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Abstract

Purpose: This study critically examines how the Job Demands-Resources (JD-R) model
explains innovative job performance (IJP) within the context of digital intelligent
transformation. It aims to identify the generative mechanisms through which job demands
and resources influence IJP and to clarify the mediating and moderating roles of job crafting
and person-job fit (PJ fit). Design/methodology/approach: Drawing upon a systematic and
critical review of 162 SSCl-indexed studies published between 2020 and 2025, this research
synthesises findings using the dual-pathway logic of the JD-R model. Thematic coding and
evaluative comparison were employed to ensure analytical coherence. Findings: (1) job
demands exhibit a double-edged sword effect, constraining or stimulating innovation
depending on employees' cognitive appraisals. (2) job resources, particularly digital literacy,
digital leadership, and PJ fit, serve as primary drivers of IJP through motivational
enhancement. (3) promotion and prevention-focused job crafting function as critical
mediating pathways linking antecedents and outcomes. Research limitations/implications:
The review is limited by language and time-frame constraints, suggesting future research
employ meta-analytic and longitudinal methods to examine causal mechanisms across
diverse contexts. Practical implications: The findings guide organisations in enhancing
innovation by developing digital competencies, fostering empowering leadership, and
optimising PJ fit. Originality/value: This study extends the JD-R model to innovation research,
elucidating its dual-pathway mechanisms and boundary conditions within technology-
intensive environments.

Keywords: Job Demands-Resources Model, Innovative Job Performance, Digital Literacy,
Digital Leadership, Job Crafting, Person-Job Fit
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Introduction

In an era marked by the accelerated convergence of digitalisation and intelligence,
organisational innovative performance has become a pivotal determinant in sustaining firms'
long-term competitive advantage and achieving high-quality development. As Industry 5.0
and the digital intelligent transformation continue to advance, Smart technology, artificial
intelligence, robotics, and algorithms (STARA) are reshaping industrial structures,
organisational processes, and work environments at an unprecedented pace (Bag et al., 2021;
Huang & Rust, 2018). On the one hand, the integration of these technologies has significantly
enhanced productivity, decision-making accuracy, and organisational agility, thereby injecting
new momentum into corporate innovation. On the other hand, they have simultaneously
introduced considerable challenges, including heightened task complexity, greater role
ambiguity, and an increased risk of job displacement (Bankins & Formosa, 2023). This typical
"double-edged sword" phenomenon has not only altered the fundamental logic of
organisational operation and employment relations but has also compelled employees to re-
evaluate their working methods, role identities, and patterns of innovative behaviour(Liang
et al., 2022; Yin et al., 2024).

Against this backdrop, innovative job performance (IJP) has increasingly been recognised as a
crucial indicator for assessing both the effectiveness of organisational transformation and the
extent of employees' value creation within the digital era (Liu et al., 2024). Existing research
has examined the antecedents of IJP across multiple levels, encompassing individual
psychological traits (Mumtaz & Parahoo, 2020; Pai et al., 2022), organisational systems and
cultures (FU et al., 2024; Luo & Zhang, 2021), as well as leadership behaviours and styles
(Fatima & Masood, 2024; Li et al., 2025; Odugbesan et al., 2023). Nevertheless, most prior
studies have primarily focused on relatively static organisational contexts, offering limited
insight into the dynamic mechanisms through which employees generate innovative
performance amidst intensified digital transformation and heightened environmental
dynamism (Peng et al., 2021). This theoretical gap suggests that current understanding of how
innovative performance emerges remains fragmented and incomplete, thereby underscoring
the necessity for a more integrated and nuanced conceptual framework that captures the
complex interplay between job demands and resources in contemporary work environments.
To address these shortcomings, this study employs the Job Demands—Resources (JD-R) model
as its theoretical foundation to systematically examine the generative mechanisms of IJP.
Characterised by its dual-path logic, the health depletion pathway and the motivational
enhancement pathway, which elucidates how job demands and resources respectively
influence employee performance through energy depletion and motivational stimulation
(Bakker & Demerouti, 2017). In recent years, the JD-R model has been extensively applied in
research domains such as well-being (Kerse et al., 2022), work engagement, and turnover
intentions(Crawford et al., 2010; Demerouti et al., 2001). However, its utilisation within [JP
studies remains relatively limited. Particularly in the era of digitalisation and intelligence,
systematic theoretical reviews and empirical analyses are lacking regarding how to integrate
novel variables, such as STARA awareness, digital literacy, and digital leadership, into the
model framework. This integration should be complemented by behavioural mechanisms like
promotive and preventative job redesign.

Furthermore, research indicates that person—job fit (PJ fit) plays a crucial moderating role in
the operational mechanisms of job resources and demands (Kristof-Brown et al., 2005; Wang

696



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 15, No. 1, 2026, E-ISSN: 2226-3624 © 2026

et al., 2025). A higher level of PJ fit not only enhances the positive effects of resources and
amplifies motivational pathways but also mitigates the negative impacts arising from high
demands. This provides a fresh perspective for understanding how employees self-regulate
and optimise their work approaches within complex and dynamic environments(Li et al., 2024;
Wuryaningrat et al., 2024). However, the moderating role of PJ fit in IJP research remains at
an exploratory theoretical stage, lacking systematic validation within digital contexts.

Based on this, the present study aims to explore the applicability and scope for extension of
the JD-R model in explaining 1JP through systematic review and critical analysis. Specifically,
this research focuses on three core questions: (1) How do job demands and resources
influence IJP through different pathways in the context of digital and intelligent
transformation? (2) How do promotion-focused and prevention-focused job crafting serve as
mediating mechanisms linking antecedents and outcomes? (3) What boundary-facilitating
role does PJ fit play within the dual-pathway mechanism of JD-R?

Through the synthesis and evaluation of 162 SSCI indexed articles, this study not only
validates the explanatory power of the JD-R model within the domain of IJP but also reveals
its theoretical extensions and practical implications within digital-intelligent environments.
This provides new theoretical underpinnings and managerial insights for further
understanding the IJP of scientific and technological talents within complex settings.

Literature Review

This chapter will concentrate on systematically reviewing core theoretical and empirical
literature within the domain of Innovative Job Performance. The primary objective is to
acquire profound academic comprehension of key constructs, such as digital literacy and job
crafting, in order to provide a robust and streamlined foundational basis for the current
research investigation.

The Theoretical Foundations of the JD-R Model

Since its inception, the JD-R model has emerged as one of the most influential frameworks
for explaining employee attitudes, behaviours, and performance (Bakker & Demerouti, 2017).
This model emphasises that all job characteristics can be categorised into two broad types:
job demands and job resources. Job demands refer to factors requiring sustained physical or
mental exertion during task completion, such as time pressure, task complexity, and technical
uncertainty. Job resources, conversely, denote elements that assist employees in achieving
work objectives, alleviating demand pressures, or fostering growth and development,
including social support, skill enhancement opportunities, and job autonomy (Bakker et al.,
2023; Li et al., 2023).

The unique contribution of the JD-R model lies in its dual-path logic. On the one hand, high
job demands deplete employees' energy reserves, leading to psychological strain and burnout,
thereby reducing performance, which is the health depletion pathway (Bakker et al., 2023;
Tims et al., 2013; Zhang & Parker, 2019). On the other hand, adequate job resources can
stimulate motivation and engagement, enhancing individual creativity and work performance,
which is the motivational pathway (Bakker & Demerouti, 2017; Li et al., 2023; Tims et al.,
2013; Worzesniewski & Dutton, 2001). In recent years, researchers have increasingly
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recognised that this model not only explains traditional performance outcomes but also
effectively reveals the generative mechanisms of IJP (Lesener et al., 2019).

Job Demands and 1JP

Within the context of digital intelligent transformation, new forms of job demands continue
to emerge, among which STARA threat awareness and environmental dynamism are
particularly salient. STARA technologies are often perceived as potential sources of job
substitution risk, when employees interpret them as threats, they are prone to experiencing
heightened anxiety and a sense of insecurity, which in turn inhibit innovative engagement
and risk-taking behaviours (Zhao et al., 2023). Simultaneously, environmental dynamism
amplifies market and technological uncertainty, which has been shown to significantly
undermine employees’ logical reasoning and creative problem-solving capabilities (Zhou et
al., 2023). However, some studies have indicated that when employees construe
technological change and environmental volatility as challenges rather than threats, such
appraisals can stimulate learning orientation and exploratory behaviour, thereby fostering
innovation (Ding, 2021; Kang et al., 2023; Liang et al., 2022). Consequently, the influence of
job demands on innovative performance manifests a distinct "double-edged sword" effect,
reflecting both its potentially debilitating and facilitative impacts on employee innovation.

Job Resources and 1JP

In contrast to the depleting nature of job demands, job resources exert a positive and
motivational influence on IJP. Foremost among these is digital literacy, an emerging and
critical personal resource that determines an employee's ability to proficiently utilise digital
intelligent tools for knowledge integration and problem-solving. Empirical research has
demonstrated that digital literacy not only enhances innovative behaviour directly but also
indirectly promotes innovation outcomes by cultivating positive attitudes and a greater
willingness to embrace new technologies (Huu, 2023; Nikou et al., 2022). Furthermore, digital
leadership, as a pivotal organisational level resource, plays a vital role in creating an
environment conducive to knowledge sharing and technological support, thereby stimulating
employees' creativity and IJP (Fatima & Masood, 2024; Gao & Gao, 2024). In addition, PJ fit
serves as a structural resource that strengthens employees' adaptability and confidence when
facing complex or demanding work conditions. Its positive influence on innovation-related
outcomes has been consistently validated across various organisational contexts (Wang et al.,
2025).

The Mediating Role of Job Crafting

Job crafting refers to employees' proactive and self-initiated behaviours through which they
deliberately reshape the task, relational, and cognitive boundaries of their work (Tims et al.,
2012). Within the JD-R framework, job crafting has been widely recognised as a crucial
mediating mechanism that links job demands and resources to performance outcomes. In
recent years, scholars have further differentiated between promotion-focused job crafting
and prevention-focused job crafting (Bindl et al., 2019). The former involves employees
actively seeking additional resources and challenging tasks, thereby reinforcing the positive
influence of job resources on innovative performance. In contrast, the latter entails the
avoidance of hindering demands, transmitting the negative effects of excessive job
requirements. Empirical evidence supports that this dual-dimensional perspective provides a
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more nuanced understanding of how innovative behaviours are generated and sustained
within organisational contexts (He et al., 2023; Zhu et al., 2022).

The Moderating Role of PJ Fit

As a critical boundary condition, PJ fit holds significant theoretical and practical value within
the JD—R model. A high degree of PJ fit not only enhances employees' task confidence and
adaptability to job requirements but also amplifies the positive effects of promotion-focused
job crafting while mitigating the adverse influence of prevention-focused crafting (Guo & Hou,
2022; Wang et al., 2025). This suggests that PJ fit functions both as a complementary resource
and as an essential moderating factor that shapes the differentiated outcomes of innovative
performance within the dual-pathway mechanism of the JD-R framework. Nevertheless,
empirical investigations into the moderating effects of PJ fit across diverse cultural and
industrial settings remain limited. Further research is therefore warranted to explore its cross-
contextual generalisability and boundary conditions in greater depth.

In summary, the extant literature demonstrates that the JD—R model provides a highly
applicable theoretical framework for explaining innovative performance. Nevertheless,
several research limitations remain evident. Firstly, insufficient attention has been devoted
to the cognitive reappraisal mechanisms through which employees interpret and respond to
job demands. Secondly, the transformation processes by which job resources are converted
into innovation outcomes have yet to be thoroughly explored. Thirdly, empirical research
examining the moderating role of PJ fit across different organisational and cultural contexts
remains scarce. Accordingly, this study seeks to address these gaps through a systematic and
critical review, thereby contributing to the refinement of theoretical understanding and
offering valuable directions for future research.

Methods

The process of literature identification and screening in this study strictly adheres to the core
tenets of systematic literature review methodology, so as to ensure the maximum
transparency and high replicability of the research process (Cumming et al., 2023). In
particular, multi-dimensional rigorous verification has been conducted regarding the
comprehensive coverage, thematic relevance, and academic rigor of the literature.
Meanwhile, against the backdrop of the digital transformation wave driven by the Industry
5.0 paradigm, the time frame for literature retrieval is restricted to January 2020 to
September 2025. This initiative aims to accurately capture the Ilatest theoretical
advancements and practical insights fostered by the systematic implementation of digital
intelligent technologies within organizations, encompassing core dimensions such as human
resource capability building, employee proactive behavior development, and innovative work
performance enhancement. The specific implementation steps are as follows:

Firstly, as a qualitative exploratory study, this study clearly defines the inclusion and exclusion
criteria for literature, with specific details presented in Table 1.
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Tablel
Criteria for Literature Inclusion
Options Rules
Inclusi The publication period for papers is from January 2020 to September 2025.
nclusion
Criteria The research field is management.
The type is an English academic paper.
Non-English paper.
Exclusion Non-academic paper
Criteria paper.

Papers outside the field of management.

Secondly, relying on top international academic databases such as Web of Science, Scopus,
and Google Scholar, the study adopts a multi-dimensional keyword combination strategy
encompassing terms like "JD-R Model", "innovative work performance", "digital literacy",
"digital leadership"”, "job crafting", and "person-job fit" to conduct precise in the target
databases. A total of 756 initial relevant papers were obtained, as illustrated in Figure 1.

200 184

180 169
160 147
140
120 112
100 26
80
58
60
40
20
0
2020 2021 2022 2023 2024 2025

Figure 2 Articles published by year

Subsequently, the retrieved results underwent preliminary screening based on correlation
analysis. This study excluded duplicate literature, as well as publications with low citation
frequencies or those failing to meet inclusion criteria, ultimately retaining 68 high-impact core
articles. By focusing on high-quality research samples, this approach effectively narrowed the
scope of investigation, providing foundational support for ensuring literature quality.

Moreover, this study employed content analysis techniques to conduct an in-depth
examination of the selected literature, systematically extracting the definitional connotations
and research status of core constructs such as "innovative job performance", "digital literacy",
"digital leadership", "job crafting", and "person-job fit". This process involved synthesising
research perspectives from diverse scholars, comprehensively distilling the essential
characteristics and attributes of relevant constructs regardless of consensus or divergence in
their definitions. This enabled the formation of abstracted, universalised understandings of

the phenomena under investigation.

700



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 15, No. 1, 2026, E-ISSN: 2226-3624 © 2026

Ultimately, the core objective of these stages lied in refining the phenomenological
terminology of relevant constructs through textual segmentation, literature restructuring,
and data extraction. This process categorised analogous phenomena into equivalent
analytical dimensions, enabling higher-level abstraction in interpreting research phenomena.
The extracted data provided foundational support for constructing novel research
frameworks, thereby deepening understanding of the intrinsic mechanisms underpinning
employee innovative job performance.

In summary, this study employed a systematic process of literature acquisition, analysis, and
integration to precisely identify research consensus and points of contention regarding
relevant constructs. This established a robust theoretical foundation for the research, thereby
supporting a comprehensive exploration of core issues in employee innovation work
performance. This methodology not only facilitated the construction of theoretical
frameworks but also provided methodological guidance for empirical investigation and
analysis, ensuring the research's relevance and scientific rigour.

Findings

Drawing upon a systematic synthesis and critical evaluation of literature, this study identifies
three principal mechanisms through which IJP is influenced grounded in the dual-pathway
logic of the JD-R model: the job demands pathway, the job resources pathway, and the
interactive mechanism linking the two.

Job Demands Pathway

Empirical evidence indicates that high levels of job demands tend to undermine innovative
performance by depleting employees' energy and accumulating work-related strain. Within
the context of digital-intelligent transformation, technostress, task complexity, and
environmental dynamism have emerged as salient demand-related factors. Prior studies
suggest that environmental dynamism can significantly weaken employees' ability to engage
in logic-based innovative thinking, primarily because the unpredictability of market demands
and technological changes heightens employees' sense of uncertainty (Zhou et al., 2023). At
the same time, employees' threat perception of STARA technologies operates as a hindrance
demand. When artificial intelligence, robotics, and algorithmic systems are perceived as
potential substitutes for human labour, employees are more likely to adopt prevention-
focused job crafting, avoiding challenging tasks and consequently constraining innovative
behaviour (Demerouti et al., 2001; Li et al., 2023). These findings lend support to the health-
impairment pathway proposed by the JD—R model.

Job Resources Pathway

In contrast, job resources exert a motivational and empowering influence that significantly
enhances innovative performance. At the individual level, digital literacy serves as a critical
personal resource that enables employees to use digital intelligent tools more effectively and,
through promotion-focused job crafting, transform these capabilities into greater innovative
output (Nikou et al., 2022). At the organisational level, digital leadership fosters a supportive
climate and a culture of knowledge sharing, directly stimulating creativity while indirectly
promoting IJP through resource-based empowerment (Fatima & Masood, 2024).
Furthermore, structural resources, such as PJ fit, enhance employees' adaptability and
confidence when facing complex or demanding tasks, encouraging them to reinterpret
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challenges as opportunities for growth and thus further stimulating innovative behaviour
(Wang et al., 2025).

The Interactive Mechanism

The analysis further highlights the central role of job crafting within the JD—R framework.
Promotion-focused job crafting has been confirmed as a key mediating mechanism through
which job resources foster IJP, whereas prevention-focused job crafting functions as a critical
channel through which job demands suppress innovation (Bindl et al., 2019). Simultaneously,
PJ fit operates as an important boundary condition within the dual-pathway mechanism. High
levels of PJ fit amplify the positive influence of promotion-focused crafting while buffering
the adverse effects of prevention-focused crafting, thereby validating the resource-buffering
effect embedded in the JD—R model.

In summary, three principal conclusions can be drawn from this review: (1) The job demands
pathway exhibits a double-edged sword effect, whereby threat perceptions and
environmental dynamism may impede innovation, yet challenge appraisals can, under certain
conditions, stimulate it. (2) The job resources pathway acts as the primary driver of IJP, with
digital literacy, digital leadership, and PJ fit identified as key enabling factors. (3) The
interactive mechanism is critical, job crafting functions as a central mediator, while PJ fit
substantially shapes both the direction and magnitude of the dual-pathway effects.

Discussion and Conclusion

This study not only reaffirms the theoretical explanatory power of the JD-R model but also
reveals its boundary conditions and directions for extension within technology-intensive
organisational contexts. The following discussion will centre on the research findings, drawing
comparisons with existing literature.

The Double-Edged Sword Effect of Job Demands

Findings indicate that high job demands may either inhibit innovation performance or, under
specific conditions, exert a facilitating effect. Threat Awareness of STARA and Environmental
Dynamism were confirmed as a typical 'inhibitory demand', primarily undermining
employees' innovative engagement through prevention-focused crafting. This discovery
aligns closely with the health impairment pathway proposed by the JD-R model (Bakker &
Demerouti, 2017). However, some studies indicate that when job demands are reinterpreted
as 'challenging demands', they may promote innovation by stimulating learning and adaptive
behaviours (Kong et al., 2024; Liang et al., 2022). This suggests that employees' subjective
cognitive evaluations play a crucial role in determining the direction of job demand effects,
warranting future research into the demand reappraisal mechanism.

5.2 Incentive Mechanisms and Transformation Processes of Job Resources

Along the resource pathway, research indicates that digital literacy, digital leadership, and PJ
fit are pivotal factors driving IJP. This finding aligns with empirical studies by Nikou et al. (2022)
and Fatima and Masood (2024), which demonstrate that resources can significantly enhance
innovative behaviour through motivation and empowerment. However, this study further
reveals that the impact of resources is not directly manifested but requires transformation
through facilitative job redesign. While employees gain access to technology, leadership
support, and role fit, they are more likely to convert these advantages into innovation
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outcomes only when they proactively adjust task boundaries and seek resources. This finding
extends the motivational pathway of the JD-R model, indicating that the value of resources
depends on the individual's proactive engagement.

Mediating Role and Pathway Differences in Job Crafting

Research indicates that job reshaping serves as a crucial mediating mechanism linking job
demands/resources to innovation performance. Promotive job redesign significantly
amplifies the positive effect of resources on innovation performance, whereas preventive job
redesign transmits the negative impact of job demands. This conclusion aligns with Bindl et
al. (2019) research on dual-dimensional job redesign and further demonstrates that the JD-R
model explains innovative behaviour not through a single pathway, but by differentiating
positive or negative outcomes via distinct forms of redesign behaviour. Notably, job redesign
reflects not only employees' responses to resources and demands but also their
reconfiguration of work meaning. This suggests future research could explore this mechanism
more deeply by integrating meaning-making theory.

Moderating Effects and Boundary Conditions of PJ Fit

Regarding moderation mechanisms, PJ fit was confirmed as a significant boundary condition.
In high-fit contexts, employees were more likely to translate promotive job redesign into
innovative performance and could buffer the negative effects of preventative redesign. This
finding not only corroborates the "resource buffering effect" hypothesis within the JD-R
model (Bakker et al., 2023), but also further embeds PJ Fit research within the field of IJP.
Echoing the work of Huang et al. (2019) and Wang et al. (2025), this study highlights the
moderating role of PJ fit in shaping employees' cognitive and behavioural pathways within
complex dynamic environments. It suggests that future research should delve deeper into the
interactive logic between fit and the JD-R model.

Consistency and Differences with Existing Research

Overall, the findings align with mainstream perspectives in the JD-R literature, validating its
explanatory power in innovation performance research. However, three distinctions emerge:
(1) Regarding job demands, this study highlights the negative effects of perceived threat,
whereas some research emphasises the positive role of challenging stress, indicating
cognitive reappraisal as a key moderator. (2) Regarding job resources, this study highlights
the resource transformation mechanism, where resources must be reshaped through
facilitative work to exert their effects, whereas traditional research predominantly
emphasises direct resource effects. (3) Concerning boundary conditions, this study uncovers
the dual role of PJ Fit, which can both amplify positive pathways and attenuate negative
pathways, offering significant implications for expanding the applicability of the JD-R model.

Adaptability of the JD-R Model in Digital Intelligent Contexts

It is worth emphasising that this study focuses on technology-intensive organisations
undergoing digital intelligent transformation. Within this context, employees face both
potent threats from technological displacement and environmental dynamism, alongside
robust resources in the form of digital tools and managerial support. Consequently, the dual-
path logic of the JD-R model is fully validated here. Compared to traditional manufacturing or
service sector research, this study reveals more complex cognitive processes and boundary
conditions within the digital-intelligent context, demonstrating the model's strong
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adaptability. However, it necessitates contextual expansion by incorporating novel variables
such as STARA awareness, digital literacy, and digital leadership.

In summary, this study elucidates the mechanism through which job demands and resources
influence innovation performance via distinct forms of job redesign within the JD-R
framework. It further identifies PJ fit as a critical moderator across both pathways. This not
only enhances the explanatory power of the JD-R model in innovation research but also
provides novel theoretical perspectives and empirical foundations for understanding
employee innovation behaviour in the digital intelligent context.

Theoretical Implications

This study systematically reviews and critically evaluates research findings on employee
innovation performance within the context of digital transformation, grounded in the JD-R
model. Findings indicate that variables including STARA awareness, digital literacy, digital
leadership, job crafting, and PJ fit influence 1JP through the dual-path logic of the JD-R model
to varying degrees.

Expanding the JD-R Model's Applicability to I/P

Traditional JD-R research predominantly focuses on outcome variables such as employee
well-being, work burnout, and turnover intentions (Crawford et al., 2010; Demerouti et al.,
2001; Kerse et al., 2022). However, this systematic review reveals the model's equal efficacy
in explaining the formation mechanisms of 1JP. Specifically, job demands not only diminish 1JP
via the energy depletion pathway but may also stimulate innovation motivation under
challenging evaluation conditions. Conversely, job resources do not merely directly drive
innovation, they require facilitative job redesign to translate into tangible outcomes. Thus,
the dual-pathway logic of the JD-R model receives fresh validation and extension within
innovation research. This finding enriches theoretical explanations of 1JP while providing
academia with a more universally applicable research framework.

Revealing the Core Role of Dual-Dimensional Job Crafting in the JD-R Model

This study further elevates the theoretical standing of job crafting within the JD-R framework.
Unlike prior research treating job crafting as a singular mediator, it emphasises the
differentiated pathways of promotion versus prevention-focused job crafting. Promotion-
focused job crafting amplifies the positive impact of resources on innovation, whereas
prevention-focused job crafting channels the negative effects of job demands. This finding
not only refines the mediating mechanisms within the JD-R model but also offers new
perspectives on understanding employee behavioural responses under varying cognitive and
resource conditions. In other words, job crafting is no longer a unidimensional mediation
black box but operates through dual-dimensional pathways to influence IJP. This conclusion
enhances the explanatory power of the JD-R model and facilitates deeper dialogue with
research in positive organisational behaviour and meaning-making theory.

Reinforcing the Role of Boundary Conditions in the PJ Fit within the JD-R Model

As a moderating variable, PJ fit is validated in this study as a crucial boundary condition
influencing the strength of the dual-path effects within the JD-R model. High levels of PJ fit
not only enhance employees' commitment to and innovation conversion effects from
promotion-focused job crafting, but also buffer the innovation inhibition effects arising from
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prevention-focused job crafting. This finding adds an individual-context interaction dimension
to the JD-R model, indicating its effects are not universally stable but significantly moderated
by fit factors. Theoretically, this deepens boundary condition research within JD-R, suggesting
future studies should focus more on the operational mechanisms of fit variables across
diverse contexts.

Advancing the Contextual Application of the JD-R Model

Existing JD-R research predominantly draws upon Western contexts and traditional industries.
The literature synthesised in this study, however, underscores the model's applicability within
digital intelligent transformation and emerging economies. The introduction of emerging
variables such as STARA awareness, digital literacy, and digital leadership not only expands
the scope of the JD-R model but also enhances its capacity to explain employee innovation
behaviour amidst rapid technological iteration and highly dynamic environments.
Consequently, this study provides new contextual evidence for the JD-R model, advancing its
theoretical evolution within the globalised and digital-intelligent landscape.

Practical and Social Implications

Against the backdrop of digital-intelligent transformation and industrial upgrading,
understanding the mechanisms underlying employees’ innovative work performance carries
not only theoretical significance but also critical practical implications for enterprise
management and social development.

Implications for Enterprise Management

Firstly, the findings suggest that digital literacy is a fundamental personal resource that drives
innovation. Enterprises should implement systematic training and learning programmes to
help employees master tools such as big data, artificial intelligence and cloud computing. This
approach can enhance employees' ability to handle complex tasks, improve work efficiency
and stimulate creative thinking. It can also encourage employees to engage more proactively
in job crafting for promotion.

Secondly, digital leadership is pivotal in enhancing 1JP. Managers should lead by example by
adopting digital, intelligent tools and fostering a culture of knowledge sharing and cross-
departmental collaboration. By adopting empowering, coaching and inclusive leadership
styles, leaders can effectively stimulate their employees' innovative motivation and
encourage them to transform stress into challenging goals. In the context of Specialized
Refinement Differential Innovation (SRDI) enterprises in particular, digital leaders function as
both resource providers and architects of an innovative climate.

Thirdly, the importance of managing PJ fit should not be overlooked. During recruitment and
job crafting, enterprises should ensure that employees' abilities and interests align with job
requirements. A high level of PJ fit increases employee engagement, amplifies the positive
effects of promotion-focused job crafting and mitigates the negative effects of prevention-
focused job crafting. Therefore, human resource practices should incorporate fit assessment
at every stage of the talent management process, from recruitment and selection to
performance evaluation and career development, to create a comprehensive management
strategy.
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Implications for Employee Development

From an individual perspective, the results suggest that employees should actively engage in
promotion-focused job crafting. This involves seeking resources, embracing challenging tasks
and expanding cognitive boundaries in order to transform organisational resources into
personal growth and innovative outcomes. However, they should also be aware of the
potential risks of prevention-focused job crafting, as avoiding hindering demands altogether
could stifle innovation. In the new era, the ability to self-regulate and acquire resources has
become a core competency for technological talent.

Furthermore, employees should cultivate cognitive reappraisal skills in relation to STARA.
When employees can reinterpret technological substitution risks as opportunities for self-
development and innovation, the pressure arising from digitalisation can become a driving
force for creativity. This transformation requires openness, a learning orientation and
psychological resilience in order to foster a positive response to challenges.

Implications for Industry and Societal Development

At an industrial level, the findings offer valuable insights into the development of SRDI
enterprises. As core drivers of technological innovation, these enterprises should promote
digital and intelligent transformation, establishing comprehensive talent support systems in
the process. By providing employees with resources, designing jobs effectively and fostering
an organisational culture that encourages innovation, they can enhance the performance of
technological talent. In regions such as China's Yangtze River Delta, these enterprises play a
critical role in the national innovation-driven strategy, so enhancing employees' innovation
potential is essential for both corporate survival and the high-quality development of regional
economies.

At a societal level, the study emphasises the strategic importance of digital transformation of
human capital. With the accelerated development of artificial intelligence and automation,
society must establish a forward-looking digital literacy education system, from basic
education to vocational training, to ensure the workforce can adapt to the intelligent era.
Furthermore, policymakers should promote cross-industry talent mobility and retraining
mechanisms to alleviate employment insecurity caused by technological substitution, thereby
fostering social equity and sustainable development.

Limitations and Suggestions for Future Research

Although this study provides new theoretical and practical insights into how the JD-R model
can be used to understand IJP, it has several limitations that should be acknowledged. These
limitations also provide valuable guidance for future research.

Limitations in Literature Sampling and Research Methods

Firstly, the literature sample primarily comprises SSCl-indexed studies published between
2020 and 2025. While this guarantees the timeliness and academic rigour of the review, it
could mean that relevant research published in non-English journals or practice-oriented
outlets is overlooked. Consequently, the conclusions may be somewhat constrained by the
scope of the sample. Future studies could expand the corpus by incorporating cross-language
and interdisciplinary research to construct a more comprehensive and diverse knowledge
base.
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Secondly, this study employs a combined systematic and critical review approach, which is
well suited to tracing theoretical development and identifying research gaps. However, the
absence of quantitative synthesis techniques, such as meta-analysis, limits the ability to
statistically estimate effect sizes and the strength of relationships between variables.
Therefore, future research could employ meta-analytic or multi-level structural equation
modelling approaches to provide a more precise, evidence-based assessment of the JD-R
model’s explanatory power in the context of innovation performance.

Limitations in Contextual Generalizability

This research focuses on technological professionals in the context of digital and intelligent
transformation, and SRDI enterprises. While this focus provides valuable insights into
emerging organisational settings, the generalisability of the findings remains limited. Job
demands, resources and PJ fit may differ across countries, industries and cultural
environments. For example, employees in Western contexts tend to prioritise autonomy and
personal development, whereas those in Eastern contexts may value collective support and
relational resources. Future studies could use cross-cultural and cross-industry comparative
designs to investigate how the JD-R model functions in different contexts, thus strengthening
its external validity and theoretical universality.

Limitations in Longitudinal and Dynamic Perspectives

Most existing studies, including this one, use cross-sectional research designs. This restricts
their ability to capture the dynamic, temporal processes through which job demands and
resources affect innovative performance. However, innovation is an inherently cumulative
and time-dependent process. Furthermore, employees' perceptions of stress, resources and
motivation may fluctuate across different developmental stages. Therefore, future research
should adopt longitudinal or experimental designs to examine causal relationships and trace
the temporal evolution of IJP. Additionally, integrating big data analytics and artificial
intelligence based behavioural tracking could deepen our understanding of the dynamic
mechanisms underlying innovation in digitalised workplaces.

References

Bag, S., Pretorius, J. H. C., Gupta, S., & Dwivedi, Y. K. (2021). Role of institutional pressures
and resources in the adoption of big data analytics powered artificial intelligence,
sustainable manufacturing practices and circular economy capabilities. Technological
Forecasting and Social Change, 163, 120420.
https://doi.org/10.1016/j.techfore.2020.120420.

Bakker, A. B., & Demerouti, E. (2017). Job demands-resources theory: Taking stock and
looking forward. Journal of occupational health psychology, 22(3), 273.
https://doi.org/10.1037/0cp0000056.

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. (2023). Job demands—resources theory: Ten
years later. Annual review of organizational psychology and organizational behavior,
10(1), 25-53. https://doi.org/110.1146/annurev-orgpsych-120920-053933.

Bankins, S., & Formosa, P. (2023). The ethical implications of artificial intelligence (Al) for
meaningful work. Journal of Business Ethics, 185(4), 725-740.

Bindl, U. K., Unsworth, K. L., Gibson, C. B., & Stride, C. B. (2019). Job crafting revisited:
Implications of an extended framework for active changes at work. Journal of Applied
psychology, 104(5), 605. https://doi.org/10.1037/ap10000362.

707


https://doi.org/10.1016/j.techfore.2020.120420
https://doi.org/10.1037/ocp0000056
https://doi.org/110.1146/annurev-orgpsych-120920-053933
https://doi.org/10.1037/ap10000362

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 15, No. 1, 2026, E-ISSN: 2226-3624 © 2026

Crawford, E. R., LePine, J. A., & Rich, B. L. (2010). Linking job demands and resources to
employee engagement and burnout: a theoretical extension and meta-analytic test.
Journal of Applied psychology, 95(5), 834. https://doi.org/10.1037/a0019364.

Cumming, M. M., Bettini, E., & Chow, J. C. (2023). High-quality systematic literature reviews
in special education: Promoting coherence, contextualization, generativity, and
transparency. Exceptional Children, 89(4), 412-431.

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands-
resources model of burnout. Journal of Applied psychology, 86(3), 499.
https://doi.org/10 1037//0021-9010 86 3 499.

Ding, L. (2021). Employees’ challenge-hindrance appraisals toward STARA awareness and
competitive productivity: a micro-level case. International Journal of Contemporary
Hospitality Management, 33(9), 2950-2969. https://doi.org/10.1108/1JCHM-09-2020-
1038.

Fatima, T., & Masood, A. (2024). Impact of digital leadership on open innovation: A
moderating serial mediation model. Journal of Knowledge Management, 28(1), 161-
180. https://doi.org/10.1108/KM-11-2022-0872.

FU, F., ZHA, W., & ZHOU, Q. (2024). The Influence of Digital Technology Induced Job
Requirements on Employee Innovative Behavior: A Study Based on Paradox Theory.
Human Resources Development of China, 41(3), 69-83.
https://doi.org/10.16471/j.cnki.11-2822/c.2024.3.005.

Gao, P., & Gao, Y. (2024). How does digital leadership foster employee innovative behavior: a
cognitive—affective processing system perspective. Behavioral Sciences, 14(5), 362.
https://doi.org/10.3390/bs14050362.

Guo, Y., & Hou, X. (2022). The effects of job crafting on tour leaders’ work engagement: the
mediating role of person-job fit and meaningfulness of work. International Journal of
Contemporary Hospitality Management, 34(5), 1649-1667.
https://doi.org/10.1108/1JCHM-09-2021-1082.

He, C., Teng, R., & Song, J. (2023). Linking employees’ challenge-hindrance appraisals toward
Al to service performance: the influences of job crafting, job insecurity and Al
knowledge. International Journal of Contemporary Hospitality Management, 36(3), 975-
994. https://doi.org/10.1108/1JCHM-07-2022-0848.

Huang, M.-H., & Rust, R. T. (2018). Artificial intelligence in service. Journal of service research,
21(2), 155-172. https://doi.org/10.1177/1094670517752459.

Huang, W., Yuan, C., & Li, M. (2019). Person—job fit and innovation behavior: roles of job
involvement and career commitment. Frontiers in Psychology, 10, 1134.
https://doi.org/10.3389/fpsyg.2019.01134.

Huu, P. T. (2023). Impact of employee digital competence on the relationship between digital
autonomy and innovative work behavior: a systematic review. Artificial Intelligence
Review, 56(12), 14193-14222. https://doi.org/10.1007/s10462-023-10492-6.

Kang, D. Y., Hur, W.-M., & Shin, Y. (2023). Smart technology and service employees’ job
crafting: Relationship between STARA awareness, performance pressure, receiving and
giving help, and job crafting. Journal of Retailing and Consumer Services, 73, 103282.
https://doi.org/10.1016/j.jretconser.2023.103282.

Kerse, G., Cakici, A. B., & Deniz, V. (2022). Health-oriented leadership’s impact on the well-
being of healthcare workers: Assessment with a mediated model. Ynpaeneneu, 13(5),
49-66. https://doi.org/10.29141/2218-5003-2022-13-5-4.

708


https://doi.org/10.1037/a0019364
https://doi.org/10
https://doi.org/10.1108/1JCHM-09-2020-1038
https://doi.org/10.1108/1JCHM-09-2020-1038
https://doi.org/10.1108/KM-11-2022-0872
https://doi.org/10.16471/j.cnki.11-2822/c.2024.3.005
https://doi.org/10.3390/bs14050362
https://doi.org/10.1108/IJCHM-09-2021-1082
https://doi.org/10.1108/IJCHM-07-2022-0848
https://doi.org/10.1177/1094670517752459
https://doi.org/10.3389/fpsyg.2019.01134
https://doi.org/10.1007/s10462-023-10492-6
https://doi.org/10.1016/j.jretconser.2023.103282
https://doi.org/10.29141/2218-5003-2022-13-5-4

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 15, No. 1, 2026, E-ISSN: 2226-3624 © 2026

Kong, H., Yin, Z., Chon, K., Yuan, Y., & Yu, J. (2024). How does artificial intelligence (Al) enhance
hospitality employee innovation? The roles of exploration, Al trust, and proactive
personality. Journal of Hospitality Marketing & Management, 33(3), 261-287.
https://doi.org/10.1080/19368623.2023.2258116.

Kristof-Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences OF
INDIVIDUALS'FIT at work: A meta-analysis OF person—job, person—organization, person—
group, and person—supervisor fit. Personnel psychology, 58(2), 281-342.
https://doi.org/10.1111/i.1744-6570.2005.00672 .x.

Lesener, T., Gusy, B., & Wolter, C. (2019). The job demands-resources model: A meta-analytic
review of  longitudinal  studies. @ Work &  Stress, 33(1), 76-103.
https://doi.org/10.1080/02678373.2018.1529065.

Li, J.-M., Zhang, R.-X., Wu, T.-J., & Mao, M. (2024). How does work autonomy in human-robot
collaboration affect hotel employees’ work and health outcomes? Role of job insecurity
and person-job fit. International Journal of Hospitality Management, 117, 103654.
https://doi.org/10.1016/j.ijhm.2023.103654.

Li, X., Cheng, C., & Yang, S. (2025). Why not go the usual way? Empowering leadership,
employees’ creative deviance and innovation performance. Management Decision,
63(3), 780-802. https://doi.org/10.1108/MD-12-2023-2358.

Li, Y., Tuckey, M. R., Bakker, A., Chen, P. Y., & Dollard, M. F. (2023). Linking objective and
subjective job demands and resources in the JD-R model: A multilevel design. Work &
Stress, 37(1), 27-54. https://doi.org/10.1080/02678373.2022.2028319.

Liang, X., Guo, G., Shu, L., Gong, Q., & Luo, P. (2022). Investigating the double-edged sword
effect of Al awareness on employee's service innovative behavior. Tourism
Management, 92. https://doi.org/10.1016/j.tourman.2022.104564.

Liu, P., Yuan, Y., Yang, L,, Liu, B., & Xu, S. (2024). Innovation comes with responsibility: a dual
moderation model of taking charge and innovative job performance. European Journal
of Innovation Management, 27(8), 2966-2993. https://doi.org/10.1108/EJIM-08-2022-
0420.

Luo, T., & Zhang, Z. (2021). Multi-network embeddedness and innovation performance of
R&D employees. Scientometrics, 126(9), 8091-8107. https://doi.org/10.1007/s11192-
021-04106-7.

Mumtaz, S., & Parahoo, S. K. (2020). Promoting employee innovation performance: Examining
the role of self-efficacy and growth need strength. International Journal of Productivity
and Performance Management, 69(4), 704-722. https://doi.org/10.1108/1PPM-12-
2017-0330.

Nikou, S., De Reuver, M., & Mahboob Kanafi, M. (2022). Workplace literacy skills—how
information and digital literacy affect adoption of digital technology. Journal of
Documentation, 78(7), 371-391. https://doi.org/110.1108/D-12-2021-0241.

Odugbesan, J. A., Aghazadeh, S., Al Qaralleh, R. E., & Sogeke, O. S. (2023). Green talent
management and employees’ innovative work behavior: the roles of artificial
intelligence and transformational leadership. Journal of Knowledge Management, 27(3),
696-716. https://doi.org/10.1108/KM-08-2021-0601.

Pai, P., Tsai, H.-T., & Zhong, J.-Y. (2022). Enhancing IT industry employees’ service innovation
performance: Antecedents and outcomes of service innovation engagement. European
Journal of Marketing, 56(8), 2455-2483. https://doi.org/10.1108/EJM-11-2020-0842.

709


https://doi.org/10.1080/19368623.2023.2258116
https://doi.org/10.1111/i.1744-6570.2005.00672.x
https://doi.org/10.1080/02678373.2018.1529065
https://doi.org/10.1016/j.ijhm.2023.103654
https://doi.org/10.1108/MD-12-2023-2358
https://doi.org/10.1080/02678373.2022.2028319
https://doi.org/10.1016/j.tourman.2022.104564
https://doi.org/10.1108/EJIM-08-2022-0420
https://doi.org/10.1108/EJIM-08-2022-0420
https://doi.org/10.1007/s11192-021-04106-7
https://doi.org/10.1007/s11192-021-04106-7
https://doi.org/10.1108/1PPM-12-2017-0330
https://doi.org/10.1108/1PPM-12-2017-0330
https://doi.org/110.1108/D-12-2021-0241
https://doi.org/10.1108/KM-08-2021-0601
https://doi.org/10.1108/EJM-11-2020-0842

INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN ECONOMICS AND MANAGEMENT SCIENCES

Vol. 15, No. 1, 2026, E-ISSN: 2226-3624 © 2026

Peng, R., Chen, J.,, & Wu, W. (2021). Mapping innovation research in organizations: A
bibliometric analysis. Frontiers in Psychology, 12, 750960.
https://doi.org/10.3389/fpsyg.2021.750960.

Tims, M., Bakker, A. B., & Derks, D. (2012). Development and validation of the job crafting
scale. Journal of Vocational behavior, 80(1), 173-186.
https://doi.org/10.1016/j.jvb.2011.05.009.

Tims, M., Bakker, A. B., & Derks, D. (2013). The impact of job crafting on job demands, job
resources, and well-being. Journal of occupational health psychology, 18(2), 230.
https://doi.org/10.1037/a0032141.

Wang, Y., Park, J., & Gao, Q. (2025). Digital leadership and employee innovative performance:
the role of job crafting and person—job fit. Frontiers in Psychology, 16, 1492264.
https://doi.org/10.3389/fpsyg.2025.1492264.

Wrzesniewski, A., & Dutton, J. E. (2001). Crafting a job: Revisioning employees as active
crafters of their work. Academy of Management Review, 26(2), 179-201.
https://doi.org/10.5465/amr.2001.4378011.

Wuryaningrat, N. F., Paulus, A. L., Rantung, D. I., & Mandagi, D. W. (2024). The relationship of
trust, knowledge transfer and the person-job and person-Organization fit as moderating
effects. Journal of Indonesian Economy and Business, 39(2), 160-173.
https://doi.org/10.22146/jieb.v39i2.7001.

Yin, M., Jiang, S., & Niu, X. (2024). Can Al really help? The double-edged sword effect of Al
assistant on employees’ innovation behavior. Computers in Human Behavior, 150.
https://doi.org/10.1016/j.chb.2023.107987.

Zhang, F., & Parker, S. K. (2019). Reorienting job crafting research: A hierarchical structure of
job crafting concepts and integrative review. Journal of Organizational Behavior, 40(2),
126-146. https://doi.org/10.1002/job.2332.

Zhao, J., Huy, E., Han, M., Jiang, K., & Shan, H. (2023). That honey, my arsenic: the influence of
advanced technologies on service employees’ organizational deviance. Journal of
Retailing and Consumer Services, 75, 103490.
https://doi.org/10.1016/j.jretconser.2023.103490.

Zhou, X., Wang, Y., Zhang, X., & Li, L. (2023). The influence of decision-making logic on
employees’ innovative behaviour: The mediating role of positive error orientation and
the moderating role of environmental dynamics. Psychology Research and Behavior
Management, 2297-2313. https://doi.org/10.2147/PRBM.S416595.

Zhu, J., Zhang, B., Xie, M., & Cao, Q. (2022). Digital leadership and employee creativity: The
role of employee job crafting and person-organization fit. Frontiers in Psychology, 13,
827057. https://doi.org/10.3389/fpsyg.2022.827057.

710


https://doi.org/10.3389/fpsyg.2021.750960
https://doi.org/10.1016/j.jvb.2011.05.009
https://doi.org/10.1037/a0032141
https://doi.org/10.3389/fpsyg.2025.1492264
https://doi.org/10.5465/amr.2001.4378011
https://doi.org/10.22146/jieb.v39i2.7001
https://doi.org/10.1016/j.chb.2023.107987
https://doi.org/10.1002/job.2332
https://doi.org/10.1016/j.jretconser.2023.103490
https://doi.org/10.2147/PRBM.S416595
https://doi.org/10.3389/fpsyg.2022.827057

