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Purpose: Job crafting can improve employees’ performance and competitive advantage. This study integrated the self-determination
and equity theories to examine the relation between an individual’s Confucianism and job crafting by highlighting the mediating effect
of psychological contract fulfilment and the moderating effect of distributive justice on this relation.
Participants and Methods: Data were collected in two waves from 372 employees in numerous private companies in Guangxi,
China.
Results: The hypothesized model was supported in part. Specifically, as expected, psychological contract fulfilment mediated the
positive relation between Confucianism and task crafting and cognitive crafting. Confucianism had a positive effect on psychological
contract fulfilment and relational crafting, while psychological contract fulfilment had no mediating effect and its positive effect on
relational crafting was not significant. Distributive justice moderated the relation between psychological contract fulfilment and
cognitive crafting and task crafting positively.
Conclusion: This study reveals the mechanism of Confucianism’s effect on job crafting from a new perspective and confirms its
differing effects on different types of job crafting. Business managers should give attention to Confucianism and maximize their
organization’s psychological contract fulfilment to improve employees’ job crafting.
Keywords: sustainable development, Chinese traditional culture, high-quality development, corporate environmental responsibility

Introduction
Managers have always been concerned about the way to improve employees’ enthusiasm, and job crafting is correlated
significantly and positively with individual initiative.1 Job crafting is a bottom-up initiative of employee change,2–4

which is an alternative to the traditional top-down approach.5 It is primarily the employee’s treatment of job cognitions,
tasks, and relations.6

Many studies have introduced job crafting into Management, and have confirmed that it has considerable benefits for
individual employees. For example, job crafting improves their social capital, job performance,6 and job engagement.7

Further, it is correlated positively with organizational citizenship behavior, self-coordinated goal setting, job satisfaction,
and work motivation.8 Therefore, this study explores the way to improve sales staff’s job crafting.

The influencing factors of job crafting are divided primarily into the individual level and organizational level. At the
organizational level, perceived organizational support9 and leadership empowerment affect cognitive crafting
positively.10 At the individual level, it is based upon a person’s beliefs about his/her ability to complete tasks and
achieve goals.11 Thus, autonomy and innovative self-efficacy affect job crafting positively,9 while there is a significant
negative relation between cynicism and job crafting.1 Cynicism is an attitude that reflects employees’ apathy or
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indifference to their work.12 The concept of Zhong Yong thinking is precisely the opposite. Wu, Lin13 studied three
aspects of Zhong Yong thinking. First, this type of thinking emphasizes that individuals should think about problems
from multiple perspectives when expressing their opinions and should integrate different opinions when they do so.
Harmony indicates that individuals act in a congenial manner.14 Zhong Yong thinking is representative of
Confucianism,15 which affects employees’ behavioral intentions.16 Largely, Confucianism includes five aspects: values;
benevolence; justice; courtesy; knowledge, and integrity.17 Some scholars have used benevolence, courtesy, loyalty,
forgiveness, faithfulness, and righteousness to measure Confucianism as well, and tested its positive and significant
effects on core transformational leader behavior and high-performance expectations through empirical research.18

Therefore, the way Confucianism affects job crafting is the main subject of this study.
Prior studies have found that work values have a positive effect through the psychological contract’s mediating role

and affect service-oriented organizational citizenship behavior positively.19 The psychological contract refers to employ-
ees’ beliefs, expectations, and views related to the satisfaction of mutual obligations (implicit commitments) between
employees and employers.20 Self-determination theory states that individuals make free choices in their own actions
based upon a full understanding of their individual needs and environmental information.21 Therefore, this study explores
the relation between Confucianism, psychological contract fulfilment, and job crafting based upon self-determination
theory.

Prior research has demonstrated that distributive justice plays a mediating role in the relation between transforma-
tional leadership and knowledge sharing behavior,22 and has been shown to moderate the indirect effect of moral
disengagement between differential leadership and organizational corruption negatively.23 According to equity theory,
employees’ work motivation is related not only to remuneration, but also to whether they believe the distribution of
remuneration overall is fair or not.23 Hence, distributive justice is an individual’s view of the fairness of resource
allocation.24 Therefore, this study explores whether distributive justice enhances the relation between psychological
contract fulfilment and job crafting.

Further, the study analyzes the psychological contract and distributive justice in Confucianism’s effect on job crafting.
It compensates not only for the deficiencies in previous theoretical research, but also expands the scope of research
further on the basis of existing theories. This will help enterprise managers find better ways to improve employee job
crafting, and will improve enterprises’ sustainability. Finally, the research results have implications for their human
resources and management practices.

The paper is constructed as follows. First, we review the literature on Confucianism, psychological contract
fulfilment, job crafting, and distributive justice, and propose the research hypotheses. Second, we describe the research
method and data collection processes. Third, we present the research results. Finally, we provide theoretical and practical
implications.

Literature Review
Self-Determination Theory
Self-determination theory is used often to explain individual behaviors, such as environmental behavior,25 organizational
citizenship behavior,26 and job engagement.27 The theory states that individuals choose their own actions freely based
upon a full understanding of their individual needs and environmental information.21 The theory divides individual
motivation into internal and external according to the degree of self-integration. The generation of different motivations
is affected by individuals and the environment’s comprehensive action. Internal motivation is based upon one’s own
interests and hobbies and can meet the actors’ needs continuously.21 For example, employees behave in a particular way
because their behaviors are of personal interest to them.28 External motivation refers to a behavioral tendency attributable
to external forces that yield a specific result.21 For example, an employee may perform a behavior to meet job
requirements.28 In addition, there are four types of codes of conduct for external motivation.29 From the least to the
most autonomous, the external regulatory behavior controlled is as follows. To avoid the integrated regulatory behavior
of guilt and shame, supervision with personal approval is recognized through identification, in which comprehensive
supervision is consistent with the individual’s values, goals and needs.30 Self-determination theory includes three basic
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psychological needs: autonomy; competence, and relevance. Different motivations are related closely to these three
needs. When these needs are in a social context, for example, when culture, context, and inner psychology are supported
and can be realized by individuals, prosocial behaviors will be strengthened,31 and job crafting will become a positive
work behavior.32 Self-determination theory holds that these basic needs are essential, and if any are unmet, there will be
obvious functional costs, because basic needs affect all aspects of human behavior.33

Equity Theory
Equity theory is used to explain employees’ positive or negative behavior. According to the theory, employees judge
whether an organization’s decision is fair or not and then react.34 For example, when employees feel that they are treated
unfairly, they will engage in various negative behaviors, such as loitering online.34 In contrast, when they feel that they
are treated fairly, they will engage in certain positive behaviors, such as sharing information.35

Confucianism and Job Crafting
The core of Confucianism can be summarized in 6 Chinese characters, or in pinyin, “Ren”, “Li”, “Zhong”, “Shu”, “Xin”, and
“Yi”.18 Benevolence (Ren) is the core structure of ethical thought.18 Confucius said, “I set my heart on the way, based myself
on virtue, lean upon benevolence for support and take my recreation in the arts” (The Analects, VII/6).18 Decorum (Li) is the
norm for people’s daily behavior.14 Thus, the meaning of loyalty (Zhong) is akin to doing one’s best, while magnimity (Shu)
implies consideration and reciprocation of others’ feelings.18 Trust (Xin) or promise is one of the core ideas of
Confucianism.18 Finally, righteousness (Yi) is generally the converse of “profit” or “gain”.18 Confucianism’s influence is
controversial. Kim36 indicated that Confucianism is related negatively to creativity, while other scholars hold different
opinions. For example, Confucianism affects the quality of carbon information disclosure positively,37 is associated
negatively with stock price crash risk,38 and reduces corporate irregularities significantly.39 Further, the Confucian ethic of
filial piety has been found to be associated negatively with suicide among Chinese youths.40

Job crafting refers to employees’ change from bottom to top in cognition, task, and relation.6 On the one hand,
employees’ negative attitude toward work is not conducive to their job crafting, and is correlated negatively with
cynicism.12 On the other, individual initiative, proactive personality, job engagement, employability, job performance,1

organizational citizenship behavior, self-coordinated goal setting, job satisfaction, and work enthusiasm are correlated
positively and significantly with job crafting.8 Although Confucianism does not include these factors explicitly, the ideas
advocated by Confucianism are related to them more or less. For example, “Yi” includes responsibility and dedication in
life, and work engagement also refers to dedication.41 Organizational citizenship behavior is behavior that is beneficial to
the organization,42 which takes ethics as the benchmark. Similarly, “Ren” is also the criterion of virtue.43

This study proposes that employees with strong Confucian values are more inclined to job crafting. According to the
self-determination theory, job crafting is employees’ self-determined behavior, which is generated by internal motivation.
Confucianism guides employees to have a positive attitude toward work. As a result, employees will see a change in their
work attitude as they become more interested in their work.

Therefore, this study puts forward the following hypothesis:

H1: Confucianism affects job crafting—task crafting, cognitive crafting, and relational crafting—positively.

Psychological Contract Fulfilment and Job Crafting
Psychological contract fulfilment is an informal contract between an organization and its employees,19 and refers to an
employee’s personal belief in exchanging reciprocal agreements with the organization.44,45 Freese, Schalk, Croon46

combined belief and relation and concluded that the psychological contract is employees’ belief in mutual obligation in
their relation with the organization, which influences that relation and controls their behavior.

Psychological contract fulfilment is an important determinant of employees’ attitudes and behavior. The principle of
reciprocity indicates that an organization’s failure to fulfil its commitments and obligations leads employees to be less
likely to be engaged in their work.47 Psychological contract fulfilment has been found to be related positively to
employees’ perception of fairness and job satisfaction, and is related negatively to the intention to quit.48 Further,
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there are significant positive relations between psychological contract fulfilment, organizational citizenship behavior, and
organizational performance.49 Hence, job crafting is among employees’ most important positive behaviors.50 In addition,
psychological contract fulfilment affects employees’ innovative behavior via their engagement,51 which can influence job
crafting positively and significantly.52

According to self-determination theory, employees’ behavior is determined by external motivations. This study
proposes that the enterprise’s fulfilment of its commitments is conducive to its employees’ positive behavior, such that
employees change their cognition, relation, and task behavior actively for the enterprise to fulfil its commitments.

Therefore, we propose the following hypothesis:

H2: Psychological contract fulfilment affects job crafting—task crafting, cognitive crafting, and relational crafting—
positively.

Confucianism and Psychological Contract Fulfilment
Confucianism is the basis of psychological contract fulfilment. Empirical studies of multinational corporations show that
collectivist cultural values may influence psychological contracts through beliefs about the nature of social exchange.53

Work values influence employees’ expectations of the organization through the content and frequency of information for
which they search, such as career development opportunities.45

According to self-determination theory, the individual and environment’s combined effects influence employee
behavior. This study proposes that employees’ Confucian beliefs guide their perception of the environment. For example,
employees with a stronger belief in Confucianism are highly loyal to the organization, and their perception of its
commitment is higher as well, in which case, employees will be more willing to take actions conducive to the
organization’s development.

Therefore, the following hypotheses are put forward:

H3: Confucianism affects psychological contract fulfilment positively.

H4: Confucianism influences job crafting—task crafting, cognitive crafting, relational crafting—through psychological
contract fulfilment, which plays a mediating role.

The Moderating Effect of Distributive Justice
Previous studies have found that distributive justice moderates the relation between psychological contract
consistency and affective and occupational commitment. This study proposes that employees’ attachment should
increase under conditions of high psychological contract congruence and high distributive justice because it
indicates that the employer is not only willing, but able to reciprocate, and this should be done fairly.54 The
relation between distributive justice and contract congruence is closer in low power distance than in high power
distance cultures.55

There is an implicit social contract between the organization and its employees, and the strength of an employee’s
social commitment to the organization depends upon whether the employee believes that the organization is fair or
balanced in its rewards for its employees’ organizational efforts and commitments.56 This study believes that when
employees perceive high distributive justice, the enterprise can fulfil its commitment to employees well, and thus, they
are more willing to make changes from the bottom up.

Therefore, the following hypothesis is proposed:

H5: Distributive justice moderates the relation between psychological contract fulfilment and job crafting—task
crafting, cognitive crafting, and relational crafting—positively. The greater the distributive justice, the stronger
psychological contract fulfilment’s influence on job crafting—task crafting, cognitive crafting, and relational
crafting.
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Research Methods
Measures
First, this study used Lin, Ho, and Lin’s Confucianism Work Values Scale Lin, Ho, Lin,18 which has only one structure and
six items. (1) “I never forget my goals even in the face of adversity”; (2) “I avoid offending others”; (3) “I think that harmony
should be highly valued in the workplace, in other words, conflict should be avoided”; (4) “I am loyal to the organization”;
(5) “I am always kind to my colleagues”, and (6) “I will forgive others who make mistakes”. Its Cronbach α is 0.825.

Second, the study used Niehoff and Moorman’s Distributive Justice Scale Niehoff, Moorman.57 Although this scale is
old, other scholars cite and use it often. The scale has just one dimension and five items, and investigates largely whether
employees believe that their working hours, burdens, salaries, rewards, and responsibilities are fair. For example, “I feel
my salary is reasonable”. The scale’s Cronbach α is 0.821.

Third, Lee, Pillutla, and Law’s Psychological Contract Fulfilment Scale was used in this study; it has only 3 items and
examines primarily an organization’s fulfilment of its commitments to employees. For example, “Overall, the organiza-
tion has fulfilled its promise to me.” Its Cronbach α is 0.758.

Fourth, Slemp and Vella-Brodrick’s Job Crafting Scale was used in this study Slemp, Vella-Brodrick,8 which is
divided into 3 dimensions and has a total of 15 items. Task crafting has 5 items, which describes employees’ introduction
or change in their skills, interests, workloads, types related to the task. For example, “I will introduce new methods to
improve my work”. The scale’s Cronbach α is 0.790. The five cognitive crafting questions address the importance of the
employees’ work to the community, company, life purpose, life, and happiness. For example, “I think about how my
work gives me purpose in life”. The scale has a Cronbach α of 0.777. The 5 questions that address relation crafting allow
employees to get to know, make friends with, and mentor people at work, as well as participate in work-related or
workplace social events. For example, “I try to get to know people at work.” Its Cronbach α is 0.770.

The questionnaire consists of five parts, the first four of which are formal questions. The questions on the scale
previous scholars developed are answered on a 5-point Likert scale. The last section collects the respondents’ socio-
demographic information, including gender, age, education level, working position, salary, and years worked at the
company. In addition, the original scale was written in English and was inconsistent with the respondents’ language.
After translating it into Chinese, a back-translation method was adopted to check the translation effect.58 Two authors
performed the translation and back-translation independently.

Sample and Procedure
According to the “2019 China Vocational College Employment Report” MyCOS released, the employment rate of higher
vocational college graduates in 2018 was 92%, among which sales are the greatest occupation, with an employment rate
of 8.9%. According to the “2018 National Education Development Statistical Communique”, in 2018, there were
3.6647 million graduates from regular colleges in China. This indicates that the addition of general college graduates
in 2018 increased the number of salespeople by approximately 300,000. Therefore, sales staff is an important group that
cannot be ignored.

The respondents were employees in numerous private companies in Guangxi, China. 800 questionnaires were distributed
after obtaining the corporate executives’ consent. To avoid common method variance,59 the questionnaires were collected at 2
time points. In the first wave, respondents were asked about Confucianism and distributive justice, and 612 questionnaires
were collected. Aweek later, the second wave asked respondents about relation psychological contract fulfilment, job crafting,
and demographics, and 403 questionnaires were collected. To check the respondents’ attention level, three attention questions
were asked about Confucianism, distributive justice, and psychological contract fulfilment, and respondents were asked to
choose “strongly disagree”, “disagree” and “generally”. After 31 non-conforming questionnaires were deleted, 372 were
valid, for an effective response rate of 61%. The information of respondents as shown in Table 1.

Common Method Variance (CMV)
A variety of methods was used to test the CMVeffect. First, Herman’s one-factor test was conducted, and Factor analysis
was performed in SPSS v. X. The results showed that more than one factor was extracted, and the maximum degree of
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factor explanation was 34.39% (<50%).60 Second, the original model and the single factor model were constructed in
AMOS v. 23. As shown in Table 2, the Chi-squared difference between the two models was significant. Both results
indicate that no serious CMV exists.61

Results
Model Fitting and Convergence Validity
Confirmatory factor analysis (CFA) was performed in AMOS to test the models’ fit, and the results are shown in Table 3.
The indicators of the six-factor model were clearly better than those of the alternative models.

Convergent validity was tested by composite reliability (CR) and the average variance extracted (AVE). As
shown in Table 4, all items’ factor loadings exceeded 0.6,62 and each variable’s CR value was higher than 0.8.62,63

The AVE of all variable scores was greater than 0.5.63 In summary, all variables in the study demonstrated
convergent validity.

Table 1 Demographic Data of Respondents

Description Frequency Percentage Description Frequency Percentage

Gender Male 69 34.50% Monthly
salary

(RMB)

Less than 3000 15 7.50%

Female 131 65.50% 3001–6000 86 43.00%

Age Under 24 years old 22 11.00% 6001 ~ 9000 60 30.00%

25–34 years old 126 63.00% 9001–12,000 28 14.00%

35–44 years old 40 20.00% 12,001–15,000 9 4.50%

45–54 years old 10 5.00% More than 15,001 2 1.00%

Over 55 years old 2 1.00% Working

years

Less than 1 year 27 13.50%

The degree
of education

Senior high School/below
technical secondary school

17 8.50% More than 1 year but
less than 2 years

51 25.50%

College degree 57 28.50% More than 2 years but
less than 5 years

72 36.00%

Bachelor’s degree 101 50.50% More than 5 years but
less than 10 years

34 17.00%

Graduate education 25 12.50% More than 10 years 16 8.00%

Operating

post

General staff 83 41.50%

Grassroots managers 78 39.00%

Middle managers 37 18.50%

Top management 2 1.00%

Table 2 CFA Comparison Method for CMV

CMIN DF ΔCMIN ΔDF P

Six-factor model 798.971 362 730.802 15 0.000

Single-factor model 1529.773 377
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Correlation and Discriminant Validity
Correlation analysis was performed with SPSS, as shown in Table 5. There was a positive correlation between variables
and variables. The diagonal is the square root of AVE, which was greater than the correlation coefficient of the row and
column and indicated that the variables have discriminant validity.

Hypothesis Tests
A structural equation model was constructed in SmartPLS to test the hypotheses, as shown in Table 6 and Figure 1, and
the Bootstrap subsample was set to 2000.64 The method used to calculate the moderating effect was set as two-stage, and
product term generation was standardized.

First, the adjusted R2 of the psychological contract fulfilment was 0.275, which indicated that the model explained
27.5% of psychological contract fulfilment. Further, the adjusted R2 of cognitive crafting, relational crafting, and task

Table 4 Factor Loading and Convergent Validity

Variables Order Loading
Factor

CR AVE Variables Order Loading
Factor

CR AVE

Confucianism Q1 0.619 0.873 0.534 Task crafting Q15 0.730 0.856 0.543

Q2 0.661 Q16 0.655

Q3 0.694 Q17 0.649

Q4 0.702 Q18 0.614

Q5 0.695 Q19 0.650

Q6 0.607 Cognitive
crafting

Q20 0.608 0.848 0.528

Psychological contract

fulfilment

Q7 0.738 0.861 0.674 Q21 0.709

Q8 0.684 Q22 0.681

Q9 0.746 Q23 0.614

Distributive justice Q10 0.765 0.875 0.583 Q24 0.602

Q11 0.666 Relational

crafting

Q25 0.639 0.844 0.521

Q12 0.687 Q26 0.604

Q13 0.631 Q27 0.680

Q14 0.726 Q28 0.616

Q29 0.628

Table 3 Model Fit

CMIN/DF GFI AGFI IFI CFI RMSEA SRMR

Six-factor model 2.207 0.870 0.843 0.900 0.899 0.057 0.0484

Four-factor model (CM, DJ, PC, TC+CC+RC) 2.519 0.845 0.819 0.870 0.869 0.064 0.0534

Two-factor model (CM+PC, DJ+TC+CC+RC) 3.577 0.766 0.729 0.777 0.776 0.083 0.0704

Single-factor model 4.058 0.737 0.696 0.735 0.773 0.091 0.0748

Abbreviations: CM, Confucianism; PC, psychological contract fulfilment; DJ, distributive justice; TC, task crafting; CC, cognitive crafting; RC, relational crafting.
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Table 6 Summary of Hypothesis

Path 95% Confidence Interval VIF

PC BC

Direct effect Beta p-value 2.50% 97.50% 2.50% 97.50%

Confucianism -> Task crafting 0.165 0.006 0.053 0.289 0.050 0.284 1.474

Confucianism -> Cognitive crafting 0.270 0.000 0.162 0.383 0.152 0.374 1.474

Confucianism -> Relational crafting 0.289 0.000 0.176 0.414 0.169 0.405 1.474

Psychological contract fulfilment -> Task crafting 0.272 0.000 0.117 0.408 0.126 0.411 2.045

Psychological contract fulfilment -> Cognitive crafting 0.170 0.014 0.031 0.303 0.040 0.312 2.045

Psychological contract fulfilment -> Relational crafting 0.099 0.183 −0.062 0.229 −0.042 0.247 2.045

Confucianism -> Psychological contract fulfilment 0.527 0.000 0.420 0.634 0.391 0.621 1.000

Distributive justice -> Task crafting 0.219 0.001 0.096 0.344 0.087 0.340 1.908

Distributive justice -> Cognitive crafting 0.311 0.000 0.193 0.435 0.186 0.426 1.908

Distributive justice -> Relational crafting 0.347 0.000 0.231 0.483 0.210 0.463 1.908

Moderating effect

Psychological contract fulfilment * Distributive justice -> Task crafting 0.094 0.023 0.008 0.168 0.009 0.168 1.029

Psychological contract fulfilment * Distributive justice -> Cognitive crafting 0.069 0.037 0.000 0.129 0.000 0.129 1.029

Psychological contract fulfilment * Distributive justice -> Relational crafting 0.036 0.395 −0.057 0.109 −0.052 0.112 1.029

Indirect effect

Confucianism -> Psychological contract fulfilment -> Task crafting 0.143 0.000 0.064 0.214 0.069 0.220

Confucianism -> Psychological contract fulfilment -> cognitive crafting 0.089 0.014 0.017 0.159 0.023 0.167

Confucianism -> Psychological contract fulfilment -> Relational crafting 0.052 0.181 −0.033 0.119 −0.021 0.133

Total effect

Confucianism -> Task crafting 0.308 0.000 0.195 0.416 0.193 0.413

Confucianism -> Cognitive crafting 0.359 0.000 0.251 0.460 0.245 0.454

Confucianism -> Relational crafting 0.341 0.000 0.229 0.443 0.234 0.446

Table 5 Correlation and Discriminant Validity

Confucianism Distributive
Justice

Psychological Contract
Fulfilment

Task
Crafting

Cognitive
Crafting

Relational
Crafting

Confucianism 0.731

Distributive justice 0.492** 0.763

Psychological contract

fulfilment

0.527** 0.670** 0.821

Task crafting 0.422** 0.479** 0.493** 0.737

Cognitive crafting 0.516** 0.555** 0.510** 0.682** 0.727

Relational crafting 0.514** 0.554** 0.479** 0.536** 0.683** 0.722

Notes: **At the 0.01 level (two-tailed), the correlation is significant. The diagonal is the square root of AVE.
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crafting were 0.399, 0.384, and 0.313, respectively, which indicates that the model explained 39.9% of cognitive crafting,
38.4% of relational crafting, and 31.3% of task crafting.

Second, Confucianism had a positive and significant effect on task crafting, cognitive crafting, and relational crafting,
respectively, (β=0.165, p < 0.01; β=0.270, p < 0.001; β=0.289, p < 0.001). Hence, Hypotheses 1a, 1b, and 1c were
supported. Psychological contract fulfilment affected task crafting (β=0.272, p < 0.001) and cognitive crafting (β=0.170,
p < 0.05) positively and significantly. Hence, Hypotheses 2a and 2b were supported. However, psychological contract
fulfilment’s negative effect on relational crafting was not significant (β=0.099, p = 0.183). Therefore, Hypothesis 2c was
not supported. Confucianism affected psychological contract fulfilment positively and significantly (β=0.527, p < 0.001),
and hence, Hypothesis 3 was supported. Further, Confucianism affected task crafting through psychological contract
fulfilment positively and significantly (β=0.143, p < 0.001), which demonstrated that psychological contract fulfilment
had a mediating effect. Confucianism affected cognitive crafting through psychological contract fulfilment positively and
significantly (β=0.089, p < 0.05), which indicated that psychological contract fulfilment had a mediating effect.
Therefore, Hypotheses 4a and 4b were supported. However, Confucianism’s negative effect on relational crafting through
psychological contract fulfilment was not significant (β = 0.052, p = 0.181), which indicates that psychological contract
fulfilment had no mediating effect. Hence, Hypothesis 4c was not supported.

Third, distributive justice moderated psychological contract fulfilment’s effect on task crafting (β=0.094, p < 0.05)
and cognitive crafting (β=0.069, p < 0.05), respectively, positively. Hence, Hypotheses 5a and 5b were supported.
However, distributive justice did not moderate psychological contract fulfilment’s effect on relational crafting (β=0.036,
p = 0.395) positively or significantly. Hence, Hypothesis 5c was not supported.

Discussion and Conclusion
Theoretical Implications
This research makes three primary contributions. First, our study explains Confucianism’s effect on job crafting based
upon the self-determination and equity theories. This departs from previous studies on job crafting that have adopted the
broaden-and-build theory primarily to elucidate the organization-related antecedents of job crafting, eg, Rogala,
Cieslak.65 Similarly, our research is among the first to identify an individual-related antecedent’s (Confucianism) positive
effect on job crafting. Indeed, as a key cultural value rooted in traditional Chinese society, Confucianism still has
a lingering influence on employees’ attitudinal and behavioral outcomes in contemporary workplaces.14 Our research
findings contribute to this literature and indicate that Confucianism serves as a micro-foundation for employee sustain-
ability that enhances their job crafting.

Relational craftingConfucianism

Psychological 
contract fulfilment 

Cognitive crafting

Task crafting

Distributive justice

Adj R2=0.275

Adj R2=0.384

Adj R2=0.313

Adj R2=0.399

β=0.165**

β=0.270***

β=0.289***

β=0.272***
β=0.099

β=0.170*

β=0.527***

β=0.094*
β=0.069***

β=0.03

Figure 1 Research framework.
Notes: *p<0.05; **p<0.01; ***p<0.001.
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Second, while few studies have investigated the mediating mechanisms between Confucianism and job crafting, this
study demonstrated that psychological contract fulfilment mediates the relations between Confucianism and task, job, and
cognitive crafting. Our study showed that Confucianism facilitates task and cognitive crafting by improving employees’
perception of psychological contract fulfilment. This finding lends support to the prevalent belief that Zhong Yong
thinking (Confucianism) enhances employees’ survivability.14 Job crafting in this research includes three distinct, but
interrelated components: task crafting; cognitive crafting, and relational crafting. We found that the greater the
psychological contract fulfilment, the greater the task crafting and cognitive crafting. As such, our result echoes previous
research that has shown that psychological contract fulfilment affects employees’ innovative behaviour through employee
engagement,51 while employee engagement influences job crafting positively and significantly.52 Further, we revealed
that the path “Confucianism ➔ psychological contract fulfilment ➔ relational crafting” is not significant. A plausible
interpretation of this outcome is that the association between Confucianism and relational crafting may be direct, and yet
not activate employees’ perception of psychological contract fulfilment. This is consistent with prior research that has
shown that gratitude can influence job crafting both directly and indirectly.32

Third, we developed a moderation model in which distributive justice moderated the relations between psychological
contract fulfilment and task and cognitive crafting.

Confucianism had positive effects on psychological contract fulfilment, task crafting, cognitive crafting, and rela-
tional crafting, while it demonstrated a mediating effect between Confucianism and task crafting and cognitive crafting,
but did not mediate the effect between Confucianism and relational crafting. This indicates that the greater the employ-
ee’s level of understanding of Confucianism, the greater the psychological contract fulfilment, task crafting, cognitive
crafting, and relational crafting. Psychological contract fulfilment had a positive effect on task crafting and cognitive
crafting, while it had no significant effect on relational crafting. A possible reason for this is that the extent to which the
company fulfils its commitments to employees does not change their ability to become acquainted with, make friends
with, and mentor people at work, as well as participate in social activities related to work or held in the workplace.
Distributive justice moderated the relation between psychological contract fulfilment and task and cognitive crafting
positively, but did not moderate the relation between psychological contract fulfilment and relational crafting. A potential
reason for this result is that regardless of the employees’ perception of distributive justice, the effect of psychological
contract fulfilment on relational crafting cannot be changed.

Practical Implications
Current research has confirmed that Confucianism has a positive effect on job crafting. The Confucian principles of
benevolence, courtesy, loyalty, forgiveness, trustworthiness, and righteousness encourage individuals to change their
tasks, cognitions, and relations from the bottom up. Therefore, business managers should consider hiring people with
strong Confucian values and beliefs when they recruit new salespersons. Second, current research has demonstrated that
Confucianism affects task and cognitive crafting via psychological contract fulfilment, a factor that cannot be ignored.
Although individual’s Confucianism improves their evaluation of their organization’s degree of fulfilment of its promises,
organizations themselves should lead by example and improve the degree to which they do so. Then, their employees will
change their tasks and cognitions from the bottom up. Third, distributive justice moderated the relation between
psychological contract fulfilment and task crafting and cognitive crafting positively. Therefore, the greater the distribu-
tive justice, the greater the Confucianism, and the greater the task and cognitive crafting. Organization managers should
also be aware of the importance of distributive justice. Therefore, they should pay attention to the fairness of employees’
working hours, workload, wages, rewards, and responsibilities.

Research Limitations and Recommendations
We acknowledge that this research has several limitations of. First, the results revealed that the Beta values of the paths,
distributive justice moderates the effect of psychological contract fulfilment on task crafting, and distributive justice
moderates the effect of psychological contract fulfilment on cognitive crafting were very low, and distributive justice had
no significant moderating effect on psychological contract fulfilment in relational crafting. Hence, there are other factors
that moderate the relation between psychological contract fulfilment and job crafting that need to be studied further.
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Second, all variables in this study used existing scales, but quantitative research on Confucianism is still not very mature
compared with other fields, so future research should develop the Confucianism scales further. Third, Chinese culture is
extensive and profound and follow-up studies can adopt other philosophical approaches and ideas, such as Mohism or
Buddhism.

Data Sharing Statement
Data and other materials related to this research will be provided to qualified researchers on request.
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