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Abstract

Career crafting has emerged as a significant construct in the field of career development, with the potential to signifi-
cantly boost individuals’ overall work satisfaction. This study aimed to examine whether career crafting could improve
individual's subjective career success and perceived employability. Career crafting is an inevitable course of career-
related actions to achieve career satisfaction. Based on proactive behavior theory, it is hypothesized that career craft-
ing would have an impact on individuals' subjective career success and perceived employability through the moder-
ating role of job autonomy. Using cross-sectional study design, data were collected via Google Forms survey from 224
employees working in various fields in Pakistan and data were analyzed using structural equation modeling (SEM)

via AMOS. The results indicate that career crafting has a significant positive relationship with subjective career success
and perceived employability. Furthermore, job autonomy also has significant positive relationship with subjective
career success and perceived employability. However, the moderation of job autonomy was not supported. This study

development.

provides robust insights to career practitioners, academicians, and individuals. Overall, the study expands the lit-
erature of the novel notion of career crafting and career outcomes; additionally, the study advocates organizations
to include career crafting in HR policies and helping them to enhance the well-being of employees in their career

Keywords Career crafting, Subjective career success, Perceived employability, Job autonomy

Introduction

Technological advancements, the globalization of busi-
nesses, and increased competition in the workplace have
altered the perceptions of careers, and employees must
be aware of emerging market trends and the demand for
job-related skills or may forfeit their jobs. As a result of
the environment’s rapid transformation, occupations are
becoming more fluid and versatile, and individuals are
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changing their jobs and organizations more frequent
than in the past.

In the past few years, the concept of career crafting has
emerged as a popular approach to career development
and management. With the changing nature of work and
the increasing complexity of career paths, career crafting
offers individuals the opportunity to take a more active
role in shaping their own career paths. Career craft-
ing is when individuals choose anticipating behaviors to
improve career-related outcomes by achieving person-
career fit [55]. Those who constantly ruminate on their
professional accomplishments are ambitious and moti-
vated to advance their careers. Hence, by emphasizing on
proactive career behaviors and competencies, individuals
can steer and customize their careers [162].
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In the past, career paths were clear and predictable;
however, they are becoming increasingly dynamic and
complex, requiring individuals to take control of their
careers to be successful in their professional lives [61].
Individuals are responsible for making changes to their
professions if they wish to survive and thrive in today’s
flexible and demanding workplaces. The current rapid
changes in the marketplace entail that employees be well-
prepared, possess refined capabilities and skills, and be
able to meet the needs of their employers; thus, career
crafting is essential for their success. [162].

Career crafting is rarely addressed in the academic
literature, most empirical evidence based on job craft-
ing; however, it is suggested for practical use [126,
153]. According to Shockley et al. [153], career crafting
must be studied alongside other career outcomes vari-
ables as career satisfaction and employability. Organiza-
tions desire a transition toward soft career development
options such as mentoring employees, developing plans
for staffs’ career development, and employees self-
determining career crafting options integrated with the
objectives and needs of the organizations [149]. This
will increase staff retention, human capital, and capac-
ity development of employees, resulting in employees’
motivation and satisfaction. When employees engage in
the process of career crafting and meet the demanding
requirements of their work, it is believed that they are
highly committed to their jobs, which is reflected posi-
tively in their job attitude [100, 111]. Therefore, career
crafting is essential for the development of a positive
work attitude, and it has a positive impact on employee
engagement and motivation. Accordingly, this study aims
to examine the relationship between career crafting, per-
ceived employability, and subjective career success. In
addition to, the moderating role of job autonomy in the
relationship between career crafting, subjective career
success, and perceived employability.

Problem statement
Career crafting is a substantial factor for career success
and sustainable employment. Existing literature indicates
that engaging in proactive behaviors to develop career
competencies has a positive impact on key career out-
comes, including job satisfaction and employability [30,
134]. The current body of the literature is insufficient to
establish whether career crafting is the underlying cause
for increased subjective career success and perceived
employability. Furthermore, the factors that influence the
relationships between career crafting, subjective career
success, and perceived employability are unclear.
Likewise, job crafting is associated with challenging job
assignments, improved access to onsite facilities, work
engagement, and job performance [145, 164]. Proactive
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behaviors in the workplace serve as a guide for employ-
ees to engage in appropriate job crafting throughout their
professional lives [112]. Career crafting is an emerging
concept that emerged from the convergence of job craft-
ing, career competencies, and career self-management
[162].

Lastly, up to the best knowledge of the researchers,
there is a dearth of research examining the relationship
between career crafting, subjective career success, and
perceived employability in Pakistani contexts, with job
autonomy as a moderating factor. This highlights the sig-
nificance of conducting further investigations into the
concept of career crafting. Furthermore, the concept of
career crafting is closely linked to career self-manage-
ment, job crafting, and professional competences. How-
ever, career crafting is separate from these metrics and
provides novel perspectives. Consequently, engaging
in the research endeavor of career crafting will result in
tangible contributions within the realm of career devel-
opment. Therefore, the research addresses the following
questions:

1. How career crafting is related to perceived employ-
ability and subjective career success in the context of
Pakistan?

2. Does job autonomy moderates the relationship
between career crafting, perceived employability, and
subjective career success?

Hence, the study aims to:

 Examine the relationship of career crafting, perceived
employability, and subjective career success, and

« Scrutinize the moderation role of job autonomy in
the career crafting, perceived employability, and sub-
jective career success relationships.

Literature review

Career crafting

The concept of career crafting is crucial in today’s con-
temporary workplaces. According to Arthur et al. [14],
a person’s career is the sequence of professional experi-
ences that they have as their lives progress. The nature
of a career is constantly changing, intriguing, varying
for each individual, and subjective [108]. The traditional
view of careers as enduring and certain has lost promi-
nence [92, 115]. According to a survey by [105], over 77%
of contemporary employees prefer to manage their own
careers, and there will be an increase in career-related
movement across organizational and job boundaries. In
the light of the increasing exclusion of employees’ career
development by corporations. There has been a shift
toward a proactive approach that encourages individuals
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to direct their own professional trajectories, which has
various positive effects on both the individuals and their
organizations [9, 41, 121].

De Vos et al. [54] proposed the term “career crafting,’
which refers to when individuals engage in proactive
career behaviors to achieve individual-career suitability
and key career outcomes considering the rapidly chang-
ing marketplace dynamics, recent requirements per-
tinent to employment, and industrial shifts. Proactive
behavior is defined as when people take initiative, act to
change the status quo for improvement, or decide and
take action to make a fresh start [47]. Proactive behaviors
include all preplanned actions individuals take that help
them achieve their career goals [109, 113, 158].

Similarly, Tims and Akkermans [162] argued that pro-
active career-self-management behaviors are necessary
for achieving individual-career alignment. Career crafting
has two dimensions: a) proactive career construction and
b) proactive career reflection; the first dimension indicates
when employees are engaged in interactions and network-
ing to advance their careers, whereas the second dimen-
sion indicates when employees reflect on their careers
proactively and pursue the search for motivation and
career-relevant skills. Individuals who possess proactive
characteristics and abilities are ambitious and motivated to
redefine and shape their careers.

According to De Vos et al. [54], the primary proac-
tive behaviors that individuals engage in to nurture the
lifespan of their careers are those that pertain to career
crafting. Career crafting is developed when job craft-
ing, career competences, and career self-management
come together. These concepts promote proactivity in
individuals, which are success driver for work and career
success [162]. The concepts of job crafting, career com-
petencies, and career self-management are defined as fol-
lows: Job crafting is all about the self-initiating behaviors
of individuals for the optimization of their jobs with their
skills, capabilities, knowledge, and preferences, and cer-
tain work aspects are changed by initiating these behav-
iors by themselves without direct support from others
[19]. Career competencies are the set of skills that an
individual needs to advance in their career. It is assumed
that employees engage in job crafting to establish a good
alignment between their personal characteristics and
their jobs and that this eventually increases the individu-
al’s fitness with a job [165]. For instance, some individuals
perform very well when they are given deadlines, while
others require clarity and instructions from their super-
visors [162].

Second, according to Akkermans et al. [5], career com-
petencies are defined as an employee’s set of skills, knowl-
edge, and capabilities that they have mastered, all of
which contribute to the employee’s career development.
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According to Akkermans et al. [8] and Blokker et al. [30],
career competencies are the key tools that assist individ-
uals in enhancing their careers, and career competencies
positively increase career outcomes such as learning and
employability.

Thirdly, self-management of one’s career places an
emphasis on the individual’s capacity to advance his or
her professional standing through the adoption of pro-
active behaviors. Cognitive and behavioral are the two
components that make up career self-management. The
cognitive component involves the development of aware-
ness and in-depth thoughts dynamically related to an
individual’s career aspirations, such as the drafting of a
career goal and the development of a career plan [57, 59].
On the other hand, the behavioral component assists in
the self-initiation of behaviors for an individual’s career
management, such as the identification of career oppor-
tunities and the interaction with others at networking
events. According to King [109], career self-management
can be exemplified by several behaviors, including pro-
motion of oneself, management of career boundaries,
and networking.

Subjective career success

Subjective career success is defined by Arthur et al. [15]
as the achievement of the desired work-related outcome
over time at any point in a person’s professional life. In
the past, career success was classified as either subjective
or objective. The subjective career success, also known
as career satisfaction, refers to an individual’s self-assess-
ment of his or her career progress, it is implicit and com-
plex in nature; and it is all about the career perceptions
of employees, when they evaluate and respond to it in an
excellent manner [131]. While objective career success is
directly observable, easily measurable, and verified, it is
based on clear goals that can be compared and measured
to determine career success, such as salary increases and
promotions [2].

In the past, objective career success was the primary
focus of career studies, and its main parts included indi-
vidual achievement and job position in any organization
[15, 32]. However, Hall [98] emphasized the importance
of the role of career satisfaction in career without borders,
which is aimed at the employees’ feelings for achieving sat-
isfaction and organizational goals [150]. Furthermore, the
research of Shockley et al. [153] reveals additional many
facets of a career, such as authenticity, personal life, devel-
opment, and growth. In turn, subjective career success is
distinct from objective career success.

Subjective career success is measured primarily by job
and career satisfactions [102]; however, it can also be
measured by work-life balance, career fulfillment, and job
satisfaction [127, 130]. Al-Hussami et al. [10] state that
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few studies have been conducted on the subjective career
success and limited evidence is available in the literature
regarding whether employees’ acceptance of change vol-
untarily is a result of subjective career success. Therefore,
it is asserted that subjective career success is more sig-
nificant than objective career success, and that individu-
als’ inner career satisfaction is a interesting topic in the
field of careers, and this study will provide a productive
insight.

Perceived employability

Perceived employability refers to an individual’s percep-
tion of their ability to obtain and maintain employment
in the current and future job market [176]. De Vos et al.
[60] argue that perceived employability implies that
individuals are primarily responsible and key actors for
their work and career development. Therefore, perceived
employability motivates, guides, and assists individuals to
be on the proper career path.

The concept of perceived employability has gained
popularity among career practitioners, academics, and
recruitment policymakers, as well as other disciplines,
including psychology, management, education, human
resources, and career development [176]. The increas-
ing job insecurity, multidirectional, and rapidly changing
knowledge economy [37] has resulted in the necessity of
employability to prepare individuals pursuing challeng-
ing career opportunities [75]. On this basis, it is argued
that in competitive labor markets and a rising unemploy-
ment curve, perceived employability is even more sig-
nificant [79]. Employability is represented by flexibility,
which helps the employed population seek for and obtain
job opportunities that may support job mobility within
an employer or between organizations. It is referred to as
internal perceived employability when individuals change
positions within their current organization. In contrast,
when employees quit one organization for another, this
is referred to as external perceived employability. Both
aspects of perceived employability are considered signifi-
cant for employment [9].

Employability is divided into objective and perceived
(subjective) employability. The objective dimension pro-
vides information and facts about the professional life of
the employed population, such as his/her education sta-
tus and position in the marketplace. The subjective side
is individuals’ self-assessment of their abilities to obtain
new employment within their organizations or outside.
Scholars in the field of employability asserted that, due to
the continuous changes occurring in organizations, per-
ceived employability should be given more weight than
objective employability [26, 49], as it is likely that individ-
uals will base their decisions and actions on their percep-
tions rather than on objective truth [171].
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Perceived employability produces the desired career
outcomes, such as employability leading to lucrative
employment opportunities [79], and employee well-being
is also related to perceived employability [49]. Therefore,
perceived employability not only contributes to employ-
ees’ professional and personal success, but also to their
lifelong learning.

Job autonomy

Job autonomy refers to the degree of independence,
discretion, and substantial freedom employees have in
planning their work schedules and determining the pro-
cedures to be implemented in their jobs [86, 95, 118].
Employees who are skilled, knowledgeable, and able to
easily manage their working style can devise appropri-
ate work plans and schedules. It is proposed that auton-
omous employees in their work are not influenced by
centralization in their organizations, and that the degree
of freedom and flexibility provided in their jobs enables
them to contribute to their organizations, as well as enjoy
and be completely engaged in their work [65].

Employees can be valued by allowing them to deter-
mine their own work, and they can develop a passion for
their job. Employees with a high level of job autonomy
are more likely to be risk takers, problem solvers, and
fruitful thinkers, which means they are more innova-
tive than other employees [161]. Greater job autonomy
leads to improved work and efficiency in organizations,
whereas employees with low job autonomy are hesitant
to accept risky or challenging assignments because they
are aware that their decisions could negatively impact
their employment [177].

Previous studies investigated the relationship between
job autonomy and psychological outcomes of the
employed individuals; lack of job autonomy decreased
the workers’ personal accomplishments [125], and indi-
viduals experience job burnout when they lack job con-
trol and face less involvement in decision making [137]. It
is argued that negative outcomes may result from the use
of technological tools in organizations. Particularly, the
negative outcomes associated with stress can be reduced
by providing workers a greater degree of job autonomy,
allowing them to independently schedule their work,
obtain the necessary resources efficiently, and exercise
the desired degree of control [42, 146]. The stress level of
employees is increased by high job demands, and delega-
tion of job autonomy to employees makes them prioritize
job tasks and enables them to manage their mental well-
being; employees with high levels of autonomy in their
jobs take frequent breaks and recover from work-related
stress [4]. In the literature, employment autonomy, work-
life balance, and workloads are linked to organizational
performance [68, 154].
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Subsequently, job autonomy fosters work-life balance
by identifying the boundaries between work and family
life, and empirical evidence suggests that employees with
high levels of job autonomy are better at resolving con-
flicts between task priorities and family obligations [13,
141].

Proactive behavior theory
Career crafting is theoretically based on Crant [47] pro-
active behavior theory. Proactivity or proactive behavior
is defined when individuals anticipate any action influ-
encing them personally and/or their surroundings [85].
Crant [47] posited that individuals who take initiatives
that changes their current situations or develop new ones
are proactive. When employees engage in career plan-
ning, they take initiatives or engage in a career-related
issues in such a way that they behave in defined direc-
tions rather than reacting passively to the forced change
[78]. Providing networking opportunities to new staffs
should be part of proactive career management [47].
Proactive employees anticipate career development
activities such as seeking personal and professional
development opportunities, participating in career-
oriented initiatives, and altering their lifestyles, whereas
those who are not proactive are passive, reactive, and
hesitant to change [47]. In other words, proactive behav-
ior is the foundation for career crafting, and individuals
with proactive traits will be successful in tailoring their
careers over time. Proactivity is significantly associated
with job crafting, proactive individuals take initiative
regardless of a specific situation, such as responding to
an emergency, managing personal relationships, or net-
working at specific events [19]. Similarly, career crafting
is the combination of career development measures to
be taken during career transitions to achieve career suc-
cess. The study by Judith Plomp et al. [134] examined the
relationship between proactive personality and employee
well-being through the mediation of career competen-
cies and job crafting. The study revealed that proactivity
of individuals is not limited to work or career outcomes
but is integrated with both concurrently. Employees
exhibiting proactive behaviors are continually enhanc-
ing their work-related competencies and establishing
long-term career success goals. Individuals who are pro-
active exhibit a high level of creativity and are typically
enthusiastic about their work [12]. Career crafting refers
to proactive actions that contribute to important career
outcomes. Career crafting is categorized as proactive
career construction and proactive career reflection [162]
and consists of career planning, communication, seeking
opportunities for career development, mastering job-
related skills, and engaging in challenging work tasks.
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In the research on proactivity, the focus of proactive
actions is distinguished [25]. Proactive behaviors can be
directed toward the individual (pro-self), a unit or team
(prosocial), or the organization (pro-organizational). In
accordance with the empirical work of Tims and Akker-
mans [162], this study investigates proactive behaviors
aimed at achieving individuals’ career objectives, or pro-
self-behaviors aimed at obtaining a decent job and having
a successful and rewarding long-term career.

Theoretically, career crafting is formed when job craft-
ing, career self-management, and career competencies
are combined; however, the integration of these three
concepts has not been previously investigated [162].
These three concepts provide us with abundant results
in the field of career studies, but their scope is limited,
whereas career crafting is comprehensive and provides
us with immense scientific insights. In the literature, the
concepts of job crafting, career self-management, and
career competencies are established independently; how-
ever, in empirical studies, they are integrated, for exam-
ple, job crafting and career competencies [9] and career
competencies and career self-management [57, 59]. The
currently available literature on these three concepts will
aid in exploring and comprehending the nature of career
crafting.

Due to the novelty of the concept of career crafting and
the lack of empirical data on the relationship between
career crafting and key career outcomes, this study is
guided by the theory of proactive behaviors and will
shed light on proactive personalities, career crafting, and
career-related outcomes.

Conceptual framework and hypotheses
development
Career crafting and subjective career success
Subjective career success (career satisfaction) is obtained
when employees proactively steer the wheel of their
careers and anticipate proactive career behaviors,
actions, and career planning [162]. Likewise, career com-
petencies, which include capabilities, knowledge, and
skill sets relevant to careers, are crucial for increasing the
level of subjective career success [5], and career academ-
ics have identified planning, communication, and reflec-
tion as some of the most essential career competencies
that serve as the foundation for career success [162].
According to Chiaburu et al. [43], employees with pro-
active personality traits demonstrated strong subjective
career management behaviors. Similarly, when employ-
ees improve their career competencies, they will experi-
ence greater job satisfaction [182]. As stated previously,
career competencies are a theoretical component of
career crafting, and it is believed that career crafting has
a positive correlation with career satisfaction.
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Moreover, career competencies can foster ambition in
employees and motivate them to proactively craft their
jobs, resulting in subjective career success [9]. Thus, pro-
active career behaviors such as self-career management,
job crafting, motivation, and networking are hypoth-
esized to be associated with a high level of subjective
career success. In addition, it is hypothesized that career
crafting is positively associated with subjective career
success.

HI Career crafting is positively associated with subjec-
tive career success.

Career crafting and perceived employability

Individuals who engage in job crafting will improve their
perceived employability skills [162]; when they invest in
their own capacity building by completing job responsi-
bilities, this will lead to new career opportunities and help
employees evaluate their position on the job market. It is
hypothesized that when employees are given demand-
ing job tasks, they are trained in a challenging work envi-
ronment, and they are led in an effective manner, their
employability will increase because they will acquire new
skills and expand their thinking ability in the workplace.
According to Plomp et al. [136], integrating job challenges
and resources into the job crafting process strengthens an
individual’s capacity to acquire updated information that
has been polished as well as generic and networking skills
that promote their career flexibility and personal devel-
opment. Career growth is facilitated when employees set
up their working environments so that they may plan,
gather resources, and successfully handle obstacles as they
arise. According to empirical research, proactive career
behaviors by employees are associated with outstand-
ing key work and career outcomes, such as a rise in per-
ceived employability [9, 134]. Additionally, job insecurity
has a negative relationship with perceived employability
[51]. In contrast, according to Berntson et al. [27], per-
ceived employability has a positive relationship with self-
efficacy, career success, work engagement, job satisfaction,
organizational commitment, and life satisfaction. Employ-
ability is positively correlated with job crafting, according
to previous studies [34, 52, 163]. This study will inves-
tigate the relationship between career crafting and per-
ceived employability. The literature strongly affirmed that
employees with proactive personalities are planning and
customizing their careers and it develops their employ-
ability qualities. Based on this empirical evidence, it is
assumed that career crafting will have a positive impact on
perceived employability.
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H2 Career crafting will be positively associated with
perceived employability.

Job autonomy and subjective career success

Job autonomy is crucial for attaining subjective career
success [143], and it increases individual-career fitness.
Individual-career fit refers to the compatibility and align-
ment of an individual’s career experiences with his or her
skills, values, and talents [133]. Career autonomy helps
employees make changes in their careers by enabling them
to make the desired choices and achieve career compatibil-
ity, which in turn increases their subjective career success
[46]. This is because when employees pursue careers that
are aligned with their self-perceptions, they experience
satisfaction and achieve career outcomes that are person-
ally significant to them [133].

High job autonomy promotes employee sense of work
responsibility and employee empowerment [95], whereas
low job autonomy results in passive attitudes and low
employee engagement [77]. This implies that employees’
lack of interest in their employment because of low job
autonomy may result in career dissatisfaction.

The relationship between job autonomy and subjec-
tive career success has received little scholarly attention;
consequently, little is known about it. However, the rela-
tionship between career autonomy and subjective career
success has been demonstrated by the research of Cola-
koglu [46]. Therefore, it is hypothesized that there are
positive associations between job autonomy and subjec-
tive career success.

H3 Job autonomy will be positively associated with
Subjective Career Success

Job autonomy and perceived employability

Employees with a high degree of job autonomy are likely
aware of their responsibility for the issues they face on
the job and those that affect their employment outcomes
[53]. The freedom on the workplace empowers employ-
ees and affords them the chance to develop employability
skills. It is assumed that the job mainly connect individu-
als with its employers, it is crucial to focus on the con-
texts of the job in which they are working [80], and job
autonomy is considered a crucial job characteristic [48],
and it has the capability to influence proactivity of indi-
viduals [91, 167].

The literature suggests that job autonomy is one of the
most prevalent resources of employment [73], imply-
ing that when employees possess a high level of job
autonomy, they have the opportunities and resources to
improve their employability skills and can make deci-
sions to improve employment conditions. Job autonomy
is inevitable, particularly when job responsibilities are
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developed and delegated to employees. Creating autono-
mous conditions for the working population is extremely
advantageous, as it increases their proactivity and inter-
est in their employment, as well as lowering the turno-
ver rate [80]. Instead of focusing solely on organizational
achievements and ignoring employees’ career aspirations,
employers should provide autonomy to their employees
and collaborate with them for their career development
in the face of a continuous increase in uncertain market
changes [23].

The relationship between job autonomy and perceived
employability has not been thoroughly explored in the
literature, and this research is intended to address the gap
and discover if job autonomy impacts the relationship of
perceived employability; therefore, it is hypothesized that
job autonomy will have a positive relationship with per-
ceived employability.

H4  Job autonomy will be positively associated with per-
ceived employability.

Job autonomy as moderator

The literature suggests that individuals with high job
autonomy have greater freedom, discretion, and the abil-
ity to design their careers based on their unique prefer-
ences, needs, and talents [66, 67, 180].

Job autonomy is anticipated to be an important con-
textual factor to define proactive behaviors of employ-
ees for their engagement in work [80], and individuals
with proactive skills can utilize job autonomy to man-
age the required professional skills [53]. Further, job
autonomy is studied as a contextual variable in many
career- and work-related studies; for instance, [39, 80,
140, 181] studied the moderation effects of job auton-
omy in their scientific studies.
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Furthermore, job autonomy improves one’s job through
top-down processes, giving employees more freedom,
power, and discretion, as well as a sense of mastery to
accomplish their career objectives [17, 39, 83, 119, 120].
Career objectives vary from individual to individual and
it is implicit in nature, and some may look for objective
career success, while others may seek career satisfaction.
Employees’ self-determination to maintain career trajec-
tories and achieve career goals is likely to be enhanced by
engaging in in self-initiated actions such as job crafting
[64, 69, 83, 87, 118]. Based on the literature, job autonomy
promotes self-initiative, proactive behavior, and it has
facilitative role for employees career development, because
without freedom in their jobs they have limited exposures
and chances of professional growth may decreased. It is
assumed that job autonomy influences the positive rela-
tionship of career crafting, perceived employability, and
subjective career success and the following two hypothesis
are posit:

H5 Job autonomy will moderate the relationship
between Career Crafting and subjective career success

H6 Job autonomy will moderate the relationship
between Career Crafting and Perceived employability

Accordingly, Fig. 1 depicts the research model of the
present study.

Method

Purpose and context of the study

This study aimed to examine the relationship of career
crafting with key career outcomes, i.e., subjective career
success and perceived employability as well as the mod-
erating role of job autonomy in Pakistan. It is posited that

Job Autonomy

H3
Subjective Career
H1 H5 / Success <
Career Crafting
H2 Hé6
\\‘ Perceived Employability H4

Fig. 1 Research model




Diaa et al. Future Business Journal (2024) 10:16

career crafting is inevitable topic which has relevancy
across all industries and occupations [162]. With the aim
of attaining better understanding of career crafting, the
data were collected from employees who are working
across various organizations and sectors.

The study is guided by positivism approach which
explores social phenomenon by using quantitative
approach, selecting the appropriate participants and
achieving the generalizability of the study results [124].

Sample size is identified using G-power software [72],
and for social and business sciences, it is recommended
[97]. According to the study model, the G-Power cal-
culated 107 sample size using the instructions given by
Memon et al. [128]. Surveys were distributed and 224
responses were received online using Google Forms from
targeted respondents.

Data collection procedure

Research survey is created using Google Forms and
carefully reviewed for any kind of errors. 30 samples
were used in a pre-test to verify that the questionnaire
is appropriate and usable for this study. Afterward, the
research questionnaires were distributed online to indi-
viduals employed in Corporate, Government, NGO/
INGO, Education, Banking, and other sectors. The tar-
get respondents are working in geographically differ-
ent locations and organizations, and they cannot be
reached physically due to the scarcity and limitedness of
resources. Respondents were informed beforehand that
their data will be strictly remain confidential and solely
used for research purposes. The research survey was
sent to the participants through emails, personal mes-
sages and social networks (Facebook, WhatsApp, and
LinkedIn). After receiving their responses, the data were
inserted in in MS excel and SPSS for data analysis.

Measures

Data were collected using structured questionnaires, and
5-point Likert scales were employed to rate the responses
ranging from strongly agree=5 to strongly disagree=1.
All the construct items were adopted from scholarly
research. Items were adapted to fit the criteria of the
study. The questionnaires consisted of five sections, the
first section consisted of questions about the demograph-
ics profile such as age, gender, qualification, job experi-
ence, and job sector. The second section consisted of
questions about the career crafting adopted from [162].
The construct of career crafting has 8 items and sample
items are “I set goals for where I want to be one year from
now” and “I create an overview of my talents and com-
petencies,” section three includes questions about per-
ceived employability and measured by 4 items, the scale
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is adopted from [62] in the current study, and it is suc-
cessfully employed in other research studies in various
employment contexts [93, 173]. Section five consisted
of questions about subjective career success, and it was
measured, using Greenhaus and Callanan [88] career sat-
isfaction scale. The scale consists of 5 items, and the sam-
ple item is “I am satisfied with the success I have achieved
in my career”

Results and data analysis

Sample characteristics

This section includes demographic profile of the respond-
ents covering five variables: gender, age, qualification,
work experience, and job sector.

Table 1 indicates that 60% of respondents who par-
ticipated in the current study are male and 40% are
female. Half of the respondents aged between 26 and 33
years old for 50.2% while few responses received from
respondents who are 50 years old or above only 1%.
Work experience is an important factor for this study,
to understand career satisfaction along other study var-
iables succinctly. Table 1 shows that the highest num-
ber of responses which corresponds to 55% received
from professionals who are having 1-5 years of experi-
ence, while individuals who are having 16-20 years of
experience relatively responded less corresponding to
5.3%.

Qualification is another factor considered for data
analysis, and Table 1 shows that more than half of the

Table 1 Sample characteristics

Variable Dimensions Frequency Percent
Gender Male 126 60.3
Female 83 39.7
Age 20 Years and Below 4 1.9
21-25 years 46 22.0
26-33 years 105 50.2
34-41 years 44 21.1
42-49 years 8 38
Qualification Intermediate 5 24
Bachelors 60 287
Masters 136 65.1
PhD 8 38
Job Experience 1-5 Years 116 555
6-10 Years 46 220
11-15 Years 29 139
Job Sector Corporate 54 258
Government 34 16.3
NGO/INGO 39 18.7
Education 61 292

Banking 21 10.0
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respondents are holding master’s qualification 65%,
whereas few respondents are having intermediate (high
school).

Work experience is an important factor for this study,
to understand career satisfaction along other study var-
iables succinctly as indicated in Table 1 that the highest
number of responses which corresponds to 55% (116
responses), received from professionals who are having
1-5 years of experience, while individuals who are hav-
ing 16—20 years of experience relatively responded less
corresponding to 5.3% (11 responses).

Job sector was also considered as an important aspect
to gain empirical insights about career crafting process
and career satisfaction of those who are working in dif-
ferent type of industry or sector [162]. Table 4.7 indi-
cates that 54 employees (25.8%) from corporate sector,
34 employees (16.3%) from government institutions,
39 employees (18.7%) from NGOs/INGOS, 61 (29.2%)
employees from Education and 21 employees (10%)
from banking sector filled the research survey. The
highest number of responses were received from edu-
cation sector (Schools, Colleges, and University) sec-
tor, whereas few responses were received from banking
sector.

Descriptive statistics

Table 2 represents descriptive statistics, which provide
information about constructs lowest and highest val-
ues of responses obtained on Likert scale, and it also
includes variable values for mean and standard devia-
tions. As shown in Table 2, career crafting has 4.67
mean (SD=0.80) which is the highest value for mean
value in the data set, whereas, for dependent variables,
i.e., subjective career success and perceived employabil-
ity, the mean values are 3.6(SD=0.90), 3.5 (SD=0.91),
respectively. And the moderating variable, i.e., job
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and the values of kurtosis are ranged between (— 0.403,
0.061). These values are within the range of cutoff crite-
ria i.e., +1.96 [148], and the data are normally distributed
(Table 3).

Reliability

For assessing the internal consistency of the scales, the
Cronbach’s alpha value is recommended to be equal
or higher than 0.70 [132]. Table 4 indicates that the
Cronbach’s alpha values are higher than the minimum
threshold and it is posited that the internal consistency
(reliability) is conducted.

Correlation analysis

Correlation analysis is used to determine the positive
or negative association between study variables. Pear-
son’s correlation analysis is widely used for identifying
the linear relationship between constructs. The correla-
tion coefficient values are ranged between — 1 and+1.
The positive association between variables is indicated
by positive values and level of significance, and negative
association between variables is indicated by negative
values and level of significance [110].

Table 5 shows that career crafting has positive and
significant relationship with subjective career success
(r=0.419, P<0.001) and it also shows that career crafting
has a positive and significant relationship with perceived
employability (r=0.339, P<0.001).

Table 5 indicates that job autonomy also has sig-
nificant positive relationship with subjective career
success (r=0.421, P<0.001) and job autonomy has signif-
icant positive relationship with perceived employability
(r=0.405, P<0.001).

Table 3 Normality test

autonomy, has mean value of 3.23 (SD =0.96). Variable Skewness Kurtosis
N lity test Career crafting —.587 061
rmali
ormafity e% . . Subjective career success — 444 — 403
The normality of the data is tested by checking the , "
. . Perceived employability —.238 -.779
skewness and kurtosis values of variable scales. The val-
Job autonomy —.237 — 473
ues of skewness are ranged between (— 0.237, — 0.587),
Table 2 Descriptive statistics Table 4 Cronbach’s alpha value
Variables n Minimum Maximum M sD Variable No. Items Cronbach’s
alpha
Career Crafting 209 225 6.00 467 80356
Subjective Career Success 209 1.20 5.00 360 9084  CareerCrafting 8 824
Perceived Employability 209 1.50 5.00 353 91005  Subjective Career Success 3 889
Job Autonomy 209 100 5.00 323 96301  Perceived Employability 4 835
Job Autonomy 9 919

M mean, SD standard deviation, n sample size
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Table 5 Correlation matrix

Variables 1 2 4

1. Career crafting 1

ok

2. Subjective career success 419 1
3. Perceived employability 339" 405" 1
4. Job autonomy 277" 4217 296" 1

" Correlation is significant at the 0.01 level (2-tailed)

Confirmatory factor analysis

Confirmatory factor analysis (CFA) is used for testing
the relationships of different kind of variables, i.e., inde-
pendent, dependent, and others. CFA is a special type of
structural equation modeling (SEM) and aimed to deter-
mine the fitness of measurement model before employing
regression of latent variables [169]. The developed scales
are adopted in this study, and CFA was run to check the
validity of adopted scales (Table 6).

The reliability of the study variable in SEM is examined
through composite reliability (CR), whereas the conver-
gent and discriminant validity of variables is measured
through AVE and MSV [96]. The variables reliability and
validity was examined using master validity tool devel-
oped and recommended by Gaskin and Lim [81]. The val-
ues of CR of all four study variables ranged from 0.786 to
0.918, and these values higher than the minimum recom-
mended threshold value, i.e., 0.6, recommended by Fornell
and Larcker [74]. AVE determines convergent validity of
variables [155], and the values of AVE of all constructs are
examined and were found above the general given crite-
ria, i.e., 0.5, except for value of CC (Career Crafting) vari-
able. Lam [117] and Fornell and Larcker [74] posited that
the values of AVE may examine the measurement model
validity strictly and the researcher may decide the conver-
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Assessment of model fit

The measurement of the model fitness is specified using
empirical statistics, which includes CMIN/DEF, CFI,
SRMR, and RMSEA [103]. The CFA results are recom-
mended to be within the ranges defined principally
below:

+ Chi-square value—CMIN/DF <5 [160]

+ Comparative Fit Index—CFI>0.90 [103]

+ Root Mean Square Residual—RMR <0.08 [103]

+ Root Mean Squared Error of Approximation—
RMSEA <0.06 [103]

Table 7 indicates that the estimate values of chi-square,
CFI, SRMR, and RMSEA fulfill the requirements of the
cutoff criteria [81] and indicates fitness of the measure-
ment model (Fig. 2).

Hypotheses testing

Table 8 shows the results of hypotheses testing. The
constructs were standardized through Z score method
in SPSS, and then, proposed hypotheses were examined
in AMOS 23.0.

H1 predicted that career crafting will have positive
relationship with subjective career success, the results
supported hypothesis 1 and it is evident that career
crafting has significant positive relationship with sub-
jective career success (f=. 339, p <0.000).

H2 proposed that career crafting will have positive
relationship with perceived employability. Results indi-
cated that career crafting has positive and significant

Table 7 Model fit assessment

gent validity of variables based only on CR values. Moreo- Measure Estimate Threshold Interpretation
ver, in his empirical study, the AVE value of CC, i.e, 0.350, 2 525358
will be maintained. Discriminant validity is assessed when  pF 266
the estimate values (diagonally presented in the table) are  cmIN w2 /DF 1975 Between 1and 3 Excellent
similar to square values (SQRT_AVE) of every construct | 0.903 >095 Acceptable
[74], and the estimates values are higher than the values of  spvR 0074 <008 Excellent
its squares (AVE values) and discriminant validity is con-  RvSEA 0.068 <006 Excellent
ducted [96].
Table 6 Reliability and validity

CR AVE MSV MaxR(H) JA CcC SCS PE
JA 0918 0.555 0211 0.920 0.745
cC 0.786 0.350 0.176 0.803 0.233** 0.418%**
SCS 0.889 0.620 0.229 0916 0.459%** 0.787 0.889
PE 0.835 0.563 0229 0.862 0.348%** 0.479%** 0.419%%* 0.751

The bold values on the diagonal are the squareroot of the AVE assessing the discriminant validity of the construct

CR composite reliability, AVE average variance extracted, MSV maximum shared variance, MaxR(H) maximum reliability
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Fig. 2 Model fit diagram

relationship with perceived employability (f=0.260,
p<0.000).

H3 proposed that job autonomy will have positive asso-
ciation with subjective career success and the hypothesis
is supported (=0.319, p<0.000).

H4 predicted that job autonomy has positive relation-
ship with perceived employability, the result shows that
job autonomy has positive and significant positive associ-
ation with perceived employability (f=0.236, p <0.000).

H5 predicted that job autonomy will moderate the rela-
tionship of career crafting and subjective career success;
for example, this relationship will be stronger when job
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Table 8 Hypothesis testing

Hypotheses  Estimate  S.E. C.R. P Decision

ZCC - SCS 339 063 5358 rx Supported
ZCC - PE 260 068  3.827 *xx Supported
ZJA = SCS 319 063 5.052 xxx Supported
ZJA — PE 236 068 3475 xxx Supported
CC*JA-SCS 043 059 730 465 Not Supported
CC*JA - PE —.070 063 —1.107 268  Not Supported
***P<0.001

CC career crafting, SCS subjective career success, PE perceived employability, JA
job autonomy

autonomy is high than when job autonomy is low. The
interaction term of career crafting and job autonomy was
non-significant (p=0.043, p=0.465), and the hypothesis
was not supported in this study.

H6 proposed that job autonomy will moderate the
relationship of career crafting and perceived employabil-
ity such that this association will be stronger when job
autonomy is high than when job autonomy is low. The
interaction term of career crafting and job autonomy was
non-significant (B=- 0.070, p=0.268), and the hypoth-
esis was not supported (Fig. 3).

Discussion

The empirical evidence in the literature indicates that
career crafting is the behavior of an individual that
ensures career sustainability over time. Career crafting
is a relatively new concept that has not been thoroughly
investigated in the literature. In the current study, the
empirical relationship between career crafting and other
key career outcomes, such as career satisfaction and per-
ceived employability, is examined.

1.00

b e

CC_Int_JA

rJ
o

208

Fig. 3 Variables'interaction
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In regards the first hypothesis, it was supported, and
the results revealed that there is a positive relationship
between career crafting and subjective career success.
The results are in line with [9, 54] who confirmed that
when employees engage in career crafting activities in
advance, they will achieve success in their jobs and ulti-
mately in their careers. And individuals who are respon-
sible for crafting and redefining their careers effectively
manage their career success [57, 59], in addition to King
[109] who asserted that proactive career behaviors lead
the employed individuals to achieve both life and career
success. The results are also aligned with Tims and
Akkermans [162] who found the clear positive relation-
ship of career crafting with subjective career success and
they maintained that career-related competencies such as
communicating, planning, and career reflection are the
leading factors for obtaining successful careers. Moreo-
ver, previous studies show that career competencies lead
to career success [114] and career satisfaction [70].

Similarly, the second hypothesis was supported and
the results indicate that career crafting has positive rela-
tionship with perceived employability confirming that
employee who engage in career crafting process, and
those who are looking into their careers proactively, will
gain enhanced perceived employability skills and they
will be able to make transitions in their careers within
their organizations (internal perceived employability) or
outside their organizations (external perceived employ-
ability). The results are in line with the study of De Vos
et al. [58] which showed that when employees partake
in career crafting process, it will yield intended career
results, such as career success and employability. Fur-
thermore, individual’s job crafting actions enhance
employability, and these job crafting actions include
pursuing challenging job assignments, investing in

Z5CS

=]
Lt
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self-capacity development related to his/her job, having
access to learning opportunities and all these must add
value to individuals’ employability in the marketplace
[76]. Career competencies and perceived employability
are positively related; when employees are aware of what
they seek in their careers, they are enabled to take help of
career mentors and they can find the right career oppor-
tunities, they will eventually enhance both their external
and internal employability qualities [6]. Moreover, the lit-
erature provides ample insights on positive relationship
of increasing job resources, demanding job assignments
and employability [7, 34, 135, 163]. Similarly, Lysova et al.
[122] also supported the results as they proved in their
study the positive link between crafting actions for career
development and perceived employability.

In terms of the job autonomy and subjective career
success, the third hypothesis is also supported, and the
results of the current study indicated that that job auton-
omy has positive relationship with subjective career
success. Similarly, in the study of Colakoglu [46] the rela-
tionship of career autonomy and subjective career suc-
cess was examined and it was find that career autonomy
plays a crucial role in obtaining subjective career success
also referred as career satisfaction.

It can be explained that high career autonomy allows
individuals to develop and steer their careers to achieve
individual-career fit, resulting in increased career sat-
isfaction. This is particularly important for employed
individuals with dual careers. Individuals with career
autonomy can avoid obstacles in their careers and pursue
their aspirations efficiently. Additionally, having a certain
degree of workplace freedom allows them to make work
assignment-related decisions independently, resulting in
subjective career success.

The fourth hypothesis is confirmed, and the results
indicate the positive association between job autonomy
and perceived employability. The literature indicates that
autonomy enhances employees’ responsibility for their
job assignments, feedback enhances the usefulness of
employees knowledge related to their work activities and
the variety of work is perceived more meaningful[95],
and it is argued that autonomy, variety, and feedback,
these three altogether referred as job resources, have pos-
itive association with extrinsic and intrinsic job opportu-
nities which ultimately create positive link with perceived
employability [172], whereas the extrinsic job opportu-
nities are the tangible compensations and benefits and
intrinsic job opportunities are referred to development
and growth of employees. Moreover, the association
between resources (autonomy, feedback, and variety) and
perceived employability can be comprehended further
from empirical studies of job demands resources (JD-R)
[18]. The perception of high level of job autonomy may
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help the employees to have the attention and trust of
their organizations’ top management. And the commit-
ment of the management is continued by providing the
necessary skills and knowledge to their employees so
they can maintain their employability [129, 166]. Lastly,
a recent longitudinal study [174] conducted among 238
Dutch gastroenterologists, and the findings of the study
indicated that high level of job autonomy is associated
with employability, in contrast, low level of job auton-
omy and increased quantity of workload negatively affect
employability.

In regard to the moderation of job autonomy, Hypoth-
esis 5 and Hypothesis 6 stated that job autonomy will
moderate the association between career crafting and
subjective career success and association between career
crafting and perceived employability, both hypotheses
are not supported, and the crucial reasons are explored
and discussed.

It is argued that the findings of the relationships of
career constructs with regard to individuals and organi-
zations behavioral outcomes may produce different
results, contingent upon the differences of the cultural
contexts and organizational settings in which the empiri-
cal study is conducted [138]. It is explored that employ-
ees’ high priority is to achieve high objective career
success, i.e., raise in salary and promotion, and they
pay less attention toward their career development to
enhance their subjective career success.

Second, every employee works in different manage-
rial level and has unique career objectives and some
organizations are adversely affected by changes due to
worldwide economic crisis. Job autonomy can facilitate
individuals career success and employability but it is not
the case to moderate the relationship of career crafting
activities, career satisfaction, and perceived employabil-
ity and it is argued that career management is the sole
responsibility of individuals [36].

Third, job autonomy is considered organizational
resource [45]; however, employees may not able to have
access and utilize this resource well and it is impera-
tive that individuals must engage in proactive career
behaviors [162] for achieving their career success and
employers may not support in career development of
their employees. And employees are expected to take the
responsibility of their own professional grooming, and
individual will be influenced with regard to the initiative
and efforts made for career advancement and they will
attain subjective career success accordingly [22].

Fourth, employees working in the public/government
sector organizations in Pakistan rarely resign from their
jobs and they serve until retirement. The government
organizations provide high job security, but employees
lack proper career development plans, and it is explored
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that they show indifference whether they provided with
job autonomy or not, to take initiatives for their career
success. Moreover, in the field of education, individuals
are competing to obtain highest academic achievements,
i.e., research publications and high qualifications such
as PhD which makes the career objectives of every indi-
vidual’s different and organizations are unable to meet
the unique career success demands of every individuals,
rather it becomes the responsibility of the individuals to
steer their careers successfully and this may not require
to take assistance of job autonomy for their career
development.

Moreover, the rapid technological advancements tak-
ing place in the worldwide industrial sector have caused
concern among employees regarding their ability to
maintain employment, as organizations may implement
staff reduction policies [44]. There can be divergent view-
points between employers and employees. Employers
may expect employees to remain with the organization
solely by honing their job-related competencies; employ-
ees, on the other hand, may seek employment with other
organizations that offer higher salaries and benefits [60].
This heightened situation is commonly referred to as the
“ongoing war for talent,” which signifies the concerns of
employers and is also called the management paradox
[50], and the organizations may desire to enhance the
career competencies of their employees, but these organi-
zations also speculate the risk that their trained staffs will
join their competitors before the invested value is recov-
ered. The management paradox is existed everywhere
before career practitioners but it is not studied nor con-
fronted in the literature [60]. Furthermore, organizations
are in quandary whether to assist their staff in career
development and enhance their employability skills, this
is because they are concerned that their trained value HR
capital may be attracted by the competitors [21]. And it
prevalent that job autonomy may not moderate the rela-
tionship of the variables.

Individuals employed in NGOs/INGOs polish their
job relevant competencies, and they transit to other
organizations when they are offered higher compensa-
tion and perks or they shift to big cities for having expo-
sure to vast career opportunities. It is known that many
organizations in development sector do not provide a
promising working environment which include work
independence and interrupted work-life balance (due to
heavy workload), whereas employees in the corporate
sector receive market competitive salaries and they can
enhance their careers and their employability skills [71],
but these companies have strict objectives and delivera-
ble to be achieved timely which may cause the employees
to not give proper attention to their careers and they may
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also not receive the work freedom they need for impor-
tant on-job achievements.

Overall, the raising unfavorable circumstances further
intensify employees job insecurity, and their percep-
tions may adversely change both by organizational and
environmental causes [94] and therefore employees shall
act proactively. The increasing shifts taking place in all
spheres including technology, economy, and business
workplaces, influencing the industries strongly to make
amendments to its policies and recruit skilled workforce
having expertise in their field of work and organizations
are directed to come with sustainable solutions mutually
beneficial both for the employed populations and organi-
zations. In this way employers will sustain their valued
human capital and employees will have the opportunity
to work on their career development by availing train-
ing and development opportunities, receive employment
benefits, and ultimately achieve their career success [22,
71].

Managerial implications

The current study provides significant empirical
insights to the existing literature and fills an essential
research gap. Examining the concept of career craft-
ing, which is a newly established concept developed
by Tims and Akkermans [162]. Few empirical stud-
ies are conducted on career crafting due to the nov-
elty of the concept and the theoretical assumptions
that may necessitate additional research to broaden
its scope. This study investigated the relationship
between important predictors, such as career craft-
ing [162] and job autonomy [33], and important career
outcome variables, such as subjective career success
[89] and perceived employability [62]. The study pro-
vided significant support for the positive association
between the predictive variables and key variables of
career outcomes from a theoretical aspect, career craft-
ing is a component of proactive behaviors or proactiv-
ity theory [162]. And career crafting is comparable to a
comprehensive set of planned actions that reflect pro-
active career behaviors and lead to significant career-
related outcomes. People can alter their circumstances
through proactive planning and action [38]. Therefore,
[24] is the first to propose the concept of “proactive
behavior,” which asserts that individuals can influence
their surroundings through their proactive actions.
Proactive individuals are conscious of upcoming risk
and protect their careers through concise planning and
timely action, they examine career opportunities and
take initiative to attain their career development objec-
tives. Those who are not proactive, on the other hand,
are reactive and act on passive behaviors and attitudes;
they wait for changes to occur and falsely believe that
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career opportunities will appear on their doors; conse-
quently, they fall behind the success curve.

Thus, the current study has imperative contribution to
proactivity theory that individuals opting career crafting
actions will be succeeded in achieving both subjective
career success and perceived employability skills.

This study provides valuable empirical evidence that
enables organizations to retain and support valuable
human capital by enhancing employees’ core competen-
cies and appropriate skill sets, thereby obtaining a com-
petitive advantage. It is insightful for today’s managers
working in diverse and multicultural settings and pro-
vides information on how individuals can take respon-
sibility for their career development and ensure the
sustainability of their careers.

It is crucial to incorporate career crafting practices.
Facilitating employees’ career development and career
satisfaction may appear to be a challenge for organiza-
tions [22], but it is emphasized that organizations should
choose a people-oriented approach over an authoritarian
one [23]. In this way, organizations will be able to recruit
and retain talented and skilled employees, however, the
career choices that individuals make can have an adverse
impact on the organization’s ability to attract and retain
new talent as well as employees’ performance [56].

Moreover, professionals from a variety of disciplines
and workplaces can obtain enlightening information
regarding the various career aspects. They are able to
implement effective strategies, such as participating in
proactive career behaviors, such as networking, enhanc-
ing work-related abilities, and consistently searching for
career development opportunities. When employees
make informed decisions and invest in their personal
and professional development, they attain career success.
Individuals must independently craft their professions to
achieve success [54].

This empirical research aids career practitioners and
academicians for practical applications and provides
guidance for organizations to develop strategies to sup-
port employees’ career planning that is aligned with their
visions and objectives. Career crafting research will ena-
ble organizations to improve their employability strate-
gies, particularly in the post-COVID-19 era, when job
security is tenuous [31]. Additionally, the research high-
lights employability skills that can be extremely beneficial
for obtaining or retaining employment.

Employers are advised to include a career develop-
ment component in their HR framework in order to cre-
ate a friendly environment for their employees, as career
development reduces negative outcomes such as under-
employment and promotes positive outcomes such as
increased employability skills and employee engagement
[6].
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When employees attain a high level of subjective career
success, they will experience high levels of job motiva-
tion, goal achievement, and self-confidence [1], which
will increase their productivity. Organizations must
consider the career satisfaction of their employees by
providing opportunities for career reflection and goal
attainment. Employers invested few resources in employ-
ees with inadequate capabilities [131], but in today’s
competitive and ever-changing work environment,
organizations must develop customized and sustainable
solutions (career plans) for their employees in order to
retain their loyalty and motivation.

Lastly, Kuvaas [116] posits that organizations can assist
their employees in developing their work-related com-
petencies by incorporating HR practices [9] which assert
that the improvement of these competencies can become
a crucial element of performance evaluation or con-
nected to an organization’s planning for the career devel-
opment of its employees, reflecting their commitment
and career satisfaction. Practitioners and HR policymak-
ers should amend employee-oriented organization poli-
cies, such as considering and meeting employees’ career
needs assessment and requirements.

Limitations and future research directions

The study guides readers and researchers to new empiri-
cal findings regarding career crafting and significant
career outcomes; nevertheless, some limitations in the
current study are highlighted.

First, the research was conducted among profession-
als employed in various fields as suggested by Tims and
Akkermans [162], and future researchers might select
professionals from a specific field or industry, such as
the education sector or the sector of non-governmental
organizations.

Second, it was assumed that job autonomy may moder-
ate the positive association between career crafting and
subjective career success and similarly it may moderate
the positive relationship of career crafting and perceived
employability. But in this research context and geograph-
ical and cultural setting this assumption is not supported
empirically. This can be explored in the future research
to comprehend the unknown factors which led to this
result.

The current study did not undertake the relation-
ship of mediating variable with the study variables,
and future research may consider the mediating vari-
ables into account to understand the dynamic nature of
career crafting [162]. Career shocks is one of the contex-
tual variables which may influence the study outcomes
[151]. Resilience and adoptability may also be studied
in addition to career shocks in career studies because
some employees may leave career crafting behaviors,
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while others may continue it. Additionally, other essen-
tial contextual variables can be included in the study, for
instance, the role co-worker support or the role of sup-
posal support which can help in enhancing proactive
behaviors. The researchers may choose these contextual
variables in the career crafting study.

Conclusion

Individuals make numerous significant career-related
decisions over the course of their lives, during which they
must maintain and improve their career competencies
and sustainability to attain career identity, adoptability,
and overall career success. The process of career crafting
holds great importance in terms of nurturing both pro-
fessional and personal development, enhancing job satis-
faction, and achieving career success.

The main goal of this study was to explore the relation-
ship of career crafting, subjective career success and per-
ceived employability in Pakistan, Additionally, the study
aimed at examining the moderating effect of job auton-
omy on the relationship between career crafting, sub-
jective career success, and perceived employability. The
results indicate that career crafting and job autonomy
has significant and positive relationships with perceived
employability and subjective career success. The study
supported the proactive behavior theory of Crant [47].
Further, it provides comprehensive insights to under-
stand career crafting mechanisms and dynamics for
making correct career-related decisions. The empirical
findings of the present study indicate that career craft-
ing plays a significant role in attaining high employability
skills and increased subjective career success.
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