


CRAFTING EMPLOYEE WORK-LIFE BALANCE  i 
 

Acknowledgements 

 I would like to thank the two healthcare organizations who agreed to participate in 

this research as well as the specific participants who were involved. I also want to thank 

the Psychology Department at the University of Minnesota Duluth for awarding me with 

funding that supported this research. Without any of you, this paper would not have been 

possible. 

At 17 years old, I knew I wanted to study I/O psychology. Between then and now, 

I have so many to thank who have helped me to get to this point in my career as I 

complete my master’s research project. First, I offer my biggest “thank you” to my family 

who have supported me and always believed in me and my goals. Thank you all for 

always taking an interest in my education and career goals. Also, to my cohort and 

roommate who encouraged me to challenge myself but also offered me welcomed 

distractions.  

A special thank you to my committee members: Dr. Mallory McCord and Dr. 

Ekaterina Elgayeva. Thank you for devoting your time and expertise to make this paper 

the best it could be.  

Thank you to Central Michigan University, the Honors College, and the 

supportive faculty for investing your time and energies into me and my future. Most 

importantly, to my undergraduate advisor Dr. Matthew Prewett, thank you for giving me 

the opportunity to gain research experience and find my first love of the field: feedback 

interventions. I appreciate all of your help as I searched for the graduate program that 



CRAFTING EMPLOYEE WORK-LIFE BALANCE  ii 
 

best fit my needs and for your continued support following my graduation from Central 

Michigan University. 

 Lastly, thank you to my current advisor, Dr. Julie Slowiak, for helping me to find 

my two new loves: work-life balance and job crafting interventions. With your 

dedication, I am now a better writer, researcher, and future I/O practitioner. Thank you 

for modeling and encouraging a positive wellbeing and always being someone who I 

could go to when I needed to talk. Your direction, encouragement, and positive, 

constructive feedback have made this manuscript what it is today.  

  



CRAFTING EMPLOYEE WORK-LIFE BALANCE  iii 
 

Abstract 

In 2019, the Society for Industrial and Organizational Psychology identified work-life 

balance interventions as one of the top 10 workplace trends (SIOP Administrative Office, 

2019). No known research has been conducted using job crafting as an intervention to 

improve work-life balance. As a result, the current project seeks to contribute to scientific 

literature in producing additional findings about how job crafting may benefit employee 

work-life balance. The importance of supportive supervisory behaviors was also analyzed 

as it has been shown to encourage employee utilization of job crafting (e.g., Kim & 

Beehr, 2018; Wang et al., 2016) and improve perceptions of work-life balance (e.g., 

Hammer et al., 2009; McMullan et al., 2018). A quasi-experimental design was 

conducted to assess the effectiveness of the Crafting Work-Life Balance intervention on 

improving work-life balance among healthcare professionals. The intervention included 

general education about work-life balance, job crafting, goal-setting to identify specific 

job crafting actions, and accountability. Perceptions of work-life balance were 

hypothesized to improve with increased levels of job crafting following the intervention. 

Supportive leader behaviors of work-life balance were also expected to have a positive 

relationship with job crafting efforts to improve of work-life balance. Findings from the 

present study did not support the expected relationship between job crafting and work-life 

balance. However, these findings support the need for further research on the causal 

relationship between job crafting interventions and work-life balance. Until then, 

practitioners should be cautious when using job crafting to directly improve work-life 

balance. 

Key Words: job crafting intervention, work-life balance, leader support, goal setting 
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Evaluating the Effects of a Job Crafting Intervention on Employee Work-Life 

Balance 

Negative effects on employee levels of satisfaction and stress commonly occur 

when conflict arises between the roles of the work and nonwork domains (Allen et al., 

2000). In 2016, employers and employees identified work-life stress as one of the top six 

sources of stress (Willis Towers Watson, 2016). High levels of work-life stress or 

imbalance may lead to inadequate sleep, alcohol and fast-food consumption, low physical 

activity, smoking, decreased performance, decreased safety, and increased absenteeism 

(Ganster et al., 2014). 

Work-life balance seeks to mitigate the negative effects of work-life stress 

outlined above in ways that are beneficial to organizations and individuals. For purposes 

of this study, work-life balance was defined as “one’s ability to achieve and maintain a 

‘balance’ or equilibrium between one’s paid work and life outside work, whatever ‘life’ 

involves for the individual” (Smeltzer et al., 2016, p. 6). This definition allowed for a 

personal interpretation of what one’s life/nonwork consists of, such as unpaid work, 

education, and leisure (Özbilgin et al., 2011), not limiting it to those who identify 

children, spouses, or families as their lives. In an integrative review, Sirgy and Lee 

(2018) identified three categories as outcomes of work-life balance: work-related 

outcomes (e.g., high job performance, high organizational commitment), nonwork-related 

outcomes (e.g., high life satisfaction, high leisure satisfaction, and low conflicts with 

family members), and stress-related outcomes (e.g., low emotional exhaustion, lower 

symptoms of illness).  
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Employees and organizational leaders can engage in specific behaviors that may 

have a positive impact on employees’ perceptions of work-life balance (e.g., Mazerolle et 

al., 2015; McMullan et al., 2018; Syrek et al., 2013). Job crafting is an individual-driven 

strategy in which employees at any level within an organization engage in behaviors to 

alter various elements of their work in order to improve job resources and reduce 

hindering job demands (e.g., Petrou et al., 2016; Tims et al., 2012). Yepes-Baldo et al. 

(2018) found a positive relationship between job crafting and subjective wellbeing, which 

is characterized by experiencing satisfaction of work and nonwork domains, life 

satisfaction, pleasant affect, and unpleasant affect (Lucas & Diener, 2009). Given support 

for the use of job crafting to improve wellbeing (Tims et al., 2013), and the positive 

association between wellbeing and work-life balance (Fouché & Martindale, 2011), job 

crafting efforts and increased work-life balance may lead to such indicators of subjective 

wellbeing. Job crafting can also be encouraged and supported by organizational leaders 

through implementing a work climate of trust, openness, and support (Wang et al., 2016). 

Additional methods leaders may exhibit to support the use of job crafting are raising 

identification with the organization and developing employee resources. Organizational 

identification can be increased through sharing the organization’s missions, goals, and 

values and explaining the role employees have in accomplishing these (Wang et al., 

2016). 

Supportive leader behaviors are also expected to benefit employee work-life 

balance. Thompson et al. (1999) found that managerial support leading to a supportive 

work-family culture was related to higher levels of work-family benefit use, higher 

commitment to the organization and intention to stay, and lower levels of work-family 



CRAFTING EMPLOYEE WORK-LIFE BALANCE  3 
 

conflict (i.e., higher work-life balance). A work-family culture is the extent in which an 

organization’s values and ideas support the integration of work and nonwork lives by its 

employees (Thompson et al., 1999). Mazerolle et al. (2015) concluded that athletic 

trainers with supervisors who were supportive of work-life balance (e.g., modeled work-

life balance, encouraged taking time away from work for nonwork obligations) more 

often had greater levels of job satisfaction, greater commitment to the organization, and 

fewer concerns with work-life balance and burnout. Given the current study was 

conducted with employees in a clinical setting, the findings related to the benefit of 

supportive supervisor behaviors on work-life balance of athletic trainers provide support 

for similar findings among this study’s sample of physical therapists and related 

occupations.   

The primary objective of the current project was to evaluate the effectiveness of a 

job crafting intervention focused on specific actions that employees can take to manage 

and improve their work-life balance. The relationship between supportive leader 

behaviors and employee engagement in job crafting behaviors to improve employee 

work-life balance was also analyzed. The findings of the present study contribute to the 

literature by demonstrating techniques employees may use from introducing the effects a 

job crafting intervention has on work-life balance as no other known research utilized a 

job crafting intervention to improve work-life balance. The assessment of the importance 

of supportive leader behaviors in attaining work-life balance also contributes by 

identifying recommendations for how supervisors may positively impact the work-life 

balance of their employees. 
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Job Demands-Resources Model 

The job demands-resources (JD-R) model proposes that the social, psychological, 

physical, and organizational aspects of a job may be classified as either resources or 

demands. The JD-R model lays the theoretical groundwork for this study as the job 

crafting is proposed as one avenue to reducing hindering demands while increasing 

resources (Tims et al., 2012), thereby enhancing personal development through finding a 

balance between work and nonwork domains. Resources may help to achieve work goals, 

reduce demands and their costs, or stimulate growth while demands require skills or 

effort often leading to costs (Bakker & Demerouti, 2007). Two processes suggested by 

the JD-R model are the health impairment process and motivational process (Bakker & 

Demerouti, 2007). The health impairment process is characterized by overwhelming job 

demands (e.g., inter-role conflict, time constraints, emotional demands) that exhaust a 

worker’s mental, emotional, and physical resources, causing a lack of energy and 

consequential impairment of one’s health (Bakker & Demerouti, 2007). In contrast, the 

motivational process fosters high performance, high work engagement, and low levels of 

cynicism as employees are driven by the internal and external motivations and the 

rewards that follow (Bakker & Demerouti, 2007). According to Gordon et al. (2018) the 

probability of attaining one’s goal is best when demands and resources are high, and the 

high demands are manageable. 

Job Crafting 

Employees often do not possess the resources to achieve work-life balance, 

making reductions in stress and other negative consequences of work-life conflict 

difficult to achieve. However, employees may be able to make small tweaks to their job 
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through the use of job crafting to increase resources and reduce hindering demands that 

support their wellbeing. Wrzesniewski and Dutton (2001) originally defined job 

crafting—an approach to job redesign—as “the physical and cognitive changes 

individuals make in the task or relational boundaries of their work” (p. 179). Within the 

literature, task crafting, relational crafting, and cognitive crafting were identified as the 

three primary techniques of job crafting. Task crafting consists of altering the scope or 

nature of tasks and taking on additional tasks; relational crafting consists of altering the 

extent or nature of relationships or establishing more relationships; and cognitive crafting 

consists of reframing one’s perception of the job as a meaningful whole as opposed to 

containing multiple, separate tasks (Berg et al., 2010).  

Tims et al. (2012) suggested four dimensions of job crafting based on the JD-R 

model: increasing structural job resources, increasing social job resources, decreasing 

hindering job demands, and increasing challenging job demands. Structural job resources 

refer to autonomy and development opportunities; social job resources entail coaching 

behaviors by supervisors and feedback (Tims et al., 2012). Hindering demands 

overwhelm (e.g., role overload, role ambiguity); challenging demands stimulate (e.g., job 

complexity, job responsibilities). In contrast to the JD-R model, challenging demands—

despite the additional strain caused—may also be motivating by stimulating growth in 

knowledge and skills (Tims et al., 2012). Previous literature has identified that, while 

Tims et al. (2012) and Wrzesniewski and Dutton (2001) approach job crafting in different 

ways, these conceptualizations each lead to the same desirable outcomes (e.g., 

psychological wellbeing, work engagement, job satisfaction; Zhang & Parker, 2018).  
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Factors Influencing Job Crafting 

Antecedents of Job Crafting 

Behavioral learning theory looks at present and past environmental influences 

(e.g., learning history, antecedents, and consequences) to predict an individual’s behavior 

(Haleblian & Finkelstein, 1999). Antecedents that may be necessary or useful as prompts 

for job crafting include a supervisor or coworker modeling the use of job crafting and 

experiencing positive outcomes, a flexible work environment, and workplace policies that 

encourage workers to be independent or creative in their work. Current difficulties that an 

employee is experiencing (e.g., difficulty completing work tasks, struggling with personal 

wellbeing because of work) may also serve as antecedents of job crafting, resulting in a 

desire to make a change. Lastly, an individual’s ability to make decisions based on 

opportunities to achieve their goals and values, indicative of possessing psychological 

flexibility, may serve as an antecedent for job crafting (Bond et al., 2013). Psychological 

flexibility is “the ability to contact the present moment more fully as a conscious human 

being, and to change or persist in behavior when doing so serves valued ends” (Hayes et 

al., 2006, p. 7). Psychological flexibility is positively related to job motivation and job 

control (Bond et al., 2008). Therefore, individuals with higher levels of psychological 

flexibility may be more likely to craft their jobs to achieve desired outcomes, such as task 

or performance goals. Antecedents of job crafting are important to consider as these 

variables may provide insight related to the frequency in which individual employees 

engage in various job crafting behaviors.  
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Consequences of Job Crafting 

Consequences of behavior may be positive or negative and therefore increase or 

decrease the probability of engaging in the same or similar behavior in the future. In 

operant conditioning, consequences that increase behavior are referred to as positive or 

negative reinforcers, while consequences that decrease behavior are referred to as 

penalties or punishers (Skinner, 1990). Job crafting behaviors may be reinforced by 

consequences such as receiving positive feedback from others, experiencing greater 

wellbeing through healthy sleep and eating habits and self-care, meeting work goals, and 

being held accountable. Accountability, in particular, is identified as a method to increase 

task performance (Davis et al., 2007). Job crafting behaviors may be reinforced by 

increasing challenge demands that lead to professional growth, a reduction of hindrance 

demands that prevent productivity, and an increase in social and structural resources (e.g., 

social support, time to complete tasks, and feedback). 

In contrast, consequences that may serve as punishers and decrease the likelihood 

of continuing to utilize job crafting include negative feedback from others, decreased 

flexibility in the way work is completed, and continued decreases in perceived work-life 

balance, wellbeing, and performance. Workers may also experience difficulty or refrain 

from job crafting when a deadline is approaching, causing them to stay at work later or 

bring work home.  

An accountability component was included in the current project’s job crafting 

intervention to influence engagement in job crafting behaviors. While naturally-occurring 

antecedents and consequences are out of the control of a researcher, accountability can be 

programmed into a behavior change intervention. Not only does it serve as a prompt for 
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future engagement in the behavior, but accountability also serves as a consequence. 

Individuals are able to self-assess their behavior and are able to evaluate whether they are 

making progress toward desired outcomes; in this case, improved work-life balance. 

Values-Aligned Goal Setting 

Goals are defined as “consequences of action that can be obtained or finished,” 

while values are defined as “qualities intrinsic to action that can be instantiated but not 

obtained or finished” (Chase et al., 2013, p. 79). Values clarification has been shown to 

be an effective precursor to goal setting (Chase et al., 2013). Goal-setting theory asserts 

that goal commitment is positively related to performance (Locke & Latham, 2002); 

values-aligned goal setting may be one strategy to increase goal commitment. 

Psychological flexibility may also benefit goal attainment as it acts as a way to be fully 

conscious in events, modifying one’s behavior as needed to benefit one’s values or reach 

goals (Hayes et al., 2006). In the Crafting Work-Life Balance intervention developed for 

this project, employees were invited to participate in a values clarification exercise and 

asked to create values-aligned goals and to commit to performing specific job crafting 

behaviors aligned with those goals.  

Supportive Leader Behaviors 

Leaders possess the ability to produce a substantial impact on the career success 

of their employees (Kim & Beehr, 2018), and therefore offer substantial learning 

opportunities for employees with regard to the way they model the use of job crafting 

strategies to foster work-life balance. Leaders may promote work-life balance by 

exhibiting valuable behaviors for their employees such as, modeling work-life balance as 

a priority in their life through time management (Mazerolle et al., 2015), considering 
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employee needs, strengthening employees’ abilities to handle time pressure in work tasks 

(Syrek et al., 2013), providing emotional support of wellbeing, lending instrumental 

support, and creatively assisting in managing demands of work and nonwork for 

employees (Hammer et al., 2009), and empowering subordinates to design their own 

work and to participate in decision-making (Kim & Beehr, 2018).  Positive feedback 

(Wang et al., 2016) and rearranging workloads to improve work and nonwork 

management (McMullen et al., 2018) may also heighten employee personal resources, 

such as a sense of self-efficacy. 

Given that the presence of a supportive leader may influence employee 

engagement in job crafting behaviors, this factor was evaluated in the current study. It is 

possible that this variable may produce individual differences in the frequency of job 

crafting, beyond the impact of the Crafting Work-Life Balance intervention. 

The Current Project 

Job crafting is expected to enhance employee wellbeing and positively influence 

perceptions of work-life balance. Sturges’ (2012) findings suggested that using multiple 

job crafting strategies may lead to improved work-life balance, and similar results were 

expected in the current project when assessing the perceptions of work-life balance 

before and after the Crafting Work-Life Balance intervention. Setting value-aligned goals 

to improve work-life balance through job crafting was also anticipated to increase the 

likelihood of goal achievement through increased goal commitment. Similarly, weekly, 

survey-based check-ins were expected to reinforce employee engagement in job crafting 

behaviors via eliciting a sense of goal accountability. In relation to the JD-R model, an 

individual may be motivated to optimize their demands and resources to accomplish their 
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multi-domain balance if their goal is to improve their work-life balance. Taken together, 

previous findings on job crafting applied to work-life balance, values-based goal setting, 

and accountability led to the following hypotheses: 

Hypothesis 1: Participants would engage in higher levels of job crafting behavior 

after participating in the Crafting Work-Life Balance intervention (T2) and maintain 

increased levels of job crafting at follow-up (T3). 

Hypothesis 2: Increased levels of job crafting behavior would be positively 

related to improved perceptions of work-life balance after participating in the Crafting 

Work-Life Balance intervention (T2) and at follow-up (T3).   

Leader support has been supported as crucial to perceptions of work-life balance 

(e.g., Hammer et al., 2009; McMullan et al., 2018). If a supervisor is supportive of 

employees’ ability to enhance work-life balance, it seems reasonable to expect that 

engaging job crafting behaviors to improve work-life balance would be supported as 

well. Therefore, the final hypothesis evaluated in the current study was: 

Hypothesis 3: Higher levels of perceived leader support for work-life balance 

would be positively related to job crafting behavior aimed at work-life balance after 

participating in the Crafting Work-Life Balance intervention (T2) and at follow-up (T3). 

Method 

Participants and Setting 

Employees of two healthcare organizations in the Midwestern United States were 

invited to participate in this project; one organization served as the experimental site and 

the other serving as a comparison/control site. One Director and the CEO at the 

experimental site expressed interest in the project as a way to improve work-life balance 
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of staff members in the Physical Rehabilitation Services department. Participants were 

recruited across 24 locations, and approximately 125 staff members were invited to 

participate. Participation was voluntary, and the final sample of participants in the 

experimental group consisted of 12 employees who were physical therapists and 

managers. 

Employees of a similar organization in the midwestern United States with satellite 

locations served as a control group to evaluate the effectiveness of the intervention. In 

this organization, approximately 100 physical therapy and support staff members were 

invited to participate. A sample of 28 employees participated and included physical 

therapists, occupational therapists, speech therapists, a physical therapist assistant, and 

clerical/administrative support staff. 

Data collection occurred over a period of approximately three months and began 

following approval from administration of both organizations, the University of 

Minnesota’s Institutional Review Board, and the Institutional Review Board of the 

healthcare organization that served as the control site for this project.  

Experimental Design 

 This project used a convenience sampling method and a quasi-experimental 

design with pre-intervention, post-intervention, and follow-up measures. The collection 

of measures over time allowed for assessment of both the immediate and sustained 

effectiveness of the Crafting Work-Life Balance intervention on job crafting behavior 

and participant perceptions of work-life balance. A second organization was utilized to 

eliminate risking contamination effects that may occur by only using one organization. 

Other research on job crafting interventions similarly avoided contamination effects by 
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creating control and intervention groups according to those working in different 

organizations or departments (e.g., Demerouti et al., 2017; Van Wingerden et al., 2016; 

Van Wingerden et al., 2017a; Van Wingerden et al., 2017b).  

Procedure 

A pre-study questionnaire was distributed to participants in the experimental 

group prior to the first intervention meeting (T1) to collect demographic information 

(e.g., age, sex, employee position) and measure the baseline levels of work-life balance, 

job crafting, leader support, and psychological flexibility. Responses to each of these 

measures, including demographic data, were collected again one month following the 

second intervention meeting (T2), and as a follow-up, two months after the second 

intervention meeting (T3). Demographic data was collected each time because changes, 

such as in position and salary, may take place during the three months of data collection, 

influencing job crafting efforts and work-life balance.  

The same measures were distributed to participants in the control group following 

the same schedule for the experimental group described above. Responses from these 

participants were used to evaluate group differences based on participation in the Crafting 

Work-Life Balance intervention. 

While the pre-study questionnaire may have been susceptible to testing confounds 

such that the pre-study questionnaire responses at T1 may influence responses collected 

at T2 and T3 utilizing the same questionnaires (i.e. post-study, follow up), baseline 

measures among participants were compared and used to assess the effectiveness of the 

intervention. The time lags between data collection may have alleviated this issue, as 

there was approximately one month between each assessment. Participant responses at 
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time points (T1, T2, and T3) were matched by asking participants to provide their email 

address at the beginning of each questionnaire. Each email address was replaced with an 

identification code unrelated to the email address following data collection and before 

data analysis in order to remove participant-identifying information. 

The first intervention meeting took place approximately one week after the pre-

study data was collected (T1), and the second intervention meeting occurred 

approximately two weeks later. Starting the week following the first intervention 

meeting, participants were contacted via email weekly as a form of accountability to 

evaluate progress toward work-life balance goals via job crafting behaviors. The email 

provided a survey link hosted by Qualtrics (a data collection software). Participants 

responded to quantitative and qualitative questions to assess how current job crafting 

efforts were helping to achieve their goals and whether participants perceived any 

differences in work-life balance since the week prior (see Appendix B for the 

accountability survey). To reduce the likelihood of respondent fatigue, the accountability 

survey prompt was limited to five questions per week. Participants in the control group 

did not receive the weekly accountability surveys. 

Weekly accountability surveys ceased one month following the second 

intervention meeting when the post-intervention (T2) data was collected. A follow-up 

assessment (T3) occurred one month after post-intervention data was collected, allowing 

for evaluation of whether job crafting behaviors to support work-life balance maintained 

after the cessation of weekly accountability surveys. 
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Intervention (Crafting Work-Life Balance Meetings)  

The Crafting Work-Life Balance intervention consisted of two meetings. During 

the first meeting, the researcher provided a broad definition of work-life balance, based 

on current literature, as well as an overview of three types of job crafting (i.e., task, 

relational, and cognitive). Participants were given examples of how each type of crafting 

may be used in one’s work to support work-life balance. These definitions and examples 

were also provided in a self-developed workbook to standardize the guidelines of what it 

means to have work-life balance and how to effectively job craft. The Work-Life Balance 

Workshop workbook is in Appendix A. 

Then, the researcher facilitated discussion on ways in which employees currently 

craft their jobs in a way to enhance work-life balance. Following a large group 

discussion, the researcher guided participants through a series of activities outlined in the 

workbook. These activities included reflecting on what work-life balance means to them, 

identifying values related to work-life balance, developing SMART (Specific, 

Meaningful, Active, Realistic, and Time-Framed) goals (Forsyth & Eifert, 2016) to craft 

work-life balance, and identifying specific actions to take over the next two weeks to 

work toward their goals. 

During the second meeting, employees reviewed the goals they set in the first 

meeting. Job crafting techniques implemented since the previous meeting were shared as 

a large group to identify and discuss any job crafting strategies that have and have not 

worked well as a way to help staff members in similar positions explore beneficial job 

crafting techniques they may not have otherwise considered. Questions and clarifications 

were also addressed at this meeting. Afterward, previously identified goals and/or job 
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crafting strategies serving as an action plan to attain employee goals were modified as 

needed to facilitate better work-life balance. Questions prompted at the meetings are 

listed in Appendix C.  

Primary Outcomes 

Job Crafting: Resources and Demands 

The Job Crafting Scale (JCS; Tims, et al., 2012) measures job crafting by 

evaluating the presence of increasing and decreasing demands and resources in the 

workplace. This 21-item scale evaluates the extent to which individuals engage in 

behaviors within four dimensions: increasing structural job resources (Items 1-5), 

decreasing hindering job demands (Items 6-11), increasing social resources (Items 12-

16), and increasing challenging job demands (Items 17-21). Items were assessed with a 

five-point Likert-type scale, ranging from strongly disagree (1) to strongly agree (5). 

Sample items included “I make sure that my work is mentally less intense” and “If there 

are new developments, I am one of the first to learn about them and try them out” (Items 

6 and 18, respectively; Appendix D).  

To reduce the possibility of demand characteristics, the factor headings (i.e., 

increasing structural job resources, decreasing hindering job demands, increasing social 

job resources, and increasing challenging job demands) were removed, so only the items 

on the scale are shown. Cronbach’s alpha values were computed in the current study for 

each of the four factors and the overall scale: increasing structural job resources (α = .52), 

decreasing hindering job demands (α = .95), increasing social job resources (α = .90), and 

increasing challenging job demands (α = .75), overall scale (α = 84).  
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Job Crafting: Techniques  

The Job Crafting Questionnaire (JCQ; Slemp & Vella-Brodrick, 2013) assesses 

the frequency of different techniques utilized when crafting one’s job. The scale consists 

of 15 items with five (Items 1-5) evaluating task crafting, six (Items 5-10) evaluating 

cognitive crafting, and five (Items 11-15) evaluating relational crafting. Each of the items 

were rated on a 6-point Likert-type scale, ranging from hardly ever (1) and very often (6). 

Items on the scale question how often the worker currently “change[s] the scope or types 

of tasks that you complete at work,” “think[s] about how your job gives your life 

purpose,” and “choose[s] to mentor new employees (officially or unofficially)” (Items 2, 

6, and 14, respectively; Appendix E).  

Cronbach’s alpha values were computed in the current study for each of the 

subscales and the overall scale: task crafting (α = .95), cognitive crafting (α = .97), 

relational crafting (α = .94), and the overall scale (α = .98).  

Work-Life Balance  

Work-life balance was evaluated with the Work/Life Balance Self-Assessment 

Scale (Smeltzer et al., 2016). The items on the scale evaluate personal life interfering 

with work (Items 4, 6, 9, and 11), work interfering with personal life (Items 1, 2, 5, 7, 8, 

10, 12, 14, and 15), and work/personal life enhancement (Items 1, 3, 13, and 15). The 15-

item scale was rated using a seven-point Likert-type scale, ranging from not at all (1) to 

all the time (7). Items on the scale are representative of dissatisfaction with work-life 

balance (Item 8: “My personal life suffers because of my work”) and satisfaction with 

work-life balance (Item 14: “I am happy with the amount of time for non-work 

activities”) (Appendix F). When interpreting the means to item responses in the scale, 
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higher item means indicate experiencing the situation more frequently, aligning with 

lower levels of work-life balance.  

Smeltzer et al. (2016) asked participants to indicate the frequency in which they 

engaged in the behaviors over the past three months; for the purposes of this project, 

participants were instructed to indicate their frequency of each behavior over the past 

month. Cronbach’s alpha values were computed in the current study for each of the 

subscales and the overall scale: work interference with personal life (α = .96), personal 

life interference with work (α = .89), work/personal life enhancement (α = .95), and the 

overall scale (α = .97).  

Secondary Outcomes 

Leader Support  

Perceptions of leader support were also evaluated with the Family Supportive 

Supervisor Behaviors Scale (FSSB; Hammer et al., 2009). The scale assesses emotional 

support (Items 1-4), instrumental support (Items 5-7), role model behaviors (Items 8-10), 

and creative work-family management (Items 11-14) by leaders. The 14 items were rated 

on a five-point Likert-type scale, strongly disagree (1) to strongly agree (5). Two 

example items on the scale were “My supervisor works effectively with workers to 

creatively solve conflicts between work and nonwork” and “My supervisor is a good role 

model for work and nonwork balance” (Items 7 and 8, respectively; Appendix G).  

To reduce the possibility of demand characteristics, the scale factor headings 

(emotional support, instrumental support, role model, and creative work-family 

management) were not included; only the scale items were listed. Cronbach’s alpha 

values were computed in the current study for each of the subscales and the overall scale: 
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emotional support (α = .95), instrumental support (α = .91), role model behaviors (α = 

.95), creative work-family management by leaders (α = .94), and the overall scale (α = 

.98). 

Psychological Flexibility  

Psychological flexibility was assessed within the context of the workplace as an 

exploratory variable using the seven-item Work-Related Acceptance and Action 

Questionnaire (WAAQ; Bond et al., 2013). Each item was rated on a seven-point Likert-

type scale, never true (1) to always true (7). Example items include “Worries do not get 

in the way of my success” and “I can work effectively, even when I doubt myself” (Items 

4 and 6, respectively; Appendix H). Cronbach’s alpha was computed in the current study 

for the overall scale (α = .97).  

Demographics 

 Aligning with demographic data collected in job crafting and work-life balance 

literature, this project collected data concerning participants’ age, gender, average 

number of hours worked each week, income, education, marital status, job rank/position, 

caregiver status, and presence of children in household (Appendix I). 

Manipulation Check of the Intervention 

As a manipulation check, it was expected that the scores on job crafting and 

work-life balance would be higher on the post-study and follow-up measures compared to 

the pre-study measures. Progress toward job crafting goals were also evaluated from 

responses to the weekly accountability survey. An increase in scores across time would 

show support for the effectiveness of the intervention. Evaluating participants’ 

understanding of job crafting material covered during the workshop and in the participant 
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workbook also served as a manipulation check. Items were included on each of the 

questionnaires (T1, T2, and T3) asking the participant to both identify examples of job 

crafting strategies (e.g., seeking feedback from a supervisor) and discriminate between 

examples of different types of job crafting strategies (Appendix J). 

Results 

 While recruiting participants from the experimental site, technological difficulties 

occurred with the scheduling program, limiting the participant sample. In addition, 11 of 

the 12 individuals who consented to participate attended both Crafting Work-Life 

Balance intervention meetings, further reducing the statistical power when running 

statistical analyses. Additional technical problems occurred during survey distribution at 

Time 1 for the experimental site as well as during the first two weeks when administering 

the accountability surveys. As a result, baseline data (T1) for the experimental site only 

comes from one participant; therefore, the effects of the Crafting Work-Life Balance 

intervention are inconclusive.  

 Job crafting was measured in two forms with the JCS composed of four 

dimensions based on the JD-R model (increasing structural job resources, increasing 

social job resources, decreasing hindering job demands, and increasing challenging job 

demands) and the JCQ rendered from Wrzesniewski and Dutton’s (2001) three job 

crafting techniques (task crafting, relational crafting, and cognitive crafting). Differences 

in employing job crafting as well as correlations between job crafting with work-life 

balance and family supportive supervisor behaviors were noticed between the two 

different conceptualizations. Hence, the tables below present findings as they relate to 

each form of job crafting. 
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Job Crafting Behavior 

 Hypothesis 1 stated that participants would engage in higher levels of job crafting 

behavior after participating in the Crafting Work-Life Balance intervention (T2) and 

maintain increased levels of job crafting at follow-up (T3). 

Job Crafting Questionnaire (JCQ)  

Because of the limited sample, changes in job crafting behaviors were evaluated 

based on mean differences across time and between groups. Responses to items on the 

JCQ indicated that cognitive crafting was used most in contrast to the other job crafting 

techniques across time. Participants’ responses also showed greater use of job crafting 

techniques across time in both the experimental and control groups. Two demonstrations 

of inconsistent increases in using job crafting techniques were revealed in the control 

group for task crafting and in the experimental group for cognitive crafting. Therefore, 

Hypothesis 1 is partially supported by the results from the JCQ with increases in job 

crafting demonstrated after the Crafting Work-Life Balance intervention and at follow-up 

(T3) as shown by overall JCQ scores as well as responses specific to the category of 

relational crafting. See Table 1 for means and standard deviations. 
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Job Crafting Scale (JCS)  

 The control group reported increases in job crafting measured with the JCS 

between T1 and T2 and reductions between T2 and T3 for all dimensions of job crafting 

except decreasing hindering demands. This same pattern appears in the experimental 

group for increasing challenging job demands and increasing social job demands. In 

contrast, increasing structural job demands consistently increased for the experimental 

group across time, and decreasing hindering job demands decreased between T1 and T2 

but increased between T2 and T3. Therefore, Hypothesis 1 is partially supported by 

scores on the JCS, with increases shown following participation in the Crafting Work-

Life Balance intervention for the dimensions of increasing challenging job demands, 

increasing social job resources, and increasing structural job resources as well as overall 

JCS scores. Scores on the dimension of increasing structural job resources continued to 

increase at follow-up (T3), but increasing challenging job demands, increasing social job 

resources, and overall JCS scores did not. See Table 2 for means and standard deviations. 

 

Work-Life Balance (WLB) 

Hypothesis 2 stated that increased levels of job crafting behavior would be 

positively related to improved perceptions of work-life balance after participating in the 

Crafting Work-Life Balance intervention (T2) and at follow-up (T3).   
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Smeltzer et al. (2016) note that when interpreting responses to the Work/Life 

Balance Self-Assessment Scale, lower scores indicate higher work-life balance, and 

higher scores indicate a greater imbalance. During data analysis, the negatively-phrased 

items were reverse-coded thereby making results easier to interpret and present to the 

reader. Therefore, higher scores represent higher work-life balance. Please refer to 

Appendix F to see the items that were reverse-coded (indicated in italics). 

Job Crafting Questionnaire (JCQ) 

Pearson’s r correlation analysis was used to assess the relationship between job 

crafting behavior and perceptions of work-life balance following the Crafting Work-Life 

Balance intervention. Using scores from the JCQ and Work/Life Balance Self-Assessment 

Scale, the analysis indicated one significant relationship exists between job crafting 

behaviors and perceptions of work-life balance at T2 [r(3) = .93, p = .02] but not at T3 

[r(2) = .60, p = .40]. Therefore, Hypothesis 2 was partially supported at T2 when job 

crafting behaviors are measured with the JCQ. Table 3 shows means, standard deviations, 

and correlations. 

 

Job Crafting Scale (JCS) 

Pearson’s r correlation analysis was used to assess the relationship between job 

crafting behavior and perceptions of work-life balance following the Crafting Work-Life 
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Balance intervention. Using scores from the JCS and Work/Life Balance Self-Assessment 

Scale, the analysis indicated that no significant relationship exists between job crafting 

behaviors and perceptions of work-life balance at T2 [r(3) = -.20, p = .74] or T3 [r(2) =   

-.10,  p = .90]. Therefore, Hypothesis 2 is not supported when job crafting behaviors are 

measured with the JCS. Refer to Table 4 for means, standard deviations, and correlations. 

 

Perceived Leader Support 

Hypothesis 3 stated that higher levels of perceived leader support for work-life 

balance would be positively related to job crafting behavior aimed at work-life balance 

after participating in the Crafting Work-Life Balance intervention (T2) and at follow-up 

(T3). 

Job Crafting Questionnaire (JCQ) 

Pearson’s r correlation analysis was used to assess the relationship between job 

crafting behaviors and perceptions of leader support for work-life balance following the 

Crafting Work-Life Balance intervention. Using scores from the JCQ and FSSB, the 

analysis indicated that no significant relationship exists between job crafting behaviors 

and perceptions of leader support for work-life balance at T2 [r(3) = .49, p = .40] or T3 

[r(2) = .37, p =.63]. These results do not support Hypothesis 3. Refer to Table 5 for 

means, standard deviations, and correlations. 
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Job Crafting Scale (JCS) 

Pearson’s r correlation analysis was used to assess the relationship between job 

crafting behaviors and perceptions of leader support for work-life balance following the 

Crafting Work-Life Balance intervention. Using scores from the JCS and FSSB, the 

analysis indicated that no significant relationship exists between job crafting behaviors 

and perceptions of leader support for work-life balance at T2 [r(3) = .03, p = .96] or T3 

[r(2) = .16, p =.84]. These results do not support Hypothesis 3. Refer to Table 6 for 

means, standard deviations, and correlations. 

 

Exploratory Analyses 

Goal Progress 

 Participants in the experimental group self-reported goal progress on the weekly 

accountability surveys. Participants were asked “How would you describe the progress 

you have made toward achieving your goal over the past seven days?” and rated goal 
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progress on a scale of no progress (1) to extreme progress (5). Lack of responses due to 

the technical issues previously referred to led to interpretation through means. Goal 

progress did not consistently increase or decrease over the six-week period during which 

the accountability surveys were distributed (see Table 7 for means and standard 

deviations). One notable observation is the increase of goal progress between T2 and T3, 

directly following the second workshop of the Crafting Work-Life Balance intervention. 

  

Work-Life Balance 

 Changes in perceptions of work-life balance were also gathered from participants 

in the experimental group on the weekly accountability surveys. Participants were asked 

“Over the past seven days, in contrast to previous weeks, my work-life balance has 

been…” and rated perceptions of work-life balance on a scale anchored from much worse 

(1) to much better (5). Lack of responses due to the technical issues previously referred to 

led to interpretation through means. Perceptions of work-life balance primarily increased 

over the six-week period during which the accountability surveys were distributed (see 

Table 8 for means and standard deviations). Similar to goal progress, an increase of 

perceptions of work-life balance was reported between T2 and T3.  
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Psychological Flexibility 

Pearson’s r correlation analysis was used to assess the relationship between job 

crafting behaviors and psychological flexibility as measured by the WAAQ. The analysis 

drew from responses from the experimental group and the control group during T1, T2, 

and T3. Using scores from the JCQ and WAAQ, the analysis indicated one significant 

relationship at T2 [r(15) = .56, p = .02] but not at T1 [r(27) =.34, p = .07] or T3 [r(14) = 

.02, p =.93]. Refer to Table 9 for means, standard deviations, and correlations. 

  

Pearson’s r correlation analysis was used to assess the relationship between job 

crafting behaviors and psychological flexibility as measured by the WAAQ. The analysis 

drew from responses from the experimental group and the control group during T1, T2, 

and T3. Using scores from the JCS and WAAQ, the analysis indicated no significant 

relationship existed at T1 [r(28) = -.05, p = .81], T2 [r(16) =.37, p = .14], or T3 [r(15) =  

-.27, p =.48]. Refer to Table 10 for means, standard deviations, and correlations. 
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Work-Life Balance and Perceived Leader Support 

 Previous literature identified that leader support may influence employee work 

life balance (e.g., Hammer et al., 2009; Kim & Beehr, 2018; Mazerolle et al., 2015; Syrek 

et al., 2013). The current study wanted to explore this relationship as it may have 

provided insight for the slight decreases observed in work-life balance over time 

regardless of job crafting intervention for the experimental group. No significant 

correlations were identified between FSSB and Work/Life Balance Self-Assessment Scale 

scores at T2 [r(3) = .73, p = .16] or T3 [r(2) = .95, p = .05]. Refer to Table 11 for means, 

standard deviations, and correlations.  

 

Discussion 

 The current study intended to extend the literature by introducing job crafting as 

an intervention to improve perceptions of work-life balance. Hypothesis 1 was partially 

supported with job crafting behavior increasing after the intervention (T2) and at follow-
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up (T3). Overall JCS scores and the dimensions increasing challenging job demands and 

increasing social job resources increased at T2 but not T3 while overall JCQ scores, and 

the dimensions relational crafting and increasing structural job resources increased at T2 

and T3.  

Hypothesis 2 received partial support with one significant positive relationship at 

T2 (but not at T3) when job crafting behaviors are measured with the JCQ. However, no 

significant correlations between work-life balance and job crafting were found when job 

crafting was measured with the JCS at T2 or T3. It should also be noted that work-life 

balance showed a positive relationship with job crafting with the JCQ across time and a 

negative relationship with job crafting with the JCS across time. With statistical 

significance impacted by the limited sample size, this relationship should be further 

explored with a larger sample. A significant positive relationship between work-life 

balance at T3 and job crafting at T2 was found when job crafting was measured with the 

JCQ (Table 3). This finding suggests there may be a delayed effect between job crafting 

and subsequent work-life balance. In this case, job crafting behaviors may have 

contributed to the decrease over time found in work-life balance. Another possible 

explanation for this decrease may be the decrease in perceived leader support between T2 

and T3 as reflected in Tables 5, 6, and 10. Therefore, perceived leader support may have 

a greater influence on work-life balance than job crafting and may provide rationale for 

why work-life balance decreased over time. The cease of weekly accountability check-ins 

may have also impacted subsequent work-life balance during follow-up (T3), providing 

yet another explanation for the decrease of work-life balance over time.  
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Support for Hypothesis 3 was not found as significant relationships between 

perceived leader support of work-life balance and job crafting behavior did not exist at 

T2 or T3 (Tables 5 and 6). However, the relationships were positive as expected. 

Therefore, the lack of significance may have been the result of the limited samples at T2 

(n=5) and T3 (n=4). Further exploration by replicating the current study may be 

warranted.  

Exploratory analyses showed that perceptions of work-life balance and goal 

progress were inconsistent across the six weeks of data collection (Tables 6 and 7). Each 

showed substantial increases between T2 and T3 on the accountability surveys, directly 

following the second intervention workshop meeting. Therefore, this may demonstrate a 

recency effect for participants in the experimental group. Psychological flexibility and 

job crafting were positively correlated at T1, T2, and T3, when job crafting was measured 

with the JCQ (Table 9). Job crafting behaviors (measured by the JCQ) did yield a 

significant positive correlation with psychological flexibility at T2 as expected. This 

supports the assertion that those who have greater psychological flexibility may be more 

likely to engage in job crafting as it relates to their goals and values of improving work-

life balance (Bond et al., 2013). However, it should also be noted that when job crafting 

was measured with the JCS  (Table 10), job crafting and psychological flexibility were 

only positively correlated at T2 and did not demonstrate any significant relationships with 

one another. Analyzing the relationship between perceived leader support and work-life 

balance in the current study also provided rationale concerning the changes of work-life 

balance over time. In future studies, perceived leader support should be analyzed as a 

moderator between job crafting and work-life balance.  
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Practical and Theoretical Implications 

 The current study contributed to theory in at least two ways. First, it provided 

some support for the effectiveness of the Crafting Employee Work-Life Balance 

intervention as evidenced by the increase in job crafting behaviors following the 

intervention as well by continued increase of some of these behaviors at follow-up (T3). 

The accountability component of the intervention also appeared to have a positive 

impact, particularly as some job crafting behaviors (i.e. increasing social job resources 

and overall JCS scores) were highest after the intervention when accountability surveys 

were distributed and then declined when the accountability check-ins ceased.  

The current study also gave insight into the usefulness of evaluating job crafting 

behaviors as defined by both Tims et al. (2012) and Wrzesniewski and Dutton (2001). 

After Zhang and Parker (2018) synthesized these two conceptualizations of job crafting, 

the current study looked to see if one was reportedly used more than the other. The 

results revealed that Wrzesniewski and Dutton’s (2001) conceptualization (assessed with 

the JCQ) was used more than Tims et al.’s (2012; assessed with the JCS). One 

explanation may be that the workshops used only one definition of job crafting to 

simplify the concept and chose to describe it with Wrezniewski and Dutton’s (2001) 

techniques of job crafting because it was the original use of the term job crafting. 

Therefore, familiarity with this perspective may have impacted the way job crafting was 

consciously and unconsciously used by the experimental group, as well as how they 

responded to items on the JCQ versus JCS. Interestingly, measuring behaviors of job 

with the JCQ showed to be positively correlated with work-life balance at T2 and T3 
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while measuring behaviors of job crafting with the JCS showed to be negatively 

correlated with work-life balance at T2 and T3.  

Under the definition by Tims et al. (2012), increasing structural job resources was 

the most utilized techniques of job crafting, while cognitive crafting was the most utilized 

under Wrezniewski and Dutton’s (2001) definition. One explanation as to why cognitive 

crafting was more advantageous for the samples in the current study is the nature of their 

constrained jobs in which they may have limited opportunities to craft their behaviors 

(Zhang & Parker, 2018). If it would not be an overload of information, it may be 

beneficial to instruct a sample on both forms job crafting methodologies and see how that 

effects their use of job crafting and subsequent work-life balance. Alternatively, one 

might design a study with three groups, in which one sample may learn about job crafting 

using Wrzesniewski and Dutton’s (2001) definition, a second sample may learn about job 

crafting using Tims et al.’s (2012) definition, and a third sample may serve as a control. 

While a causal relationship cannot be supported from the findings of this study, 

results did indicate that leader support decreased along with work-life balance despite an 

increase in job crafting behaviors. Therefore, the role of a leader and their support should 

be considered if replicating this study, conducting a similar experiment, or if trying to 

instruct job crafting into an organization. Leader support may impact an employee’s 

work-life balance greater than job crafting behaviors can, such as through not providing 

adequate resources (e.g., task variation, opportunity to work in a team) that can benefit an 

individual when trying to craft various elements of their work.  
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Limitations and Future Directions 

Sample Size 

One of the greatest limitations of the current study was its sample size, yielding 

11 participants in the Crafting Work-Life Balance intervention and 28 from the control 

site. One reason the sample size was likely limited in the experimental site was the 

presence of technological difficulties. During the week-long recruitment period, the 

experimental site’s online scheduling system was not working properly. As a result, many 

of those invited to participate did not know their schedules in time for the deadline to sign 

up. Once this was communicated, the deadline was extended three days, and three more 

employees were able to participate. In contrast to the week-long recruitment period 

offered in the current study, future studies should consider making the recruitment period 

at least two weeks long to mitigate this potential issue and reduce the effects of any 

technological issues. 

Data collection and the intervention meetings took place in the summer, and this 

may have also limited the number of employees available to participate at each site. 

Many employees tend to go on vacation and be away from the office during this time of 

year. Therefore, future studies should consider leading such an intervention and 

collecting data at points in which employees are less likely to take time off.  

Survey Distribution 

 At the beginning of data collection (T1 and the first two accountability surveys), 

participants from the experimental site who signed up for the study with their work e-

mail were not receiving the e-mails from the survey distribution site. One explanation for 

this may have been the high security of their work e-mails. This limited each of these 
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surveys to one response each before the problem was identified. The survey distributor’s 

customer service was contacted, and they explained all e-mails appeared to be sent 

successfully. Therefore, there was nothing they could do to resolve the issue. While the 

IT department for the experimental site was contacted, they were not able to fix the 

problem. Subsequent e-mails with survey links and workshop meeting reminders were 

distributed from the primary researcher’s e-mail, and participants were asked to respond 

stating they received the email from the researcher. No such issues occurred with the 

control site. To reduce similar barriers during data collection, future researchers should 

follow up with the participants who did not respond to the first survey before the 

deadline, particularly if there is a large number of participants who did not respond. It 

may also be beneficial to distribute a test survey from the survey distributor that requests 

participants provide their email as confirmation they received this test survey. 

Workshop Length 

The two workshop meetings were each one hour in length to accommodate the 

schedules of participants as they took place during their lunch breaks. While the second 

workshop fit the time constraint well, the first workshop may have been more beneficial 

if it was able to last 1.5 hours. All planned content was presented, but more time would 

have permitted greater discussion among the participants. If possible, future studies 

should consider extending the length of the workshops to give ample time for instruction 

and discussion facilitation without feeling the need to rush participants or reduce 

productive conversations. 
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Accountability Surveys 

 In the accountability survey, participants were asked to identify a value-based 

goal and reflect on how goal achievement has or has not progressed over the previous 

week. The workbook, in contrast, provided space to identify three value-based goals. 

While it may be more practical to only ask participants to list one goal rather than three, 

thereby not requiring them to have the workbook in front of them, the responses may 

have been more meaningful if it mirrored the workbook more adequately. Therefore, 

future studies may consider modifying the accountability surveys to reflect the workbook, 

but not require participants to fill out all three value-based goals.  

It may also be beneficial for future research to analyze accountability as a 

moderating variable as this may provide insight into the slight decrease in work-life 

balance at T3, one month after accountability surveys ceased. It may also provide 

rationale to decreases in job crafting behaviors at T3 that demonstrated increases after the 

intervention at T2. 

Workbook Revisions 

 A few revisions to the Work-Life Balance Workshop workbook are recommended 

for future use. On page 3, examples of aspects in the work domain and the life domain 

are given. While these examples are valuable, the current project recommends this page 

adds a space for participants of the intervention to write down the aspects of work and 

life that apply to them and/or that they value. On page 4, a prompt should be added 

asking “What are your values as they relate to work-life balance?” It may also be 

beneficial to switch pages 5 and 6 so the example is presented before the Value-Based 

Goals Workshop 1 form. It is also recommended that the values thought bubble be added 
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to the Value-Based Goals Workshop 1 and Value-Based Goals Workshop 2 pages (pages 

5 and 7 respectively). Accordingly, participants may note their values and revise them 

between the workshops if necessary. 

Measures of Job Crafting 

 While the current study recommends further exploration in comparing the 

different conceptualizations of job crafting in this study, future studies should select 

scales that are similar in design (e.g., quantity of anchors and word anchors). The JCS 

uses a 5-point scale evaluating the extent to which the participant agrees with the given 

statement. In contrast, the JCQ uses a 6-point scale evaluating how often the participant 

engages in the given behavior. Therefore, future studies should use job crafting measures 

that have the same quantity of anchors and evaluate the same type of response (e.g., 

frequency, level of agreement, level of satisfaction).  

Conclusion 

 With the importance and increased focus of work-life balance in recent years, 

research and practice alike seek strategies to improve the work-life balance of workers. 

The causal relationship identified between job crafting interventions and wellbeing (Tims 

et al., 2013), as well as the positive relationship between wellbeing and work-life balance 

(Fouché & Martindale, 2011) suggests job crafting interventions may be a solution to 

improve work-life balance. While findings from the current study do not provide 

statistically significant support, research should continue to explore the impact of job 

crafting on work-life balance. A replication of this project with a greater sample size may 

yield the results this study was unable to produce. Until additional research exists, 

practitioners should be cautious when applying job crafting as a strategy to improve 
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work-life balance. With the support of supervisors, practitioners and managers are 

encouraged to apply job crafting as a set of tools employees at every level of an 

organization may use to increase motivation, decrease burnout, and improve wellbeing. 
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Appendix A: Work-Life Balance Workshop Workbook
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Appendix B: Accountability Survey Questions 

1. What goal did you set to improve your work-life balance? 

2. How would you describe the progress you have made toward achieving your goal 

over the past seven days? 

1 
Much farther 

from 
achieving goal 

2 
Slightly 

farther from 
achieving goal 

3 
No difference 

in progress 
toward goal 
achievement 

4 
Moderate 
increase in 

progress toward 
goal 

achievement 

5 
Extreme 

increase in 
progress toward 

goal 
achievement 

     
3. Over the past seven days, in contrast to previous weeks, my work-life balance has 

been… 

1 
Much worse 

2 
Somewhat 

worse 

3 
About the 

same 

4 
Somewhat 

better 

5 
Much better 

     
4. Do you have any additional comments on how job crafting has helped you to achieve 

your value-based goal to improve work-life balance? 
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Appendix C: Intervention Workshop Discussion Questions 

Meeting One: 

1. Does anyone perceive they have adequate work-life balance? 

2. Has anyone engaged in job crafting, perhaps without recognizing it? 

3. Would anyone like to share how they have used or currently use these to redesign 

their job? 

4. What questions do you have? 

Meeting Two: 

1. What questions do you have since we last met? 

2. What forms of job crafting (task, cognitive, or relational) did you identify as most 

beneficial to improve your work-life balance? 

3. What were some effective techniques you experienced in crafting your job? 

4. What were some ineffective techniques you experienced in crafting your job? 

5. Would anyone like to share their experiences in job crafting since we last met? 
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Appendix D: Job Crafting Scale (Tims et al., 2013) 

 Using the scale below, please rate the extent to which you agree with each 

statement below. 

Item Strongly 
disagree 

   Strongly 
agree 

I try to develop my capabilities. 
 
 

1 2 3 4 5 

I try to develop myself 
professionally. 

 
 

1 2 3 4 5 

I try to learn new things at work. 
 
 

1 2 3 4 5 

I make sure that I use my capacities 
to the fullest. 

 

1 2 3 4 5 

I decide on my own how I do 
things. 

 
 

1 2 3 4 5 

I make sure that my work is 
mentally less intense. 

 

1 2 3 4 5 

I try to ensure that my work is 
emotionally less intense. 

 

1 2 3 4 5 

I manage my work so that I try to 
minimize contact with people 

whose problems affect me 
emotionally. 

1 2 3 4 5 

I organize my work so as to 
minimize contact with people 

whose expectations are unrealistic. 

1 2 3 4 5 

I try to ensure that I do not have to 
make many difficult decisions at 

work. 

1 2 3 4 5 
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I organize my work in such a way 
to make sure that I do not have to 

concentrate for too long a period at 
once. 

1 2 3 4 5 

I ask my supervisor to coach me. 
 
 

1 2 3 4 5 

I ask whether my supervisor is 
satisfied with my work. 

 

1 2 3 4 5 

I look to my supervisor for 
inspiration. 

 
 

1 2 3 4 5 

I ask others for feedback on my job 
performance. 

 

1 2 3 4 5 

I ask colleagues for advice. 
 
 

1 2 3 4 5 

When an interesting project comes 
along, I offer myself proactively as 

project co-worker. 

1 2 3 4 5 

If there are new developments, I am 
one of the first to learn about them 

and try them out. 

1 2 3 4 5 

When there is not much to do at 
work, I see it as a chance to start 

new projects. 
 

1 2 3 4 5 

I regularly take on extra tasks even 
though I do not receive extra salary 

for them. 

1 2 3 4 5 

I try to make my work more 
challenging by examining the 

underlying relationships between 
aspects of my job. 

1 2 3 4 5 
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Appendix E: Job Crafting Questionnaire (Slemp & Vella-Brodrick, 2013) 

Indicate the extent to which you engage in each job crafting behavior from 1 

(hardly ever) to 6 (very often). 

Item Hardly 
Ever 

    Very 
Often 

Introduce new approaches to 
improve your work. 

 

1 2 3 4 5 6 

Change the scope or types of tasks 
that you complete at work. 

 

1 2 3 4 5 6 

Introduce new work tasks that you 
think better suit your skills or 

interests. 
 

1 2 3 4 5 6 

Choose to take on additional tasks 
at work. 

 

1 2 3 4 5 6 

Give preference to work tasks that 
suit your skills or interests. 

 

1 2 3 4 5 6 

Think about how your job gives 
your life purpose. 

 

1 2 3 4 5 6 

Remind yourself about the 
significance your work has for the 

success of the organization. 

1 2 3 4 5 6 

Remind yourself of the importance 
of your work for the broader 

community. 
 

1 2 3 4 5 6 

Think about the ways in which 
your work positively impacts your 

life. 
 

1 2 3 4 5 6 

Reflect on the role your job has 
for your overall wellbeing. 

 

1 2 3 4 5 6 
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Make an effort to get to know 
people well at work. 

 

1 2 3 4 5 6 

Organize or attend work related 
social functions. 

 

1 2 3 4 5 6 

Organize special events in the 
workplace (e.g., celebrating a 

coworker’s birthday). 

1 2 3 4 5 6 

Choose to mentor new employees 
(officially or unofficially). 

 

1 2 3 4 5 6 

Make friends with people at work 
who have similar skills or 

interests. 
 

1 2 3 4 5 6 
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Appendix F: Work-Life Balance Self-Assessment Scale (Smeltzer et al., 2016) 

 Indicate the frequency in which you have engaged in the following behaviors over 

the past month. 

Item Not 
all the 
time 

     All the 
time 

My job gives me energy to 
pursue personal activities. 

1 
 

2 3 4 5 6 7 

My job makes personal life 
difficult. 

1 
 

2 3 4 5 6 7 

I am in a better mood at work 
because of personal life. 

1 
 

2 3 4 5 6 7 

My work suffers because of 
my personal life. 

1 
 

2 3 4 5 6 7 

I neglect personal needs 
because of work. 

1 
 

2 3 4 5 6 7 

I find it hard to work because 
of personal matters. 

1 
 

2 3 4 5 6 7 

I miss personal activities 
because of work. 

1 
 

2 3 4 5 6 7 

My personal life suffers 
because of work. 

1 
 

2 3 4 5 6 7 

I am too tired to be effective 
at work. 

1 
 

2 3 4 5 6 7 

I put personal life on hold for 
work. 

1 
 

2 3 4 5 6 7 

My personal life drains me of 
energy for work. 

1 
 

2 3 4 5 6 7 

I struggle to juggle work and 
nonwork. 

1 
 

2 3 4 5 6 7 

Personal life gives me energy 
for my job. 

1 
 

2 3 4 5 6 7 

I am happy with the amount 
of time for non-work 

activities. 

1 
 

2 3 4 5 6 7 

I am in a better mood because 
of my job 

1 
 

2 3 4 5 6 7 
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Appendix G: Family Supportive Supervisor Behaviors (Hammer et al., 2009) 

 Using the scale below, please rate the extent to which you agree with each 

statement below. 

Item Strongly 
disagree 

   Strongly 
agree 

My supervisor is willing to listen to my 
problems in juggling work and nonwork 

life. 
 

1 2 3 4 5 

My supervisor takes the time to learn 
about my personal needs. 

 

1 2 3 4 5 

My supervisor makes me feel 
comfortable talking to him or her about 

my conflicts between work and 
nonwork. 

1 2 3 4 5 

My supervisor and I can talk effectively 
to solve conflicts between work and 

nonwork issues. 

1 2 3 4 5 

I can depend on my supervisor to help 
me with scheduling conflicts if I need it. 

 

1 2 3 4 5 

I can rely on my supervisor to make sure 
my work responsibilities are handled 
when I have unanticipated nonwork 

demands.  

1 2 3 4 5 

My supervisor works effectively with 
workers to creatively solve conflicts 

between work and nonwork. 

1 2 3 4 5 

My supervisor is a good role model for 
work and nonwork balance. 

 

1 2 3 4 5 

My supervisor demonstrates effective 
behaviors in how to juggle work and 

nonwork balance. 

1 2 3 4 5 

My supervisor demonstrates how a 
person can jointly be successful on and 

off the job. 

1 2 3 4 5 
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My supervisor thinks about how the 
work in my department can be 

organized to jointly benefit employees 
and the company. 

1 2 3 4 5 

My supervisor asks for suggestions to 
make it easier for employees to balance 

work and nonwork demands. 

1 2 3 4 5 

My supervisor is creative in reallocating 
job duties to help my department team 

work better as a team. 

1 2 3 4 5 

My supervisor is able to manage the 
department as a whole team to enable 

everyone’s needs to be met. 

1 2 3 4 5 
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Appendix H: Work-Related Acceptance and Action Questionnaire (Bond, 2013) 

 Using the scale below, please rate the extent in which each statement below is 

true. 

Item Never 
true 

     Always 
true 

I am able to work 
effectively in spite of any 

personal worries that I 
have. 

1 2 3 4 5 6 7 

I can admit to my mistakes 
at work and still be 

successful. 
 

1 2 3 4 5 6 7 

I can still work very 
effectively, even if I am 

nervous about something. 

1 2 3 4 5 6 7 

Worries do not get in the 
way of my success. 

 

1 2 3 4 5 6 7 

I can perform as required 
no matter how I feel. 

 

1 2 3 4 5 6 7 

I can work effectively, 
even when I doubt myself.  

 

1 2 3 4 5 6 7 

My thoughts and feelings 
do not get in the way of 

my work 

1 2 3 4 5 6 7 
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Appendix I: Demographic Questions 

1. Verify what department you work in within your organization. 

a. ________________ 

2. What is your age? 

a. ________________ 

3. What gender do you identify? 

a. Male 

b. Female 

c. Transgender male-to-female 

d. Transgender female-to-male 

e. Transgender do not identify as exclusively male or female 

f. Prefer not to answer 

4. What level of education did you receive? 

a. Less than high school 

b. GED/High school proficiency 

c. Some college education without degree 

d. Associate's degree 

e. Bachelor's degree 

f. Some post-graduate education without advanced degree 

g. Advanced degree (M.S., Ph.D., etc.) 

5. What is your current job position? 

a. Physical Therapists  

b. Occupational Therapists 
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c. Speech Therapist 

d. Athletic Trainers 

e. Physical Therapist Assistants 

f. Clerical/Administrative Support Staff 

g. Other: ________________  

6. Approximately, what is your income? 

a. Annually: ________________ 

b. Hourly: ________________ 

c. Prefer not to answer 

7. What is your current marital status? 

a. Single, never married 

b. In a relationship 

c. Married 

d. Cohabiting with partner but not married 

e. Divorced 

f. Widowed 

8. Do you have children? 

a. Yes 

b. No 

9. If you have children, how many do you have residing in your household? 

a. I do not have children 

b. ________________ 
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10. Approximately how many hours do you work each week? 

a. ________________ 

11. Do you identify as a caregiver (helping someone who struggles with old age, 

disability, illness, or a mental disorder)? 

a. Yes 

b. No 
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Appendix J: Manipulation Check Questions 

1. What type of job crafting is mentoring an employee? 

a. Cognitive crafting 

b. Relational crafting 

c. Task crafting 

2. What type of job crafting is considering how meaningful your position is? 

a. Cognitive crafting 

b. Task crafting 

c. Relational crafting? 

3. What type of job crafting is participating in additional tasks that you enjoy? 

a. Relational crafting 

b. Cognitive crafting 

c. Task crafting 

4. What type of job crafting is altering the way in which you conduct your work to 

increase productivity? 

a. Task crafting 

b. Relational crafting 

c. Cognitive crafting 

 




