTION 

Employees often acquire jobs that do not align with their work preferences (Dik 
& Duffy, 2009). In 2014, a survey conducted by Jobstreet with 17,623 employees 
in Indonesia showed that 73% felt unsatisfied with their current jobs. More than 
half of the employees (54%) identified the misalignment between their jobs and 
work preference as the source of their unsatisfaction. In line with these findings, a 
Universum (2016) survey on the Global Workforce Happiness Index revealed that 
Indonesia was ranked 45 out of 57 countries. Furthermore, according to the same 
survey (Universum, 2016), most employees in Indonesia are categorised as Seek-
ers, meaning that they are dissatisfied at work and actively seeking a change. From 
these surveys, one can see that employees in Indonesia face feelings of unsatisfac-
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tion with their jobs, misalignment between their jobs and work preference, and the 
desire to change jobs.

Job satisfaction is often dependent on how employees perceive their work. Accord-
ing to Wrzeniewski et al. (1997), there are three distinct ways in which employees 
may perceive their work: as a job, as a career, or as a calling. Employees who 
perceive their work as a job will primarily focus on financial gains rather than the 
satisfaction and positivity gained from their work. Meanwhile, those who perceive 
their work as a career will focus on growth and advancement. Finally, those who 
perceive their work as a calling will focus on the enjoyment, fulfillment, and use-
fulness which their work brings for themselves and others. When employees view 
their jobs as a calling, they will (a) discover a sense of meaning from their work 
(Elangovan et al., 2011), (b) feel more committed towards their jobs, (c) encounter 
less burnout, and (d) experience a high level of job satisfaction (Duffy et al., 2012; 
Harzer & Ruch, 2012). 

In Southeast Asia, most employees do not have much choice in selecting their jobs 
due to the high level of unemployment (International Labour Office, 2015). The 
Universum survey (2016) confirmed this, showing that a substantial percentage of 
employees were working their current jobs out of necessity due to their social status 
and economic needs, rather than because they considered their jobs desirable. The 
difficulty of getting a job makes employees feel that they need to hold on to the jobs 
they currently have (Dik & Duffy, 2015). Consequently, to survive in these jobs, 
employees try to find a sense of calling at their current jobs. According to Dik and 
Duffy (2019), those who have not found a calling will try to discern a calling for 
their current jobs so that they will not find it necessary to change jobs. Employees 
who have found a calling tend to feel more secure, confident, positive, and fulfilled 
in their career (Dik et al., 2012). Furthermore, they will be more willing to pursue 
their career even in the face of challenges (Dobrow & Heller, 2015). 

Dobrow (2013) suggested that calling could be influenced by several individual and 
situational antecedent factors. Previous studies on the antecedents of calling have 
identified future work self, career decision self-efficacy, career confidence, and 
job satisfaction as individual factors that have a positive relationship with calling 
(Bott & Duffy, 2014; Harzer & Ruch, 2012; Xie et al., 2016; Zhang et al., 2017). 
Situational factors, such as social comfort and perceived organisational support, 
have also been showed to affect calling (Dobrow, 2013; Presbitero & Teng-Calleja, 
2019).

According to career construction theory (CCT), the notion of a calling can be rep-
resented as result of adaptation (Riasnugrahani et al., 2019). Currently, only a few 
studies have drawn on the CCT perspective to describe how employees perceived 
their work as a calling (Riasnugrahani et al., 2019; Xie et al., 2016). In the CCT 
perspective, adaptation results are dependent on the integration of both individual 
and situational factors (Rudolph et al., 2017; Sverko & Babarovic, 2018); there-
fore, these factors are important in describing the mechanism of finding a calling. 
However, both factors have not been studied together within an integrated research 
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model (Debus et al., 2019; Dedahanov et al., 2019; Riasnugrahani et al., 2019; 
Slemp et al., 2015; Sverko & Babarovic, 2018). Thus, the aim of this research is to 
explain the underlying mechanism of individual and situational factors as anteced-
ents of calling based on a CCT perspective.

LITERATURE REVIEW 

The Manufacturing Industry and Calling

This study was conducted at a manufacturing company that runs a sugarcane plan-
tation and sugar factory. Employees of manufacturing companies often face harsh 
working conditions and a heavy focus on production. These conditions often pose 
challenges and are likely to increase work dissatisfaction and stress level, reduce 
motivation, and increase turnover (Singh & Bamel, 2020). Furthermore, the manu-
facturing industry has a more monotonous workflow compared to other industries. 
As a result, employees in manufacturing industry are more likely to feel bored 
and to lack a sense of meaning at work (Singh et al., 2020). This is significant 
because employees’ contributions are contingent on their perception of their work 
(Wrzesniewski et al., 1997). Therefore, when employees perceive their work as 
calling, their concentration, productivity, and motivation to do more for the com-
pany will be increased (Harzer & Ruch, 2012; Singh & Rangnekar, 2018). In con-
clusion, a calling is one of the most important things for every employee to have in 
order to able to continue their work despite the challenges and difficulties at work 
(Harzer & Ruch, 2012; Singh & Bamel, 2020).

Career Construction Theory and Calling

Most people rarely get a job that they perceive as a calling. Thus, to work in accord-
ance with their preferences, employees can make the effort to find a calling within 
their current job (Berg et al., 2010; Riasnugrahani et al., 2019). Therefore, it is im-
portant to understand how people shape or find their calling in their current jobs. The 
mechanism by which employees discern their calling can be explained by drawing 
from career construction theory (CCT; Riasnugrahani et al., 2019). CCT explains 
that one’s career is personally constructed through adapting processes which are 
facilitated by the willingness and ability of employees to perform adaptive behav-
iours (Savickas, 2005). The processes of CCT include: adaptive readiness, which 
refers to psychological traits that underlie the willingness, readiness, and support 
for changes related to work; adapting responses, which refer to the behaviour per-
formed by individuals to overcome problems in their work; and adaptation results, 
or the conditions which one achieves through adaptation (Savickas, 2005; Sverko 
& Babarovic, 2018). Building on the CCT framework, we assume that employees’ 
cognitive flexibility represents adaptive readiness, their job crafting represents their 
adapting responses, and their calling represents the result of the adaptation process 
(Riasnugrahani et al., 2019). 

A calling is a transcendent summons to approach a particular role and goal that 
is oriented towards a sense of purpose and holds other-oriented values and goals 
as primary sources of motivation (Dik & Duffy, 2009). Perceiving a calling has 
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significant implications for how employees consider their work to be desirable or 
meaningful. Dik and Duffy (2009) pointed out that employees who have not yet 
found their calling will actively search for it. However, employees do not neces-
sarily need to change jobs to find their calling. In fact, those who are able to adapt 
and find a sense of purpose or meaningfulness from their current jobs can also find 
their calling (Dik et al., 2012; Riasnugrahani et al., 2019; Xie et al., 2016). Thus, 
employees who have not yet discerned their calling at work must adapt to their jobs 
in order to find their calling.

From Cognitive Flexibility to Calling  

Based on CCT, employees can find their calling if they have adaptive readiness 
(Harzer & Ruch, 2012; Riasnugrahani et al., 2019; Xie et al., 2016). One form 
of such adaptive readiness that employees may possess is cognitive flexibility 
(Savickas & Porfeli, 2012; Sverko & Babarovic, 2018), which refers to the abil-
ity to change cognitive sets to adapt to changing environments (Dennis & Vander 
Wal, 2010). According to Martin and Rubin (1995), cognitive flexibility refers to 
an individual’s (a) awareness of the availability of options and alternatives in every 
situation, (b) willingness to be flexible and adapt to situations, and (c) belief in 
his/her capability to be flexible (Chung et al., 2012). Cognitive flexibility allows 
employees to respond or adapt to changes, job transitions, and problems at work 
(Rudolph et al., 2017). When employees feel that their expectations or preferences 
are unmet by their current jobs, cognitive flexibility allows them to find alterna-
tives which address those expectations (Dennis & Vander Wal, 2010). Based on this 
reasoning, it appears that employees who have cognitive flexibility are more likely 
to find a calling in their current jobs (Riasnugrahani et al., 2019), because they are 
more able to adapt and find solutions that are suitable for their work.

Job Crafting as a Mediator

Employees who have cognitive flexibility will not necessarily immediately discern 
their calling from their job (Xie et al., 2016). This can be inferred from previous re-
search, which showed that the correlation between cognitive flexibility and calling 
is not very high (Riasnugrahani et al., 2019). Hence, there is a need for a mediating 
variable to explain the relationship between cognitive flexibility and calling. Based 
on CCT, individuals with cognitive flexibility will engage in adapting responses 
when they are faced with challenges at work (Riasnugrahani et al., 2019; Sverko 
& Babarovic, 2018) before finally finding their calling as a result of adaptation. In 
this study, we posit that employees engage in job crafting as an adapting response 
to address the difficulties in their work environment.

Previous studies have shown a positive relationship between employee cognitive 
flexibility and job crafting (Riasnugrahani et al., 2019). Job crafting refers to the 
physical, cognitive, and social adaptation that individuals engage in to shape their 
work to match their individual preferences, hence turning their work into a mean-
ingful and positive experience (Wrzesniewski & Dutton, 2001). Job crafting is an 
informal process carried out by employees. Consequently, employees will only en-
gage in job crafting if they are motivated to do it themselves. Companies and super-
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visors can play a role to support employees’ job crafting as long as it is still within 
the boundaries set by the company (Grant & Ashford, 2008).

Job crafting can lead employees with cognitive flexibility to find a calling in their 
work (Berg et al., 2010; Praskova et al., 2014; Riasnugrahani et al., 2019). Job 
crafting enables employees to (a) shape their job in a way that fits their preferences, 
(b) mobilize their energy resources, and (c) voluntarily do more than is necessary 
(Demerouti et al., 2015). Employees actively and continuously adapt and make 
changes to their jobs until they feel that their work corresponds with their prefer-
ences, which eventually will lead them to find new values and meanings from their 
work (Riasnugrahani et al., 2019). In this process, each employee as an individual 
has the decisive role in finding their calling in their job by continuously adapting 
throughout their career.

Hypothesis 1:	 Job crafting mediates the relationship between cognitive flexibility 
and calling.

Leader Autonomy Support as a Moderator

Situational factors can also strengthen or weaken the results of job crafting carried 
out by employees (Harzer & Ruch, 2012; Sverko & Babarovic, 2018). Riasnugra-
hani et al. (2019) used power distance orientation as a moderator and found that of 
job did not fully mediate the relationship between cognitive flexibility and calling. 
Thus, further research is needed to investigate other moderating factors that affect 
the significance of the indirect relationship between cognitive flexibility and calling 
through job crafting. Power distance orientation is related to employees’ percep-
tions of their leaders (Kirkman et al., 2009; Liu & Liao, 2013). Therefore, leaders 
have an important influence on employees’ ability to find meaning (or a calling) in 
their work (Sverko & Babarovic, 2018; Tummers et al., 2018; Wang et al., 2016). 
Previous research only examined individual factors as the antecedents of calling 
and did not incorporate situational factors such as the relationship between employ-
ees and leaders (Riasnugrahani et al., 2019; Xie et al., 2016; Zhang et al., 2017).

Leader autonomy support (LAS), a leadership style that supports employees’ au-
tonomy and initiative in their work, has an important role in building a social con-
text that allows employees to feel that their initiative is welcomed (Slemp et al., 
2018). LAS is characterized by leaders who are interested in and supportive of 
their employees’ perspectives and initiatives, provide an evaluation of employees’ 
performance, and proritize communicating with employees as part of their working 
process (Baard et al., 2004).

LAS can lead to the formation of situations that will increase employees’ job satis-
faction and positive outcomes (Deci et al., 2001; Moreau & Mageau, 2012), one of 
which is finding their calling more quickly than those without support do. Supervi-
sors’ support for employee job crafting is needed to assess whether employee ac-
tions result in positive or negative impacts on the company and coworkers (Fong et 
al., 2020). The presence of LAS ensures employees that their job crafting does not 
violate company regulations and is not detrimental (Grant & Ashford, 2008). When 
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employees can balance their preferences with company requirements, they will find 
new meanings in their work, increasing their likelihood of finding a calling in their 
jobs (Guntert, 2015; Reeve, 2015; Wrzesniewski & Dutton, 2001).

Being in a situation which supports initiatives and provides choice and flexibility 
allows employees to perceive job crafting as acceptable (Gagne, 2014). The higher 
the autonomy support that employees receive from supervisors, the greater the op-
portunity for employees to find a calling in their jobs (Esteves & Lopes, 2016; 
Reeve, 2015; Wrzesniewski & Dutton, 2001). The presence of LAS grants employ-
ees the freedom to determine their own work procedure. This freedom can stimulate 
and increase employee commitment, which eventually results in employees finding 
new meaning in their work.

Hypothesis 2:	 The indirect relationship between cognitive flexibility and calling 
through job crafting is moderated by LAS.

RESEARCH METHOD 

Sample and Data Collection

The research population was employees in a private company that runs its business 
on a sugar cane plantation and sugar factory. Its headquarters has a total of 190 
employees. The company’s functional organisation structure is divided into four 
managerial functions: (a) plantations; (b) factory; (c) research and development; 
and (d) service, business, and finance.

The sample for this study consisted of 140 employees from a company headquar-
ters who had worked in staff or managerial positions for at least one year and were 
willing to participate in the study. The sample was collected using convenience 
sampling through an online survey. This sample is equivalent to 73% of the total 
population of employees at the company headquarters. The total percentage of re-
sponses was considered adequate to fulfill the sample size of employees population 
at a company (Gill & Johnson, 2010).

Measures

In this research, we used a quantitative approach with a cross-sectional design to 
collect data at a single point in time (Johnson & Christensen, 2014; Rindfleisch et 
al., 2008). Variables were measured using four different scales which were adapted 
into Bahasa through a back-translation procedure. The adaptation procedure was 
implemented by first having two different individuals translate the scales. This step 
was followed by discussions and expert judgements to determine whether the trans-
lations and sentences were appropriate to measure the variables. Next, we conduct-
ed a pilot study to test the reliability of the scales (Beaton et al., 2000). All scales in 
this study incorporated a 6-point Likert scale.

Calling was measured using the Calling and Vocation Questionnaire-Presence scale 
developed by Dik et al. (2012). This questionnaire consists of 11 items. Cronbach’s 
alpha for this scale was .82 in this study. A sample item of this scale is “I believe 
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that I have been called to my current line of work.”

Cognitive flexibility was measured using the Cognitive Flexibility Inventory, which 
was developed by Dennis and Vander Wal (2010). This inventory consists of 17 
items with a Cronbach’s alpha of .86. An example item of this inventory is “It is 
important to look at difficult situations from many angles.”

Job crafting was measured using the Job Crafting Questionnaire developed by 
Slemp and Vella-Brodrick (2013). The Job Crafting Questionnaire consists of 15 
items, and the Cronbach’s alpha of this questionnaire in this study was .81. An ex-
ample item is “I introduce new approaches to improve my work.”

LAS was measured with the 6-item Work Climate Questionnaire-short form (Baard 
et al., 2004). The Cronbach’s alpha for this questionnaire in this study was .89. An 
example item of this questionnaire is “I feel that my manager provides me choices 
and options.”

Control Variable

In this study, demographic variables were controlled to account for their influence 
on the relationships between the variables being studied (Johnson & Christensen, 
2014). We controlled demographic variables such as gender, marriage status, and 
number of subordinate levels under supervision. These variables have been em-
ployed as control variables in prior research on calling (Park et al., 2018; Park et 
al., 2019; Riasnugrahani et al., 2019). 

Analytic Procedure

Statistical analyses were employed using SPSS (version 23) PROCESS Macro ver-
sion 3.5.3 developed by Hayes (2013). We performed two analyses: the mediation 
model (PROCESS model 4) and moderated mediation model (PROCESS model 
14). First, using the mediation model (model 4), we examined the mediating role 
of job crafting in the relationship between cognitive flexibility and calling. Second, 
we used the moderated mediation model (model 14) to investigate whether LAS 
moderated the indirect effect of cognitive flexibility on calling through job crafting 
(Mueller et al., 2005; Yoo & Lee, 2019).

RESULTS AND DISCUSSIONS 

Descriptive Statistics 

Participants were predominantly male (71,4%) and married (80%). Almost half of 
the participants were 30-39 years old (47.1%) and had a bachelor’s degree (47.1%). 
Moreover, 46.4% of the participants have been working for the company for 8-14 
years, and more than half of them (55.7%) have been working under their current 
supervisor for 1-5 years. Also, 23.6% of the participants had three levels of subordi-
nates under their supervision. Additionally, in this study, almost all participants did 
not work from home (93.6%). See Table 1 for a detailed description of participants 
demographics.
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Main Analysis

Before testing the hypotheses, we examined the multicollinearity between inde-
pendent variables. We examined the multicollinearity between the independent 
variables by employing Tolerance and Variation Inflation factors (VIF) as criteria. 
The Tolerance and VIF showed no indication of multicollinearity between the inde-
pendent variables in this study (see Table 2).

The correlation analysis showed that cognitive flexibility positively correlated with 
job crafting (r = .39; p <.01) and calling (r = .44; p <.01). Job crafting also posi-
tively correlated with calling (r = .48; p <.01). Among the demographic variables, 

Demographic Characteristics Frequency %
1. Gender

Male
Female

100
40

71.4
28.6

2. Age
20-29
30-39
40-49
≥ 50

36
66
27
11

25.7
47.1
19.3
7.9

3. Marriage Status
Not Married
Married

28
112

20.0
80.0

4. Education Level
Senior High School (SMA/SMK)
Diploma (D1/D2/D3)
Bachelor’s Degree (S1) 

49
25
66

35.0
17.9
47.1

5. Tenure (in years)
1-7
8-14
5-21
> 21

50
65
12
13

35.7
46.4
8.6
9.3

6. Number of subordinate level unders supervision
None
1 Level
2 Level 
3 Level
4 Level
5 Level

29
22
32
33
11
13

20.7
15.7
22.9
23.6
7.9
9.2

7. Tenure under supervisor (in years)
< 1
1-5
6-10
11-15
> 15

3
78
27
27
5

2.1
55.7
19.3
19.3
3.6

8. WFH Status
Yes
No

9
131

6.4
93.6

Cognitive 
Flexibility

Job crafting

Calling

Leader Autonomy
Support

Figure 1
Model Research

Table 1
Demographic Data
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marriage status was shown to correlate with calling (r = .19; p < .05). Also, the 
number of subordinate levels under supervision was correlated with job crafting (r 
= .23; p <.01). Thus, we controlled for both of these variables (i.e., marriage status 
and number of subordinate levels under supervision) in the subsequent analysis. 
Additionally, given the significant imbalance between the number of male and fe-
male participants, we also controlled for gender in the main analysis. Table 3 lists 
the means, standard deviations, and intercorrelations for all variables.

Next, we analysed the data using the mediation model (model 4) by Hayes (2013) 
to examine whether job crafting mediated the relationship between cognitive flex-
ibility and calling. After controlling for gender, marriage status, and subordinate 
levels under supervision, the results indicated that job crafting partially mediated 
the relationship between cognitive flexibility and calling (b = .13, confidence inter-
val [CI] [.05, .22]). The indirect effect value was lower than the direct effect value 
(b = .36, CI [.19, .53]. Therefore, H1 was supported.

In the following step, we utilize the moderated mediation model (model 14) by 
Hayes (2013) to further examine whether LAS moderated the indirect effect of 
cognitive flexibility on calling through one’s job. After controlling for the same 
variables with the previous step, the index of moderated mediation indicated that 
LAS significantly moderated the indirect effect of cognitive flexibility on calling 
through job crafting (b = .06, CI [.00, .12]; thus, H2 was supported. Additionally, 
the final model (see Figure 2) explained 38% of the variance in calling, F(7, 132) 
= 11,77, p < .001.

Table 4 lists the indirect effect value according to the levels of LAS. The results 
indicate that job crafting mediated the relationship between cognitive flexibility and 
calling on all three levels of LAS. Specifically, the indirect effect of job crafting was 

Independent Variables Tolerancea VIFb

Cognitive Flexibility 0.84 1.19
LAS 0.85 1.18
Job Crafting 0.74 1.34

Notes. a Tolerance > .10 is acceptable. b VIF < .10 is acceptable.

M SD 1 2 3 4 5 6 7 8 9 10 11
1. Gender 1.71 0.45 1
2. Age 35.40 8.30 0.24** 1
3. MS 1.80 0.40 0.20* 0.54** 1
4. Educ 2.10 0.90  -0.36**  -0.34**  -0.33** 1
5. Tenure 10.00 6.47 0.27** 0.74** 0.51**  -0.44** 1
6. Level 3.10 1.54 0.20* 0.31** 0.13 0.33** 0.26** 1
7. TU 6.60 5.58 0.15 0.50** 0.36**  -0.30** 0.67** 0.18* 1
8. CF 4.69 0.54 -0.02 0.23** 0.13 0.11 0.16 0.31** -0.03 1
9. LAS 4.60 0.83 0.04 0.02 0.03 0.01 0.10 0.03 0.00 0.19* 1
10. JC 4.54 0.64 0.03 0.07 0.12 0.10 0.09 0.23** 0.06 0.39** 0.39** 1
11.Calling 4.72 0.59 -0.04 0.09 0.19* -0.07 0.07 0.01 0.06 0.44** 0.24** 0.48** 1

Notes. N = 140. Tenure and Tenure under supervisor are given in years. MS = Marriage Status, Educ = Education 
Level,  Level = subordinate levels under supervision, TU = Tenure under supervisor, CF = Cognitive flexibility, LAS 
= Leader Autonomy Support, JC = Job Crafting,. 
*p < .05. **p < .01

Table 3
Mean, Standard Deviation, 
and Intercorrelations for 
Study Variables

Table 2
Tolerance and VIF of each 
Independent Variables
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found at the low LAS level (b = .10, CI [.01, .20]), medium LAS level (b = .15, CI 
[.04, .25]), and high LAS level (b = .19, CI [.07, .32]). Likewise, the slope analysis 
(see Figure 3) showed that the relationship between job crafting and calling became 
stronger and more positive as the LAS level increased. In other words, LAS has a 
moderating role in strengthening the positive relationship between job crafting and 
calling.

Discussions

This study aims to examine the individual and situational factors that can influ-
ence employees’ discovery of their calling by drawing on the CCT perspective. 
Specifically, this study has described the relationship between cognitive flexibil-
ity, job crafting, LAS, and calling from a CCT perspective in the context of the 
manufacturing sector (specifically, a sugar cane plantation and sugar factory). The 
results suggest that calling is a result of adaptation, which is indirectly affected by 
cognitive flexibility (i.e., adaptive readiness), through job crafting (i.e., adapting 
responses) (Riasnugrahani et al., 2019; Sverko & Babarovic, 2018). Depending on 
the level of LAS, this indirect relationship between cognitive flexibility and calling 
can be strengthened or weakened. A higher level of LAS strengthens the indirect 
effect of job crafting, and vice versa. These results are supported by Riasnugrahani 
et al.’s (2019) findings, which demonstrated that job crafting mediates the relation-

Variable Moderator LAS B SE 95% CI
Job Crafting

-1SD -0.84 0.10 0.05 [0.01, 0.20]
M 0.00 0.15 0.05 [0.04, 0.25]

+1SD 0.84 0.19 0.06 [0.07, 0.32]
Index Moderated Mediation 0.06 0.03 [0.00, 0.12]

Calling

Job Crafting

High
Average
Low

Figure 3
Slope Analysis

Cognitive 
Flexibility

Job crafting

Calling

Leader Autonomy
Support

0.42*** 0.35***

0.38***

0.14*

0.06, CI[0.00. 0.12]

Notes:	 The value within the model (.06, CI[.00, .12]) is the index of moderated mediation of LAS on the relation of 
cognitive flexibility to calling via job crafting. CI = confidence interval. **p < .01. ***p < .001.

Figure 2
A Moderated Mediation 

Model on the Relation of 
Cognitive Flexibility to 

Calling

Table 4
Conditional Indirect Effect 

Analysis
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ship between cognitive flexibility and calling. Nevertheless, previous studies have 
not discussed individual and situational factors as antecedents of calling simultane-
ously (e.g., Riasnugrahani et al., 2019). Consequently, in this study we combine 
and examine their influence concurrently as antecedents of calling. 

From the analysis, we found that job crafting as a mediator adequately explains the 
relationship between cognitive flexibility and calling. This is in line with the CCT 
framework, which mentions that job crafting plays a role as an adapting response 
that bridges the indirect relationship between adaptive readiness and adaptation 
results. When employees are faced with difficult and unpleasant situations, those 
who have adaptive readiness (i.e., cognitive flexibility) will be more likely to carry 
out adapting responses (i.e., job crafting) to realize a planned solution when facing 
work-related challenges. Employees with high levels of cognitive flexibility will be 
more able to understand the situation, be flexible, and adapt to the existing situa-
tion. Cognitive flexibility underlies the willingness and readiness to make changes 
related to work, one of which involves switching the cognitive set or being flexible 
to adapt to environmental changes. Cognitive flexibility helps employees to adapt 
and identify the best solutions to problems through job crafting. When job crafting 
invokes a sense of accordance between employees’ job and their work preferences, 
they will discover new values and develop a sense of meaning in their work (i.e., 
a calling). Consequently, they will be more likely to engage in job crafting and to 
ultimately find a calling (i.e., adaptation result) in their work.

Supervisors’ responses can strongly affect the result of employees’ job crafting, es-
pecially in the context of the challenging working conditions of the manufacturing 
industry (Alefari et al., 2020; Singh & Bamel, 2020). While employing job crafting, 
employees may receive from their supervisors either a positive response – wherein 
the supervisor accepts the employee’s actions and considers them to be beneficial 
in improving the employee’s performance – or a negative response – wherein the 
supervisor may perceive employees’ job crafting as an inability to follow instruc-
tions or standard operating procedure within the company, thus resulting in a poor 
performance evaluation (Berdicchia & Masino, 2019). Supervisors who incorpo-
rate autonomy support as a part of their leadership style will try to recognize the 
employees’ ability and seek to understand the employees’ point of view. As a result, 
they will perceive employees’ job crafting in a positive manner and support the 
employees’ actions.

LAS is an important situational factor which enhances employees’ inclination and 
positive outlook towards job crafting (Gagne, 2014; Slemp et al., 2015). Previous 
studies have demonstrated that autonomy and support from supervisors encour-
age employees to keep adjusting their jobs to match their work preferences and 
make their work more meaningful (Dedahanov et al., 2019; Hirschi et al., 2018). 
In addition, the results of this study are also reinforced by Slemp et al. (2015) and 
Dierdorff and Jensen (2018), who identified a synergistic relationship between job 
crafting and LAS.

This study contributes to the literature by showing that situational factors influence 



The Antecedents 
of Calling

47

the mechanism by which employee discern their calling. Our analyses show that 
LAS strengthens the relationship between job crafting and calling. Furthermore, the 
results reveal that LAS also moderates the indirect effect of cognitive flexibility on 
calling through job crafting. Employees who perceive high LAS see that their per-
spectives are being acknowledged by their supervisors which make them feel that 
their actions are supported and beneficial for the company and the people around 
them. This feeling of being supported helps employees to continue crafting their 
jobs (Slemp et al., 2018), which ultimately helps them find new values ​​and mean-
ings in their work (Riasnugrahani et al., 2019). Employees who receive adequate 
support have a better chance of finding their calling compared to those who do not 
receive any support (Lee et al., 2018).

The significant moderating effect of LAS also implies that supervisors’ leadership 
style has a positive influence in strengthening the relationship between job craft-
ing and calling. Supervisors’ leadership style may create an environment which 
either encourages or discourages employees’ initiatives (e.g., job crafting) (Sverko 
& Babarovic, 2018; Wang et al., 2016). Kuvaas (2009) found that leaders’ support 
for employee proactivity positively predicts employee performance. In addition, 
leaders who understand and support employees’ activities create an environment in 
which employees can grow and develop themselves (Andiyasari et al., 2017; Slemp 
et al., 2018). Furthermore, leader support may convince employees that they have 
taken the right course of action, such that employees maintain their actions and can 
find meaning in their work (Cardador & Caza, 2012). Consequently, leaders or su-
pervisors must be informed that the way they react towards employees’ initiatives 
affects the outcome (Van der Heijden et al., 2010).

MANAGERIAL IMPLICATIONS IN THE SOUTH EAST ASIAN CONTEXT 

The results of this study can be used to provide practical interventions for com-
panies. In Southeast Asia, most employees do not have the luxury to choose their 
preferred jobs due to a high level of unemployment (International Labour Office, 
2015); therefore, a large proportion of them are working in jobs that are not in 
line with their preferences. Furthermore, most employees in Indonesia are looking 
for new jobs due to misalignment between their jobs and preferences (Universum, 
2016). This underscores the importance of an intervention within companies to pre-
vent losses due to employee turnover. One possible alternative for companies to 
prevent these losses is to prioritize recruiting employees with high cognitive flex-
ibility. Additionally, companies should also acknowledge the importance of help-
ing employees to develop cognitive flexibility so that they can adapt to their work 
and find their calling. Companies can employ counselors which guide employees 
to think flexibly about their jobs and help them frame their jobs from a different 
perspective through job crafting (Duffy et al., 2018; Riasnugrahani et al., 2019). 
Furthermore, companies can encourage supervisors to create a dedicated time for 
having an open discussion with their employees. Such activity could develop em-
ployees’ cognitive flexibility while allowing supervisors to evaluate employees’ job 
crafting following the company’s goals (Gagne & Deci, 2005; Reeve, 2015; Slemp 
et al., 2015).
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Additionally, practitioners in the company are expected to develop a better under-
stand of individual and situational factors which affect employees’ process in find-
ing a calling. Specifically, in Indonesia, employees highly regard their interactions 
with their supervisor (Duarsa & Riantoputra, 2017); thus, LAS will greatly affect 
the actions and perceptions of employees in the workplace. Consequently, it is the 
case that not only do employees have to individually find their calling, but also su-
pervisors or leaders play an important role in helping their employees to find their 
calling. One of the ways in which leaders can help is by supporting employees’ job 
crafting. For instance, leaders can support their employees by listening to the differ-
ent perspectives that they offer, understanding the underlying reasons for their job 
crafting, and providing a safe space for them to discuss and receive feedback about 
their job crafting. In addition, leaders should acknowledge that they have the power 
to provide rewards for employee performance in the form of incentives, support, 
and compliments. Such rewards will encourage employees to manage their work 
more productively (Slemp et al., 2018; Wrzesniewski & Dutton, 2001). 

THEORETICAL IMPLICATIONS 

The current study further strengthens the understanding of the antecedents of call-
ing. A calling is influenced not only by individual factors (e.g., cognitive flexibility) 
but also by situational factors (e.g., LAS). The findings in this study also comple-
ment research conducted by Riasnugrahani et al. (2019), Xie et al. (2016), and 
Zhang et al. (2017), which did not include situational factors as antecedents of 
calling.

This study also contributes to the current literature by combining individual and 
situational factors as antecedents of calling into a particular research model. The 
findings in this study demonstrate the complex relationships between cognitive 
flexibility, job crafting, and leader autonomy support as the antecedents of calling 
using the CCT framework. A calling is affected not only by individual factors but 
also by situational factors like LAS, which strengthens the relationship between job 
crafting and calling by making employees feel that their job crafting is accepted and 
appropriate. Thus, LAS improves employees’ positive perceptions of job crafting 
and their willingness to engage in it.

Despite this study’s contribution, several limitations must be acknowledged. First, 
we use a cross-sectional design for data collection, which poses a risk of common 
method bias (CMB). We initially checked for the potential risk of CMB using Har-
man’s one-factor test and found no evidence of CMB, given that the first factor 
only accounted for 22.17% of the variance, which is below than the 50% threshold. 
Nonetheless, further research should consider using a time-lagged research design 
to anticipate CMB. Second, we only examined the antecedents of calling from one 
point of view – that is, from the perspective of the employees. Future studies should 
examine the antecedents of calling from more than one data source (e.g., percep-
tions of superiors and subordinates) (Podsakoff et al., 2003). Lastly, since this study 
was conducted in only one industrial sector (i.e., the manufacturing sector), future 
studies should consider comparing different mechanisms of finding a calling in var-
ious industry sectors. 
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CONCLUSION 

This study contributes to explain individual and situational factors that can influ-
ence employees likelihood of finding a calling in their work. The results of this 
study describe the relationship between cognitive flexibility, job crafting, LAS, and 
calling based on the CCT perspective. The results showed that the relationship be-
tween cognitive flexibility and calling is significantly mediated by job crafting and 
that this indirect effect is moderated by LAS. We expect this research to expand our 
knowledge in the field of organisational industrial psychology, especially in those 
areas related to cognitive flexibility, job crafting, and LAS, which are antecedents 
of calling.

References 

Andiyasari, A., Matindas, R., & Riantoputra, C. (2017). Voice behavior: The role of 
perceived support and psychological ownership. The South East Asian Journal 
of Management, 11(1), 1-24. doi: 10.21002/seam.v11i1.7735

Alefari, M., Almanei, M., & Salonitis, K. (2020). Lean manufacturing, leadership 
and employees: The case of UAE SME manufacturing companies. Production & 
Manufacturing Research, 8(1), 222-243. doi: 10.1080/21693277.2020.1781704

Baard, P. P., Deci, E. L., & Ryan, R. M. (2004). Intrinsic need satisfaction: A mo-
tivational basis of performance and well-being in two work settings. Journal of 
Applied Social Psychology, 34(10), 2045–2068. doi: 10.1111/j.1559-1816.2004.
tb02690.x

Beaton, D. E., Bombardier, C., Guillemin, F., & Ferraz, M. B. (2000). Guidelines 
for the process of cross-cultural adaptation of self-report measures. Spine, 25, 
3186-3191.

Berdicchia, D., & Masino, G. (2019). The ambivalent effects of participation on 
performance and job stressors: the role of job crafting and autonomy. Human 
Performance, 32(5), 220–241. doi:10.1080/08959285.2019.1669038 

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

Bott, E. M., & Duffy, R. D. (2014). A two-wave longitudinal study of career calling 
among undergraduates: Testing for predictors. Journal of Career Assessment, 
23(2), 250–264. https://doi.org/10.1177/1069072714535030

Cardador, M. T., Dane, E., & Pratt, M. G. (2011). Linking calling orientations to 
organizational attachment via organizational instrumentality. Journal of Voca-
tional Behavior, 79(2), 367–378. https://doi.org/10.1016/j.jvb.2011.03.009

Chung, S. H., Su, Y. F., & Su, S. W. (2012). The impact of cognitive flexibility on 
resistance to organizational change. Social Behavior and Personality: An Inter-
national Journal, 40(5), 735–745. https://doi.org/10.2224/sbp.2012.40.5.735

Debus, M. E., Gross, C., & Kleinmann, M. (2019).  The power of doing: How 
job crafting transmits the beneficial impact of autonomy among overqualified 
employees. Journal of Business and Psychology, 35(3), 317-331. https://doi.
org/10.1007/s10869-019-09625-y  

Deci, E. L., Ryan, R. M., Gagné, M., Leone, D. R., Usunov, J., & Kornazheva, B. 
P. (2001). Need satisfaction, motivation, and well-being in the work organiza-



SEAM
15, 1

50

tions of a former eastern bloc country: A cross-cultural study of self-determina-
tion. Personality and Social Psychology bulletin, 27(8), 930–942.

Dedahanov, A. T., Rhee, C., & Gapurjanova, N. (2019). Job autonomy and employ-
ee voice: Is work-related self-efficacy a missing link?. Management Decision, 
57(9), 2401-2413 . https://doi.org/10.1108/md-06-2017-0607

Demerouti, E., Bakker, A. B., & Gevers, J. M. P. (2015). Job crafting and extra-role 
behavior: The role of work engagement and flourishing. Journal of Vocational 
Behavior, 91, 87–96. doi:10.1016/j.jvb.2015.09.001 

Dennis, J. P., & Vander Wal, J. S. (2010). The cognitive flexibility inventory: Instru-
ment development and estimates of reliability and validity. Cognitive Therapy 
and Research, 34(3), 241–253. https://doi.org/10.1007/s10608-009-9276-4

Dierdorff, E. C., & Jensen, J. M. (2018). Crafting in context: Exploring when job 
crafting is dysfunctional for performance effectiveness. The Journal of Applied 
Psychology, 103(5), 463–477. doi:10.1037/apl0000295

Dik, B. J., & Duffy, R. D. (2009). Calling and vocation at work: Definitions and 
prospects for research and practice. The Counseling Psychologist, 37(3), 424–
450. https://doi.org/10.1177/0011000008316430

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 Call-
ing Scale (BCS). Journal of Career Assessment, 20(3), 242–263. https://doi.
org/10.1177/1069072711434410

Dobrow R, S., & Heller, D. (2015). Follow your heart or your head? A longitudinal 
study of the facilitating role of calling and ability in the pursuit of a challenging 
career. Journal of Applied Psychology, 100(3), 695–712. https://doi.org/10.1037/
a0038011

Dobrow, S. (2013). Dynamics of calling: A longitudinal study of musicians. Journal 
of Organizational Behavior, 34(4), 431–452. https://doi.org/10.1002/job.1808

Duarsa, H.C. & Riantoputra, C. (2017). Leader-member exchange as a mediator in 
the relationship between benevolence value and leader effectiveness: An insight 
into the hotel industry of Bali. Asian Journal of Business and Accounting, 10(2), 
281-301. https://ajba.um.edu.my/article/view/9774

Duffy, R. D., Bott, E. M., Allan, B. A., Torrey, C. L., & Dik, B. J. (2012). Perceiv-
ing 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

Elangovan, A.R., Pinder, C.C., & McLean, M. (2011). Callings and organiza-
tional behavior. Journal of Vocational Behavior, 76(3), 428–440. https://doi.
org/10.1016/j.jvb.2009.10.009

Esteves, T., & Lopes, M. P. (2016). Crafting a Calling The mediating role of call-
ing between challenging job demands and turnover intention. Journal of Career 
Development, 44(1), 34–48. https://doi.org/10.1177/0894845316633789

Fong, C.Y.M., Tims, M., Khapova, S. N., & Beijer, S. (2020). Supervisor reactions 
to avoidance job crafting: The role of political skill and approach job crafting. 
Applied Psychology, 70(2), 1-33. doi:10.1111/apps.12273

Gagne, M. (2014).  The Oxford handbook of work engagement, motivation, and 
self-determination theory. New York: Oxford University Press

Gagné, M., & Deci, E. L. (2005). Self-determination theory and work motivation. 



The Antecedents 
of Calling

51

Journal of Organizational Behavior, 26(4), 331–362. https://doi.org/10.1002/
job.322

Gill, J. & Johnson, P. (2010). Research methods for managers 4th edition. Washing-
ton DC: SAGE Publication Ltd

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

Güntert, S. T. (2015). The impact of work design, autonomy support, and strategy 
on employee outcomes: A differentiated perspective on self-determination at 
work. Motivation and Emotion, 39(1), 74–87. doi:10.1007/s11031-014-9412-7

Harzer, C., & Ruch, W. (2012). When the job is a calling: The role of applying one’s 
signature strengths at work. The Journal of Positive Psychology, 7(5), 362–371. 
https://doi.org/10.1080/17439760.2012.702784 

Hayes, A. F. (2013). An introduction to mediation, moderation, and conditional 
process analysis: A regression-based approach. New York, NY: Guilford Press.

Hirschi, A., Keller, A. C., & Spurk, D. M. (2018). Living one’s calling: Job resourc-
es as a link between having and living a calling. Journal of Vocational Behavior, 
106(6), 1–10. https://doi.org/10.1016/j.jvb.2017.12.001

International Labour Office (ILO) (2015). World Employment and Social Outlook: 
Trends 2015. Available at http://www.ilo.org/global/research/global-reports/
weso/2015/lang--en/index.htm [Accessed on 21 May 2021].

Jobstreet (2014). 73% karyawan tidak puas dengan pekerjaan mereka.  Diakses 
pada 17 April 2020, dari http://www.jobstreet.co.id/career-resources/73-kar-
yawan-tidakpuasdengan pekerjaan-mereka/#.Vrgvseu7rMI

Johnson, R B, & Christensen, L. (2014). Educational research: quantitative, quali-
tative, and mixed approaches. USA: SAGE Publications, Inc 

Kirkman, B. L., Chen, G., Farh, J.L., Chen, Z. X., & Lowe, K. B. (2009). Individual 
power distance orientation and follower reactions to transformational leaders: 
A cross-level, cross-cultural examination.  Academy of Management Journal, 
52(4), 744–764. https://doi.org/10.5465/AMJ.2009.43669971

Kuvaas, B. (2009). A field test of hypotheses derived from self determination the-
ory among public sector employees. Employee Relations, 31(1), 39–56. doi: 
10.1108/01425450910916814

Li, J., Ghosh, R., & Nachmias, S. (2020). In a time of COVID-19 pandemic, stay 
healthy, connected, productive, and learning: Words from the editorial team of 
HRDI. Human Resource Development International, 23(3), 199-207. https://doi.
org/10.1080/13678868.2020.1752493

Liu, S., & Liao, J. (2013). Transformational leadership and speaking up: power 
distance and structural distance as moderators. Social Behavior and Personality: 
An International Journal, 41(10), 1747–1756. doi:10.2224/sbp.2013.41.10.1747

Martin, M. M., & Rubin, R. B. (1995). A new measure of cognitive flexibility. Psy-
chological Reports, 76(2), 623-626. https://doi.org/10.2466/pr0.1995.76.2.623

Moreau, E., & Mageau, G. A. (2012). The importance of perceived autonomy sup-
port for the psychological health and work satisfaction of health professionals: 
Not only supervisors count, colleagues too! Motivation and Emotion, 36(3), 
268–286. https://doi.org/10.1007/s11031-011-9250-9

Mueller, D., Judd, C. M., and Yzerbyt, V. Y. (2005). When moderation is medi-
ated and mediation is moderated. J. Pers. Soc. Psychol. 89(6), 852–863. doi: 



SEAM
15, 1

52

10.1037/0022-3514.89.6.852
Park, J., Lee, K., Lim, J. I., & Sohn, Y. W. (2018). Leading with callings: Effects of 

leader’s calling on followers’ team commitment, voice behavior, and job perfor-
mance. Frontiers in Psychology, 9(9), 1-12. doi:10.3389/fpsyg.2018.01706 

Park, J., Kim, S., Lim, M., & Sohn, Y. W. (2019). Having a calling on board: Effects 
of calling on job satisfaction and job performance among south korean newcom-
ers. Frontiers in Psychology, 10(6), 1-12. doi:10.3389/fpsyg.2019.01584 

Podsakoff, N. P. (2003). Common method biases in behavioral research: A critical 
review of the literature and recommended remedies. Journal of Applied Psychol-
ogy, 88(5), 879–903. https://doi.org/10.1037/0021-9010.88.5.879

Praskova, A., Hood, M., & Creed, P. A. (2014). Testing a calling model of psycho-
logical career success in Australian young adults: A longitudinal study. Journal of 
Vocational Behavior, 85(1), 125–135. https://doi.org/10.1016/j.jvb.2014.04.004	

Presbitero, A., & Teng-Calleja, M. (2019). Employee intention to stay in an organi-
zation: Examining the role of calling and perceived supervisor support through 
the theoretical lens of work as calling. Journal of Career Assessment, 28(2), 
1-17. doi:10.1177/1069072719858389

Reeve, J. (2015). Giving and summoning autonomy support in hierarchical rela-
tionships. Social and Personality Psychology Compass, 9(8), 406–418. https://
doi.org/10.1111/spc3.12189 

Riasnugrahani, M., Riantoputra, C. D., Takwin, B., & Panggabean, H. (2019). Dis-
cerning work as a calling: The role of job crafting. The Career Development 
Quarterly, 67(4), 343–356. https://doi.org/10.1002/cdq.12203

Rindfleisch, A., Malter, A. J., Ganesan, S., & Moorman, C. (2008). Cross-sectional 
versus longitudinal survey research: Concepts, findings, and guidelines. Journal 
of Marketing Research, 45(3), 261–279. https://doi.org/10.1509/jmkr.45.3.261 

Rudolph, C. W., Lavigne, K. N., & Zacher, H. (2017). Career adaptablility: A meta-
analysis of relationships with measures of adaptivity, adapting responses, and 
adaptation results. Journal of Vocational Behavior, 98(2), 17–34. https://doi.
org/10.1016/j.jvb.2016.09.002

Savickas, M. L. (2005). The theory and practice of career construction. In R. W. 
Lent & S. D. Brown (Eds.), Career development and counseling: Putting theory 
and research to work (pp. 42–70). Hoboken, NJ: Wiley

Savickas, M. L., & Porfeli, E. J. (2012). Career adapt-abilities scale: Construction, 
reliability, and measurement equivalence across 13 countries. Journal of Voca-
tional Behavior, 80(3), 661–673. https://doi.org/10.1016/j.jvb.2012.01.011

Singh, N., & Bamel, U. (2020). Can transcendence be attained through mindfulness? 
The mediating role of meaningful work. Journal of Organizational Effective-
ness: People and Performance, 7(3), 257-273. doi:10.1108/joepp-04-2020-0054 

Singh, N., & Rangnekar, S. (2018). Workplace spirituality: a new imperative in 
Indian manufacturing sector. Development and Learning in Organizations: An 
International Journal, 32(5), 11-14. doi:10.1108/dlo-01-2018-0010 

Singh, N., Tyagi, H. and Bamel, U. (2021). Impact of transactional, relational and 
balanced contract on affective commitment: Meaningful work as mediator. In-
ternational Journal of Productivity and Performance Management, 70(1), 131-
149. https://doi.org/10.1108/IJPPM-12-2018-0432

Slemp, G. R., Kern, M. L., Patrick, K. J., & Ryan, R. M. (2018). Leader autono-



The Antecedents 
of Calling

53

my support in the workplace: A meta-analytic review. Motivation and Emotion, 
42(5), 706-724. https://doi.org/10.1007/s11031-018-9698-y 

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), 
1-17. https://doi.org/10.1186/s13612-015-0034-y 

Slemp, G. R., & 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. https://doi.org/10.5502/ijw.
v3i2.1

Sverko, I., & Babarovic, T. (2018). Applying career construction model of adapta-
tion to career transition in adolescence: A two-study paper. Journal of Vocational 
Behavior, 111(4), 59-73. https://doi.org/10.1016/j.jvb.2018.10.011

Tummers, L., Steijn, B., Nevicka, B., & Heerema, M. (2018). The effects of leadership 
and job autonomy on vitality: survey and experimental evidence. Review of Pub-
lic Personnel Administration, 38(3), 355–377. doi:10.1177/0734371x16671980 

Universum. (2016). Universum Global Workforce Happiness Index. Diakses pada 
17 April 2020, dari http://globesearch.dk/wp-content/uploads/2015/11/Global-
Workforce-Happiness-Index-2015.pdf

Van der Heijden, B. I. J. M., Kummerling, A., Van der Van Dam, K., Schoot, E., 
Estryn-Behar, M., & Hasselhorn, H. M. (2010). The impact of social support 
upon intention to leave among female nurses in Europe: Secondary analysis of 
data from the NEXT survey.  International Journal of Nursing Studies, 47(4), 
434–445. doi : 10.1016/j.ijnurstu.2009.10.004

Wang, H., Demerouti, E., & Bakker, A. B. (2016). A review of job crafting re-
search: The role of leader behaviors in cultivating successful job crafters. In S. 
K. Parker, & U. K. Bindl (Eds.), Proactivity at work: Making things happen in 
organizations (pp. 77–104). New York, USA: Routledge.

Wei, C., Sun, X., Liu, J., Zhou, C., & Xue, G. (2017). High power distance enhanc-
es employees’ preference for likable managers: A resource dependency perspec-
tive. Frontiers in Psychology, 7(1), 1-14. doi:10.3389/fpsyg.2016.02066 

Wrzesniewski, A., & Dutton, J. E. (2001). Crafting a job: Revisioning employees as 
active crafters of their work. Academy of Management Review, 26(2) 179-201. 
https://doi.org/10.2307/259118

Wrzesniewski, A., McCauley, C., Rozin, P., & Schwartz, B. (1997). Jobs, careers, 
and callings: People’s relations to their work. Journal of Research in Personal-
ity, 31(1), 21–33. https://doi.org/10.1006/jrpe.1997.2162

Xie, B., Xia, M., Xin, X., & Zhou, W. (2016). Linking calling to work engage-
ment and subjective career success: The perspective of career construction 
theory. Journal of Vocational Behavior, 94(2), 70–78. https://doi.org/10.1016/j.
jvb.2016.02.011

Yoo, K & Lee, K.H. (2019). Core self-evaluation and work engagement: Moderated 
mediation model of career adaptability and job insecurity. Front. Psychol. 10, 
1-9. doi: 10.3389/fpsyg.2019.02093

Zhang, C., Hirschi, A., Herrmann, A., Wei, J., & Zhang, J. (2017). The future work 
self and calling: The mediational role of life meaning. Journal of Happiness 
Studies, 18(4), 977–991. https://doi.org/10.1007/s10902-016-9760-y

Zito, M., Colombo, L., Borgogni, L., Callea, A., Cenciotti, R., Ingusci, E., & Cor-



SEAM
15, 1

54

tese, C. (2019). The nature of job crafting: Positive and negative relations with 
job satisfaction and work-family conflict. International Journal of Environ-
mental Research and Public Health, 16(7), 1-12.  https://doi.org/10.3390/ijer-
ph16071176


	The Antecedents of Calling: A Career Construction Perspective
	Recommended Citation

	The Antecedents of Calling: A Career Construction Perspective

