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Burnout; work engagement; | Burnout is the result of long-term, poorly managed stress, which eventually leads to
job crafting; Organizational | physical exhaustion. In corporate environment, burnout is a serious problem that
Culture; employee. needs special attention because it not only impacts the health and well-being of
employees, but also directly affects productivity, performance, and the sustainability
of company operations. Employees who apply job crafting by proactively adjusting
tasks, work relationships, and perspectives on work to align with their abilities and
resources are less likely to experience burnout, because they can create a work
environment that is more meaningful and suits their personal needs. A positive and
supportive organizational culture plays an important role in reducing employee
burnout. Work engagement also found to be able to decrease burn out. However, the
mechanism of their influences on burn out still needs to be understood. This study

*Corresponding Author:
Muchammad Rizal
Universitas 17 Agustus 1945

Surabaya aims to analyze the relationship between job crafting, organizational culture and burn

) out through work engagement as a mediator. The research subjects involved 106
Email: ) ] employees from two state-owned companies, namely PT X in Sidoarjo and PT Z in
muchammadrizal24@gmail. Surabaya, Indonesia. A path analysis conducted using JASP for Windows. The results
com

show that work engagement mediates the relationship between job crafting,
organizational culture, and burnout. In conclusion, employees who are active in job
crafting and have a positive view of the company culture and values tend to have
higher work engagement, which in turn make employees less likely to experience
burnout. This study findings provide new understanding on how company can prevent
employees burnout.
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INTRODUCTION

Mental health, which is the result of complex interactions between individuals, social, and their
environment (Green, 1991), has become an issue that is quite often encountered in various areas of life
(Maringka & Kusnawi, 2021). Especially the issue of mental health in the workplace, considering that almost
one-third of an individual's time is basically spent more as a worker, thus affecting the social and personal life
of individuals (Maryatmi, 2021). On the other hand, although issues related to employee mental health often
occur, they are often ignored in the workplace (Meidina & Laura, 2022). In fact, it is undeniable that low
mental health in individuals in the workplace, can have an impact on their performance both directly and
indirectly. Especially low mental health in the form of mental stress due to high job demands but not balanced
with the individual's positive ability to respond to stress so that individuals tend to experience burnout (Collett

et al., 2024).
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Burnout, which is a manifestation of long-term stress that is not handled properly, can cause stress that
leads to physical fatigue (Maslach et al, 2001). Maslach & Leiter (2008) defined burnout as individual's
reaction to a situation due to a lack of energy (physical, emotional, or mental fatigue), motivation, and
initiative, as well as changes in attitudes and behaviors in the face of demands, and self-esteem. Therefore,
burnout can occur in every human being regardless of age, education, occupation, social status and gender, so
it is one of the important issues that must be considered because it can affect a person's life (Eliyana, 2016).

The results of a survey conducted by Infinite Potential (2023) on 7,098 respondents in 40 different
countries show that the level of employee burnout globally has increased significantly in 2020-2022. This is
also reinforced by research conducted by Future Forum (2022) to 21,009 respondents in 6 countries showing
that there was an increase in burnout by 2% in December 2022 to 42% which was previously 40% in August
2022. Marshall et al (2020) even mentioned that 133 workers of manufacturing companies in South Aftrica
were also recorded as 33% of them experiencing burnout with a high tendency to turnover. On the other hand,
Jalili et al (2021) stated that burnout did not only occur in factory employees, but also health workers. Out of
645 people, 308 (50.1%) health workers in Iran tended to experience a high level of emotional fatigue, 81
people (13.2%) experienced a high level of depersonalization and there were even 526 people (85.5%) health
workers who were studied to be detected to have low self-achievement.

Several studies in Indonesia also mention that burnout occurs in 90% of general employees in Surabaya
as a result of work stress experienced (Marisa, 2021). Just like Wirati et al (2020) on executive nurses at
Wangaya Denpasar Hospital totalling 165 people found that as many as 85 people (51%) experienced burnout
with moderate levels and as many as 21 people (12.7%) experienced burnout with high levels. Similar findings
in a study by Salim et al (2020) on employees of PT CDM Semarang equalling 63 people and showed 33
employees who experienced burnout. This can be seen from the dimensions of burnout: fatigue (physical,
mental and emotional) shows that 17 out of 33 people (52%) experience physical fatigue, 8 people out of 33
people (24%) have a cynical or depersonalized nature and in the dimension of low achievement of self-
achievement, showing that there are 8 people out of 33 people (24%).

Problems arising from burnout have a high level of complexity, covering various physical, mental and
emotional aspects that affect the performance and overall well-being of workers. Not only does this impact
individual productivity, but it can also affect team dynamics and the achievement of organizational goals.
Therefore, it is important for workers to recognize potentially detrimental job characteristics-such as excessive
workload, persistent time pressure, or lack of support from colleagues or superiors.

Some previous studies mention that burnout will not occur if employees have job crafting (Petrou et
al 2015; Singh & Singh, 2018; Pijpker, 2022; Yang, 2023). As explained by Wrzesniewski & Dutton (2001),
employees who are able to realize their own well-being in the workplace are when they do job crafting, which
is an individual's effort to proactively organize their work to meet their needs, and skills so that their work

motivation increases. Through job crafting, workers can structure their tasks, environment or mindset so that
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more meaningful working conditions are formed for themselves, others or the company, which according to
Lyons (2008) can help improve employee performance in the company.

Job crafting is an overview of employees' ability to take advantage of job adjustment opportunities so
that employees can actively manage tasks and interactions with others (Berg et al, 2008). It was mentioned in
the research of Apriyanti et al (2021), that job crafting is effective in reducing burnout, although according to
Pijpker (2022), job crafting has several dimensions that do not predict burnout significantly such as the
dimensions of relaxation, autonomy, mastery, and meaning. But actually, with job crafting skills, employees
have a strong desire to make changes in finding resources and facing challenges to face jobs that will always
change every day. As mentioned by Petrou et al. (2015), employees with job crafting will have strategies to
face the company's demands and adjust themselves in facing job challenges. Employees can start implementing
job crafting by analyzing their needs at work as a provision to rearrange their work to make their work more
meaningful and improve personal performance in order to ultimately improve organizational performance as
well.

In addition to job crafting, burnout can also be influenced by organizational culture (Burns et al., 2021;
Ginossar et al., 2014; Pujiati et al., 2018; Zamini et al, 2011), which according to Denison (2009) is defined as
a set of values, beliefs, and operating principles as the basis for an organization's management system and a
set of management practices and behaviors that help and strengthen the basic principles of management.
Organizational culture is an invisible social force but can move individuals in organizations that carry out work
activities (Sutrisno, 2010). According to Denison (2009), organizational culture affects the effectiveness of the
company, because it is related to engagement, consistency, adaptation and clarity of the company's vision and
mission.

According to Armawan & Suana (2019), different organizational cultures in each company can color
the behavior of members of the organization as a whole. As mentioned by Ahgar (2006) organizational culture
is a collection of beliefs and universal values shared by the members of an organization. However, there are
significant differences between top management and lower-level employees in interpreting and applying these
values. Top management tends to focus on vision, mission, and ideal goals, while employees are more
influenced by the realities of work and everyday pragmatic norms. If the values and beliefs of management
align with the norms of employees, the organization will have a strong culture, creating cohesion and enhancing
cooperation. Conversely, a gap between the two can trigger cultural conflicts that weaken the organization. A
strong organizational culture demonstrates a shared understanding and commitment to core values, which form
the foundation for the organization's sustainability and success (Zamini, 2011).The same thing happens in
State-Owned Enterprises (SOEs), which have a role as an engine of economic growth, an accelerator of social
welfare, a provider of employment and a provider of talent, need to carry out transformations, one of which is
carried out through the establishment of the Core Values of SOEs Humarn Resources as the glue of identity
and work culture that supports continuous performance improvement. Previous research conducted by

Putrihadiningrum et al. (2021) showed a negative relationship between organizational culture and burnout. A
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well-established and ingrained culture illustrates how people should behave, which will help employees
achieve goals and, in turn, ensure greater job satisfaction when an employee feels a leader will assist them in
accomplishing a goal (Tsai, 2011).

Meanwhile, other studies show that job crafting have a positive relationship with work engagement
(Wardani et al., 2023) and organizational culture has positive impact on work engagement (Prahara, 2020).
Work engagement has a negative relationship with burnout (Damayanti, 2019). When employees engage in
job crafting, they use it as an effective coping strategy for those experiencing boredom and burnout to make
their work more interesting, meaningful, or satisfying. The more employees increase job challenges and job
resources, the less likely they are to work counterproductively (Hooff & Hooft, 2014). Furthermore, employees
with work engagement can prioritize activities and emphasize health and rest to work more productively
(Ramadhani et al., 2023). When individuals have high work engagement, they tend to work happily and with
high concentration, which can reduce the negative effects of burnout (Schaufeli et al., 2002).

Work engagement that Schaufeli et al (2002) defined as a state where the mind is in a positive state,
fully related to work which is characterized by vigor, dedication and absorption, is a condition when employees
in a company do their duties, express themselves physically, cognitively and emotionally during work. Work
engagement is needed to encourage employee motivation (May et al, 2004). Meyer (2012) asserts that
employees who have strong work engagement towards work will find it easier to manage their work tasks and
pressures. This means that employees who have high work engagement will work more productively than
employees who have low work engagement.

Sonnentag (2017) found that work engagement is a state that varies between individuals, time and
work tasks, while burnout is a chronic experience that is unable to fluctuate as quickly as work engagement.
Therefore Byrne et al (2016) stated that work engagement and burnout are separate but related constructs.
Previous research by Damayanti (2019) mentioned that work engagement has a negative relationship with
burnout. Those with strong work engagement typically exhibit greater emotional stability at work compared
to their less engaged peers which positively impacts their resilience at work. Even every problem that occurs
in the workplace is considered a challenge and tries to find other ways to do it well. As a result, employees
with greater resilience are less likely to experience burnout. As said Schaufeli et al (2002) that employees who
have high work engagement will work happily and work with high concentration so that these can reduce the
negative effects of burnout.

Given the impact of burn out to employees physical-mental health and productivity as well as the
magnitude of burnout experienced by employees in Indonesia, a deeper understanding of factors that reduce
burnout and the relationship between these factors with burn out is needed. Therefore, the current study derives
some hypotheses to be examined as presented in figure 1. The first hypothesis (H1) is work engagement have
negative relationship with employee burnout. The second hypothesis (H2) is job crafting have negative
relationship with employee burnout. The third hypothesis (H3) is organizational culture has a negative

relationship with employee burnout. The fourth hypothesis (H4), is job crafting have a positive relationship
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with work engagement and the fifth hypothesis (HS) is organizational culture has a positive relationship with
work engagement. The sixth hypothesis (H6) is that work engagement mediates the relationship between job
crafting and burnout. The seventh hypothesis (H7) is that work engagement mediates the relationship between

organizational culture and burnout.

JOB CRAFTING
(x1)

ENGAGEMENT

BURNOUT (Y)

ORGANIZATION | L e

CULTURE (%2) Solid Line - Direct Influence

Dotted Ling . Indirect Influence

Figure 1. The Hypothesized Mediation Model
Based on the studies of job crafting and organizational culture, burnout and work engagement
mentioned above, the present study aims to explore the role of work engagement in the relationship between

job crafting and organizational culture in reducing or increasing burnout.

METHOD

Respondents of this study were employees of state-owned companies in PT. X and PT. Z with a total
population of 279. The sample determined using the help of G-power software, with a size effect of 43%,
statistical power of 95% and a probability error of 5% obtained from several previous studies. Based on these
criteria, the total sample obtained is 106 people and the sampling technique in this study used accidental
sampling. The following table 1 describes of the research sample, based on place of work, age, gender and

length of service.
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Table 1. Demographics of Research Subjects

No  Demographic Profile Description Frequency Percentage
1 Workplace PT. X 63 59,43
PT.Z 43 40,5
Total 106 100
2 Gender Men 72 67,9
Women 34 32
Total 106 100
3 Age 20 to 25 years 2 1,8
26 to 30 years 13 12,2
31 to 35 years 38 35,8
36 to 40 years 23 21,6
41 to 45 years 12 11,3
46 to 50 years 14 13,2
51 to 55 years 4 3,7
Total 106 100
4 Tenure 1 to 2 years 6 5,6
3 to 5 years 9 8,4
6 to 10 years 48 45
More than 10 years 43 40,5
Total 106 100

Source: Microsoft Excell Office 16

This study uses a quantitative approach with a path analysis design with mediating variables, that is a
statistical analysis used to determine whether the relationship between two variables (independent variables
and dependent variables) is influenced by a third variable called the mediator variable. In this context, the
mediator variable functions as an intermediary that explains how or why the independent variable can affect
the dependent variable (Baron & Kenny, 1986). The data collection in this study used Job Crafting, Work
Engagement scale, Organizational Culture scale, and Burnout scale, all four of which were compiled based on
the Likert scale model with five choices, namely SS (Strongly Agree), S (Agree), N (Neutral), TS (Disagree)
and STS (Strongly Disagree).

This study uses the corrected item total correlation validity test which can be seen in the statistical
table with the condition that the validity coefficient value is > 0.3. The item validity test in this study uses the
total item coefficient technique or the item's differentiation index. If the correlation coefficient is less than 0.30,
then the item is not in accordance with the measuring instrument and the differentiation is said to be unsuitable.
However, if it is found that many items do not pass and there are not enough items needed, then the criteria
limit can be lowered to 0.25 (Azwar, 2017). Measurement criteria based on Azwar's (2017) opinion, which is
the Cronbach alpha test limit value of 0.6. The value of less than 0.6 will be considered unreliable and if the
value is more than 0.6 and close to 1.00 it can be said to be reliable. The burnout scale used in data collection
was developed by researchers based on a theory from Maslach et al (2001) which stated that burnout has three
dimensions, namely: fatigue, depersonalization, and decreased personal achievement. The results of the
Burnout scale reliability test showed that the Alfa Cronbach reliability coefficient was 0.941 out of 43 valid
items with a discrimination coefficient from 0.320 to 0.754. The scale of work engagement developed by

researchers is based on Schaufeli & Bakker's (2004) theoretical definition that work engagement has three
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dimensions, namely: enthusiasm, dedication and absorption. The results of the reliability test of the work
engagement scale showed that the Alfa Cronbach reliability coefficient was 0.967 out of 53 valid items with a
discrimination coefficient from 0.317 to 0.803. The scale of job crafting was developed by researchers based
on the theory of Tims et al (2012) which stated that job crafting has three dimensions, namely: increasing job
resources, decreasing inhibiting job demands and increasing challenging job demands. The results of the
reliability test showed that the reliability coefficient of the Cronbach alpha was 0.932 out of 26 valid items
with a discrimination coefficient from 0.319 to 0.828. The scale of organizational culture is created by
researchers based on aspects developed through the AKHLAK organizational culture compiled by Wijaya et
al., (2022), namely: trustworthy, competent, harmonious, loyal, adaptive, and collaborative. The results of the
reliability test showed that the reliability coefficient of Cronbach's alpha was 0.969 out of 44 valid items with
a discrimination coefficient from 0.372 to 0.850.

The analysis technique in this study uses a mediation pathway analysis model, that is, an analysis
technique that allows testing a series of relationships simultaneously (Baron & Kenny, 1986). Before
conducting the data analysis test, a prerequisite test consisting of a normality test, a linearity test, a
multicollinearity test and a heteroscedasticity test were first carried out. The results of the normality test using
the results of residual data showed that the Kolomogorov-Smirnov Z coefficient = 0.081 at p = 0.082 (p>0.05),
so that the Burnout variable data analyzed was normally distributed. The results of the linearity test of the work
engagement variable showed that the linearity coefficient F = 130.505 at p = 0.000, and the linearity coefficient
F = 68.200 at p = 0.000 for the job crafting variable, while the linearity of the distribution of the score of the
organizational culture variable was shown from the coefficient F =43.311 at p = 0.000 which (p < 0.00). Based
on these results, it can be concluded that the variables of work engagement, job crafting and organizational
culture have a linear relationship. The results of the multicollinearity test between work engagement, work
crafts and organizational culture showed tolerance scores 0.368, 0.248, and 0.281 (> 0.10) with VIF values
2.719, 4.025, and 3.564 (< 10.00), which means that there was no multicollinearity between the variables of

work engagement, work crafts and organizational culture.

RESULTS AND DISCUSSION

This research examines the effect of job crafting (X1) and organizational culture (X2) on burnout (Y),
with work engagement (Z) acting as the mediating variable. The results showed that work engagement
mediates the influence of job crafting and organizational culture on burnout, thus indirectly contributing to

reducing the level of burnout in employees (Figure 2).
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JOB CRAFTING
(X1)
ENGAGEMENT BURNOUT (Y)
(Z)
ORGANIZATION
CULTURE (X2)

Figure 2. Work Engagement as a Mediator in the Relationship between Job Crafting and Organization
Culture with Burnout

Table 2. presents an analysis that shows work engagement acts as a significant mediator in the
relationship between job crafting and burnout, with a path coefficient value of -0.525 and a significance level
(sig) of 0.000. The results of this study indicate that the sixth hypothesis which says work engagement mediates
the relationship between job crafting with burnout is accepted. This means when employees are actively
involved in job crafting, they will reshape their roles and responsibilities to better suit their skills and interests
so that they are more engaged with their work and therefore, minimise the occurrence of burnout.

Table 2. Indirect Effect Analysis Results

Path Standard o
Coefficient Error z-value P Description

H6 X1—-Z—-Y -0.525 0.135 -3.881 0.000 Accepted
H7 X2—-Z—>Y -0.193 0.073 -2.659 0.000 Accepted

Source: JASP Output 0.18.2.0 for Windows. Note: X1=Job Crafting, X2=Organization Culture, Y=Burnout, Z = Work
Engagement

In addition, the data also show that work engagement mediates the relationship between organizational
culture and burnout, with a path coefficient value of -0.1.93 and a p-value of 0.000. The results of this study
indicate that the seventh hypothesis which says work engagement mediates the relationship between
organizational culture with burnout is accepted. This finding indicates that work engagement mediates the
relationship between organizational culture and burnout, so in this case work engagement is an important factor
in fostering a healthy work environment. This finding reinforces the idea that a positive organizational culture
characterized by shared values, support, and a sense of belonging can significantly increase employee
engagement. When employees feel connected to their organizational culture, they are more likely to be engaged
in their work, which then reduces their susceptibility to burnout.

The role of work engagement is mediating the relationship between job crafting and organizational
culture with burnout. When employees have high job crafting and organizational culture is congruence with
their values, it will make employee work engagement higher. When employees are able to increase job

resources to the maximum they will voluntarily devote energy and mental strength during their work, so this
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will make them not easily feel physically tired. In addition, employees who have high work engagement will
tend to have good emotional stability at work (Damayanti, 2019).

The results of this study support research conducted by Jayanti (2022) that employees who have a high
level of job crafting tend to be more involved in their work, because basically the employee has the potential
to balance the demands of work with his or her personal and work resources (Bakker & Leiter, 2012). When
employees are able to implement job crafting, they will actively redesign their work so that it can be adjusted
to their interests in the field of work and negotiate about the content of the job (task crafting). Employees who
do job crafting at work will be able to improvise in their interactions with colleagues (relational crafting), and
establish the significance of their work to them (cognitive crafting) (Parker & Ohly, 2008). Therefore, when
employees are able to do job crafting in terms of their tasks, cognition and relationships at work, then the
employee will have a high level of work engagement. This study results is also in line with Tims’s et al (2012)
study. Job crafting, which is generally carried out by employees with the JD-R (job demand-resources) model,
is carried out by making changes in their work to balance job demands and job resources with their needs and
abilities. Job crafting carried out by employees by rearranging their work makes employees more able to
achieve job satisfaction, increase work engagement, resilience, and develop more in the workplace.

Organizational culture and work engagement have a fairly close relationship. This happens because
when the organizational culture in the company is strong, it will be able to increase the level of employee work
engagement in the company (Puspitasari & Budiani, 2022). As a study conducted by Dalain (2023) shows that
a positive organizational culture contributes significantly to increased employee engagement. A supportive
and inclusive culture creates a work environment that encourages employees to be actively engaged in their
work. Conversely, a weak organizational culture of a company can be an indication of low employee
engagement in the company. This can happen because organizational culture is an invisible social force that
can directly or indirectly affect the activities of people in a company. Indirectly, every employee in the
company will learn the culture in his company (Sutrisno, 2010).

Table 3 -showed a significant negative relationship between work engagement and burnout, with a
path coefficient value of =-0.533 and p = 000 (p<0.05), meaning the third hypothesis is accepted. This means
that the higher the level of work engagement of an employee, the lower the level of burnout they experience.
In other words, employees who feel engaged and passionate about their work tend to experience less emotional
exhaustion, depersonalization, and decreased job performance, which are key features of burnout.

Table 3. Results of Direct Effect Data Analysis

Path Standard o
Coefficient Error z-value P Description
Hl Z->Y -0.533 0.082 -6.526 0.000 Accepted
H2 X1-Y -0.339 0.189 -1.791 0.073 Rejected
H3 X2—Y 0.143 0.109 1.314 0.189 Rejected
H4 X1-Z 0.984 0.204 4.827 0.000 Accepted
H5 X2—-7 0.362 0.124 2911 0.004 Accepted

Source: JASP Output 0.18.2.0 for Windows
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Acceptance of this first hypothesis indicates that work engagement serves as a protective factor against
burnout. This study result confirms Meyer ‘s (2012) statement. When employees feel connected to their work,
have clear goals, and feel support from the work environment, then employees will be better able to cope with
stress and challenges that arise. This also shows the importance of creating a supportive and motivating work
environment, where employees can feel valued and actively engaged. Employees who have strong work
engagement with the organization, tasks and work environment will find it easier to manage work relationships,
manage stress on work pressure. By increasing work engagement, organizations can not only improve
employee productivity and performance, but can also reduce the risk of burnout, which will ultimately
contribute to overall employee well-being and organizational sustainability. Employees who have high work
engagement are by definition active and energetic individuals, and are expected to be in good mental and
physical condition (Langelaan, 2007). So, they will be more motivated to contribute more to their work. This
feeling of full energy will help employees to reduce feelings of emptiness and fatigue to prevent burnout.

Table 3 illustrates that there is no significant direct relationship between job crafting and burnout with
a path coefficient value =-0.339 and p = 0.073 (p > 0.05), meaning the second hypothesis that job crafting has
a negative relationship with burnout is rejected. The same table shows that there is no significant direct
relationship between organizational culture and burnout, with a path coefficient value = 0.143 and p = 0.189
(p > 0.05), so the third hypothesis that organizational culture has a negative relationship with burnout is
rejected. This means that although there is a tendency for job crafting to reduce the level of burnout, the
relationship is not strong enough to be considered statistically significant. In other words, changes made by
employees in the way they organize and design their work (job crafting) do not directly contribute to a decrease
in burnout experienced. The rejection of the fourth hypothesis and acceptance of the first hypothesis of this
study makes it clear that job crafting as a strategy for employees to customize their work by actively changing
their tasks and interactions with others at work does not necessarily make employees less burnt out when
employees do not have strong work engagement.

The rejection of hypothesis 4 contradicts research conducted by Singh & Singh (2018) that shows job
crafting has a negative relationship to burnout. This indicates that individual efforts in modifying or adjusting
work independently may not directly affect the onset of burnout. Job crafting, which is characterized by
employees' proactive behavior in rearranging their work to make it more enjoyable, will only be effective in
reducing burnout risk if employees have a high level of engagement with their work. Although job crafting
can serve as a coping mechanism to help employees balance job demands with available resources, as
expressed by Singh & Singh (2018), employees can still create the freedom to define, change, or modify their
jobs. Thus, the ability to engage in job crafting becomes more meaningful when employees feel engaged and
committed to their work, allowing them to better cope with the demands of the job.

This finding is in contrast to much of the previous literature which suggests that job crafting can act

as a positive coping mechanism against job stress (Tims, Bakker, & Derks, 2013). To explain this result, there
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are several psychological and contextual dynamics that may contribute to the insignificant relationship between
job crafting and burnout.

First, the form of job crafting that employees do may be superficial or not touch the real root of job
stress. Wrzesniewski and Dutton (2001) stated that job crafting can involve changes in tasks, relationships, or
perceptions of work. However, if the changes made are limited to insubstantial aspects (for example, simply
rearranging work schedules or choosing comfortable coworkers), then these interventions are not strong
enough to reduce the main sources of burnout such as excessive workload or ambiguous role pressures (Bakker,
Demerouti, & Sanz-Vergel, 2014).

Second, the organizational context also affects the effectiveness of job crafting. In a highly structural
or bureaucratic work environment, the space for job crafting can be very limited. Tims et al. (2015) emphasized
the importance of organizational support for job crafting to be successful. When organizational culture does
not support individual initiative or even curbs it, it is likely that job crafting will not have a real impact on
employees' psychological well-being.

Third, burnout itself can inhibit employees' ability to actively engage in job crafting. Burnout is
characterized by emotional exhaustion, decreased efficacy, and cynicism (Maslach, Schaufeli, & Leiter, 2001).
In this psychological state, employees' ability and willingness to proactively change their jobs is very low. This
means that individuals who have experienced burnout tend not to have enough energy or psychological
resources to engage in job crafting activities, so this intervention becomes ineffective or even not done at all
(Demerouti et al., 2021).

Furthermore, expectations that do not match reality can also cause job crafting to worsen burnout
conditions. When employees try to do crafting but do not get the expected results or even get resistance from
the work environment, this can lead to frustration and cognitive dissonance. This has the potential to strengthen
feelings of helplessness and exacerbate burnout (Petrou, Demerouti, & Schaufeli, 2018).

Results from previous research provide important insights into the interaction between organizational
culture and burnout among employees. As in the research conducted by Rollins et al, (2022), a well-
implemented organizational culture will be able to increase employee innovation and flexibility, which will
help employees be more empowered and engaged in their work, thus reducing the risk of burnout. On the other
hand, Zamini (2011) states that certain elements of organizational culture can contribute to higher levels of
burnout among employees, so special attention needs to be paid to the culture that exists in the workplace.
However, it is important to note that in this present study, the relationships identified were not statistically
significant. This suggests that while there is an indication of a negative relationship, the strength of the
relationship is not enough to be considered strong evidence. With the rejection of the fifth hypothesis, which
states that “organizational culture has a significant negative influence on the level of burnout,” possible
explanations are as the followings.

First, organizational culture is a collective phenomenon, but it is not always felt personally and relevant

by each individual in their daily work. When the cultural values run by the organization only become slogans
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or formalities without real implementation at the operational level, employees tend not to feel the existence of
the culture psychologically (Schein, 2010). Thus, organizational culture is not strong enough to influence
individual psychological conditions, including burnout.

Second, burnout tends to be influenced by proximal factors or those that are closer directly to
employees' daily work experiences, such as task pressure, role conflict, role vagueness, and lack of control and
job autonomy (Maslach et al., 2001). While organizational culture is macro and long-term, burnout can be
triggered by ongoing micro experiences, such as interactions with immediate supervisors or unrealistic work
expectations. Therefore, the influence of organizational culture is less significant than these factors.

Third, in some cases, a seemingly positive organizational culture such as one that emphasizes high
performance, innovation and collaboration can lead to hidden pressures, especially if it is not matched by
adequate psychological resources. Employees may feel the need to excel, innovate and socialize without pause.
This can create internal pressures that contribute to burnout, even if the organizational culture itself is
considered “positive” (Van den Broeck et al., 2011). Thus, not all organizational cultures automatically reduce
burnout; in some circumstances, they may even increase psychological burden. In fact poor organizational
culture and not being perceived positively by employees, is a predictor of burnout (Mehr,2021).

Forth, it is possible that there is a difference between the organizational culture declared by
management and that actually experienced by employees. The formal culture can be highly idealistic, but the
real culture of the workplace can be rife with conflict, power domination, or injustice. When employees realize
the gap between the claimed culture and the day-to-day reality, this can lead to distrust and disengagement,
which in turn leads to burnout - not because of the culture directly, but because of conflicted perceptions and
value mismatches (Argyris, 1999).

Fifth, in a psychological context, organizational culture serves more as a setting or work context, not
as a direct factor causing stress or burnout. Some studies show that the effect of organizational culture on
burnout is mediated by other factors, such as leadership, social support, and workload (Schaufeli & Taris,
2014). Therefore, if these mediators are not functioning optimally, then organizational culture will not directly
impact burnout levels.

The current study reveals that for organizational culture to have an effect on burnout, there must be
other factors at play. Work engagement which includes employees' level of involvement and commitment to
their work appears to serve as a mediator. When employees feel engaged and motivated, they may be better
able to cope with work related stress, thereby reducing the risk of burnout. Therefore, this research finding
complement Schaufeli & Taris’ work.

Table 3 also shows the results of the analysis test between job crafting and work engagement. The
results obtained path coefficient = 0.984 and p = 0.000 (p < 0.05), it can be concluded that job crafting affects
work engagement. The same table shows the relationship between organizational culture and work
engagement, getting the results of path coefficient = 0.362 at p = 0.004 (p < 0.05), it can also be concluded

that organizational culture affects work engagement.
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The results of this study indicate that the sixth hypothesis stated that job crafting has a positive
relationship to work engagement is accepted. This is in line with research conducted by Letona-Ibafiez et al
(2021) which found that job crafting is positively related to work engagement, especially through increasing
job meaning. This research informs that changes in tasks or work interactions carried out by employees can
increase understanding and meaning of work which in turn can increase work engagement in employees. Tims
etal (2016) said in their research that employees who do job crafting, such as finding new resources, challenges
and reducing job demands will show increased work engagement. The results also show that job crafting helps
employees feel more involved with their work so that it will be able to increase employee motivation and
performance.

This study also found that organizational culture has a positive relationship with work engagement in
employees. So, the seventh hypothesis is accepted. This means that when employees understand and consider
organizational culture support them at work, it will increase their work engagement. This relationship is due
to the alignment between organizational values and employee behavior that fosters a sense of belonging and
commitment to the organization. The current study result is in line with the research of Song et al (2023) which
says that cultural tightness in the organization and coupled with transformational leadership, positively predict
employee work engagement. This relationship shows that a structured and supportive cultural environment can

increase employee motivation and dedication to their work.

A supportive organizational culture creates a positive and energetic work environment, employees will
feel supported by the company through fair policies, development opportunities, and recognition of hard work,
so employees will feel more excited and motivated (Song et al., 2023). An organizational culture that is
inclusive and values the contributions of each employee will increase a sense of belonging and engagement.
When employees feel an important part of the organization and their work has meaning, they will be more
dedicated (Song et al., 2023). An organizational culture that encourages collaboration, openness, and good
communication makes employees feel more engaged and committed to their work. Flexibility in work
increases work engagement by allowing employees to work in the most effective way. So in this finding,
developing a positive organizational culture characterized by support, inclusiveness and freeing employees at
work will be able to increase the level of work engagement in employees. This in turn will contribute to

improved organizational performance and employee well-being.

CONCLUSION

Based on the research analysis and hypotheses testing, it can be concluded that work engagement acts
as a significant mediator in the relationship between job crafting and burnout, as well as between organizational
culture and burnout. The results show that the role of work engagement is very important in strengthening the
relationship between job crafting and burnout. As employees able to increase job resources to the maximum,
they will voluntarily devote energy and mental strength during work so that it will make them not easily feel
tired and prevent employees from experiencing burnout. In addition, a positive organizational culture,
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characterized by shared values and support, also increases work engagement, thereby reducing employees'
susceptibility to burnout. This research reveals that to reduce burnout, it is important for organizations to
empower employees in creating work and create a supportive organizational culture since the two impacts on
employees work engagement. Thus, organizations need to pay attention to both aspects to engage employees
to their work which in turn reducing employees burnout. creating a healthy and productive work environment-
This study has limitations related to the range of state-owned companies involved, because only two companies
participated in this study, resulting in a limited number of respondents who can be taken in this study. It is
hoped that future research can involve more state-owned companies to get a more comprehensive picture.
Subsequent researchers can also compare between state-owned and non-state-owned sectors or different
industries (e.g., manufacturing vs. services) to see whether the role of work engagement as a mediator remains

consistent in different contexts.

ACKNOWLEDGMENT

The researcher would like to thank god almighty for the grace and wisdom that made the
completion of this research possible. In addition, the researcher expressed his gratitude to the university
of august 17, 1945 surabaya for becoming an institution where the researcher pursued a master's degree.
The researcher also expressed his sincere appreciation to all individuals and parties who have helped or
participated, directly or indirectly, in the completion of this research, although it is not mentioned

individually.

REFERENCES

Ahgar, G. H. (2006). The role of school organizational culture in teachers’ job-related fatigue. Journal of
Education, 86, 93—123.

Apriyanti, D., Anindita, R., & Purwandari, D. A. (2021). Peran job crafting terhadap kinerja guru pada masa
pandemi COVID-19 melalui burnout dan work life balance. Jurnal llmiah Manajemen dan Bisnis,
22(2), 260-278. https://doi.org/10.30596/jimb.v22i2.7917

Arghode, V., Lathan, A., Alagaraja, M., Rajaram, K., and McLean., G. N. (2022). Empathic organizational
culture and leadership: Conceptualizing the framework. Furopean Journal of Training and
Development, 46(1-2), 239-256. https://doi.org/10.1108/EJTD-09-2020-0139

Argyris, C. (1999). On organizational learning (2nd Ed.). Oxford, UK: Blackwell Business.

Armawan, P. A., & Suana, I. W. (2019). Pengaruh budaya organisasi, gaya kepemimpinan, dan lingkungan
kerja fisik terhadap disiplin kerja karyawan. E-Jurnal Manajemen Universitas Udayana, 8(8), 5090—
5117. https://doi.org/10.24843/ejmunud.2019.v08.i08.p14

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. I. (2014). Burnout and work engagement: The JD-R
approach. Annual Review of Organizational Psychology and Organizational Behavior, 1(1),389—411.
https://doi.org/10.1146/annurev-orgpsych-031413-091235

Bakker, A. B., & Albrecht, S. (2018). Work engagement: Current trends. Career Development International,
23(1), 4-11. https://doi.org/10.1108/CDI-11-2017-0207

121



Insight: Jurnal Ilmiah Psikologi e-ISSN: 2548-1800
Vol. 27 No. 1, February 2025, pp. 108-126 p-ISSN: 1693-2552

Baron, R. M., & Kenny, D. A. (1986). The moderator-mediator variable distinction in social psychological
research: Conceptual, strategic, and statistical considerations. Journal of Personality and Social
Psychology, 51(6), 1173—1182. https://doi.org/10.1037/0022-3514.51.6.1173

Berg, J. M., Dutton, J. E., & Wrzesniewski, A. (2008). What is job crafting and why does it matter? Center for
Positive Organizational Scholarship, University of Michigan.
https://www.researchgate.net/publication/266094577

Burns, K. E. A., Pattani, R., Lorens, E., Straus, S. E., & Hawker, G. A. (2021). The impact of organizational
culture on professional fulfillment and burnout in an academic department of medicine. PLoS ONE,
16(6), 1-13. https://doi.org/10.1371/journal.pone.0252778

Byrne, Z. S., Peters, J. M., & Weston, J. W. (2016). The struggle with employee engagement: Measures and
construct clarification using five samples. Journal of Applied Psychology, 101(9), 1201-1227.
https://doi.org/10.1037/apl0000124

Collett, G., Korszun, A., & Gupta, A. K. (2024). Potential strategies for supporting mental health and
mitigating the risk of burnout among healthcare professionals: insights from the COVID-19 pandemic.
EClinicalMedicine, 71, 1-8. https://doi.org/10.1016/j.eclinm.2024.102562

Dalain, A. F. (2023). Nurturing employee engagement at workplace and organizational innovation in time of
crisis with moderating effect of servant leadership. Sage Open, 13(2), 1-14.
https://doi.org/10.1177/21582440231175150

Damayanti N. (2019). The effect of work engagement and self-efficacy on job burnout of credit analyst.
International Journal of Applied Business & International Management, 4(3), 113—-120.

Demerouti, E., Bakker, A. B., & Halbesleben, J. R. B. (2021). Productive and counterproductive job crafting:
A daily diary study. Journal of Occupational Health Psychology, 26(5), 384-398.
https://doi.org/10.1037/0cp0000284

Denison D R. (2009). Getting started with your denison organizational culture survey results. Jakarta:
Erlangga.

Eliyana, E. (2016). Faktor-faktor yang berhubungan dengan burnout perawat pelaksana di ruang rawat inap
RSJ Provinsi Kalimantan Barat tahun 2015. Jurnal ARSI: Administrasi Rumah Sakit Indonesia, 2(3),
172—-182. https://doi.org/10.7454/arsi.v2i3.2200

Ginossar, T., Oetzel, J., Hill, R., Avila, M., Archiopoli, A., & Wilcox, B. (2014). HIV health-care providers’
burnout: Can organizational culture make a difference? AIDS Care: Psychological and Socio-Medical
Aspects of AIDS/HIV, 26(12), 1605-1608. https://doi.org/10.1080/09540121.2014.936819

Goering, D. D., Shimazu, A., Zhou, F., Wada, T., & Sakai, R. (2017). Not if, but how they differ: A meta-
analytic test of the nomological networks of burnout and engagement. Burnout Research, 5, 21-34.
https://doi.org/10.1016/j.burn.2017.05.003

Green, L. W., & Kreuter, M. W. (1991). Health promotion planning: An educational and environmental
approach. Toronto: Mayfield Publishing Company.

Harju, L. (2017). Taming the beast of boredom: Exploring boredom at work and the role of job crafting
(Doctoral dissertation, University of Jyvdskyld). University of Jyvéskyla.

Jalili, M., Niroomand, M., Hadavand, F., Zeinali, K., & Fotouhi, A. (2021). Burnout among healthcare
professionals during COVID-19 pandemic: A cross-sectional study. [International Archives of
Occupational and Environmental Health, 94(6), 1345-1352. https://doi.org/10.1007/s00420-021-
01695-x

122



Insight: Jurnal Ilmiah Psikologi e-ISSN: 2548-1800
Vol. 27 No. 1, February 2025, pp. 108-126 p-ISSN: 1693-2552

Jayanti H D. (2022). Hubungan efikasi diri dan job crafting dengan work engagement pada karyawan. Jurnal
Cakrawala llmiah, 1(6), 1333—1340. https://doi.org/10.53625/jcijurnalcakrawalailmiah.v1i6.1499

Leiter, M. P., & Maslach, C. (2004). Areas of worklife: A structured approach to organizational predictors of
job burnout. In P. L. Perrewé & D. C. Ganster (Eds.), Research in occupational stress and well-being
(Vol. 3, pp. 91-134). Emerald Group Publishing Limited. https://doi.org/10.1016/S1479-
3555(03)03003-8

Letona-Ibafiez, O., Martinez-Rodriguez, S., Ortiz-Marques, N., Carrasco, M., & Amillano, A. (2021). Job
crafting and work engagement: The mediating role of work meaning. International Journal of
Environmental Research and Public Health, 18(10), 1-15. https://doi.org/10.3390/ijerph18105383

Lyons, P. (2008). The crafting of jobs and individual differences. Journal of Business and Psychology, 23(1—
2), 25-36. https://doi.org/10.1007/s10869-008-9080-2

Kok, N., Hoedemaekers, C., Fuchs, M., Cornet, A. D., Ewalds, E., Hom, H., Meijer, E., Meynaar, ., van Mol,
M., van Mook, W., van der Steen-Dieperink, M., van Zanten, A., van der Hoeven, H., van Gurp, J., &
Zegers, M. (2025). The interplay between organizational culture and burnout among ICU professionals:
A cross-sectional  multicenter study. Journal of Critical Care, 85, 154981.
https://doi.org/https://doi.org/10.1016/].jcrc.2024.154981

Maringka, R., & Kusnawi, K. (2021). Exploratory data analysis faktor pengaruh kesehatan mental di tempat
kerja exploratory data analysis factors influence mental health in the workplace. Cogito Smart Journal,
7(2), 215-226. https://doi.org/10.31154/cogito.v7i2.312.215-226

Marshall, G.H., & Stephenson, S.M. (2020). Burnout and turnover intention among electronics manufacturing
employees in South Africa. S4 Journal of Industrial Psychology/SA Tydskrif vir Bedryfsielkunde, 46,
1-11. https://doi.org/10.4102/sajip.v4610.1758

Maryatmi, A. S. (2021). Well-being di dunia kerja. Banyumas: CV. Pena Persada.

Maslach, C., Schaufeli, W. B., & Leiter, M. P. (2001). Job burnout. Annual Review of Psychology, 52, 397—
422. https://doi.org/10.1146/annurev.psych.52.1.397

Maslach, C., & Leiter, M. P. (2008). Early predictors of job burnout and engagement. Journal of Applied
Psychology, 93(3), 498—512. https://doi.org/10.1037/0021-9010.93.3.498

May, D. R., Gilson, R. L., & Harter, L. M. (2004). The psychological conditions of meaningfulness, safety
and availability and the engagement of the human spirit at work. Journal of Occupational and
Organizational Psychology, 77(1), 11-37. https://doi.org/10.1348/096317904322915892

Mehr, E. T. (2021). Predicting job burnout based on organizational culture and employee
motivation. International Journal of Innovation Management and Organizational Behavior
(IJIMOB), 1(1), 1-16. https://doi.org/10.61838/kman.ijimob.1.1.1

Meidina, D. W., & Laura, N. (2022). The effect of employees’ mental health on performance mediated by
welfare in the workplace (empirical study on information technology division employees during work
from home. Business Management Journal, 18(1), 85-105. https://doi.org/10.30813/bmj

Meyer, A. G. (2012). Meningkatkan keterikatan kerja melalui intervensi terhadap kegiatan berbagi
pengetahuan: Studi mengenai asesor unit kerja XYZ di PT. ABC Indonesia [Tesis, Universitas
Indonesia]. Universitas Indonesia Repository. https://lib.ui.ac.id/detail?id=20307923

Najeemdeen, L. S., Taofik Abidemi, B., Rahmat, F. D., & Bulus, D. (2018). Perceived organizational culture
and perceived organizational support on work engagement. Academic Journal of Economic Studies,
4(3), 199-208.

123



Insight: Jurnal Ilmiah Psikologi e-ISSN: 2548-1800
Vol. 27 No. 1, February 2025, pp. 108-126 p-ISSN: 1693-2552

Parker, S. K., & Ohly, S. (2008). Designing motivating jobs: An expanded framework for linking work
characteristics and motivation. In R. Kanfer, G. Chen, & R. D. Pritchard (Eds.), Work motivation:
Past, present, and future (pp. 233-284). Routledge.

Petrou, P., Demerouti, E., & Schaufeli, W. B. (2015). Job crafting in changing organizations: Antecedents and
implications for exhaustion and performance. Journal of Occupational Health Psychology, 20(4),
470-480. https://doi.org/10.1037/a0039003

Petrou, P., Demerouti, E., & Schaufeli, W. B. (2018). Crafting the change: The role of employee job crafting
behaviors for successful organizational change. Journal of Organizational Behavior, 39(2), 239-254.
https://doi.org/10.1002/job.2142

Pijpker, R., Kerksieck, P., Tusl, M., De Bloom, J., Brauchli, R., & Bauer, G. F. (2022). The role of off-job
crafting in burnout prevention during COVID-19 crisis: A longitudinal study. International Journal
of Environmental Research and Public Health, 19(4), 1-14. https://doi.org/10.3390/ijerph19042146

Prahara, S. A. (2020). Budaya organisasi dengan work engagement pada karyawan. Jurnal RAP (Riset Aktual
Psikologi Universitas Negeri Padang), 10(2), 232-243. https://doi.org/10.24036/rapun.v10i2.106977

Pujiati, T. L., & Susanto, N. (2018). Budaya organisasi sebagai prediksi penyebab burnout syndrome pada
perawat: Studi kasus di rumah sakit pemerintah [Organization culture as predicting caused burnout
syndrome for nursing: Case study in government hospital]. Jurnal Formil (Forum Illmiah) Kesehatan
Masyarakat Respati, 3(1), 9—-14.

Puspitasari, R. D., & Budiani, M. S. (2022). Hubungan antara budaya organisasi dengan work engagement
pada karyawan PT. Mitra Megah Bangunan Abadi. Character: Jurnal Penelitian Psikologi, 9(6), 1—
10. https://doi.org/10.26740/cjpp.v9i16.46999

Putrihadiningrum, D. C., Brahmasari, I. A., & Ratih, I. A. B. (2021). Pengaruh budaya organisasi dan job
insecurity terhadap burnout karyawan milenial di CV. Mapan Jaya Surabaya. Media Mahardhika,
19(2), 395—-403. https://doi.org/10.29062/mahardhika.v19i2.263

Ramadhani, N. W., & Tarigan, A. H. Z. (2023). Hubungan antara work engagement dengan burnout pada guru
honorer di daerah 3T. Psychology Journal of Mental Health, 4(2), 140-149.
https://doi.org/10.32539/pjmh.v4i2.82

Rollins, A. L., Eliacin, J., Russ-Jara, A. L., Monroe-Devita, M., Wasmuth, S., Flanagan, M. E., Morse, G. A.,
Leiter, M., & Salyers, M. P. (2021). Organizational conditions that influence work engagement and
burnout: A qualitative study of mental health workers. Psychiatric Rehabilitation Journal, 44(3), 229—
237. https://doi.org/10.1037/prj0000472

Salim, A., & Prihartanti, N. (2020). Pelatihan job crafting sebagai solusi burnout pada karyawan. Jurnal
1lmiah Psikologi Terapan, 8(2), 177-190. https://doi.org/10.22219/jipt.v8i2.13557

Schaufeli, W. B., & Bakker, A. B. (2004). Utrecht Work Engagement Scale: Preliminary manual. Utrecht
University.

Schaufeli, W. B., Salanova, M., Gonzalez-Roma, V., & Bakker, A. B. (2002). The measurement of
engagement and burnout: A two sample confirmatory factor analytic approach. Journal of Happiness
Studies, 3(1), 71-92. https://doi.org/10.1023/A:1015630930326.

Schaufeli, W. B., & Taris, T. W. (2014). A critical review of the Job Demands—Resources model: Implications
for improving work and health. In G. F. Bauer & O. Hammig (Eds.), Bridging occupational,
organizational and public health (pp. 43—68). Springer. https://doi.org/10.1007/978-94-007-5640-3 4

Schein, E. H. (2010). Organizational culture and leadership (4th ed.). San Francisco, CA: Jossey-Bass.

124



Insight: Jurnal Ilmiah Psikologi e-ISSN: 2548-1800
Vol. 27 No. 1, February 2025, pp. 108-126 p-ISSN: 1693-2552

Siddiqi, M. A. (2015). Work engagement and job crafting of service employees influencing customer
outcomes. Vikalpa, 40(3), 277-292. https://doi.org/10.1177/0256090915598584

Singh, V. L., & Singh, M. (2018). A burnout model of job crafting: Multiple mediator effects on job
performance. I[IMB Management Review, 30(4), 305-315. https://doi.org/10.1016/j.iimb.2018.05.001

Song, X., Shi, K., & Zhou, W. (2023). Mechanisms of organizational cultural tightness on work engagement
during the COVID-19 pandemic: The moderating role of transformational leadership. Behavioral
Sciences, 13(1), 1-16. https://doi.org/10.3390/bs13010027

Sonnentag, S. (2017). A task-level perspective on work engagement: A new approach that helps to
differentiate the concepts of engagement and burnout. Burnout Research, 5, 12-20.
https://doi.org/10.1016/j.burn.2017.04.001

Sutrisno, E. (2010). Budaya organisasi (Edisi pertama). Jakarta: Kencana Prenada Media Group.

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), 230-240.
https://doi.org/10.1037/a0032141

Tims, M., Derks, D., & Bakker, A. B. (2015). Job crafting and its relationships with person—job fit and
meaningfulness: A three-wave study. Journal of Vocational Behavior, 92, 44-53.
https://doi.org/10.1016/j.jvb.2015.11.007

Van den Broeck, A., Vansteenkiste, M., De Witte, H., & Lens, W. (2011). Explaining the relationships
between job characteristics, burnout, and engagement: The role of basic psychological need
satisfaction. Work & Stress, 25(1), 1-20. https://doi.org/10.1080/02678373.2011.573773

Van Hooff, M. L. M., & van Hooft, E. A. J. (2014). Boredom at work: Proximal and distal consequences of
affective work-related boredom. Journal of Occupational Health Psychology, 19(3), 348-359.
https://doi.org/10.1037/a0036821

Wang, Q., & Wang, C. (2020). Reducing turnover intention: Perceived organizational support for frontline
employees. Frontiers of Business Research in China, 14(1), 1-16. https://doi.org/10.1186/s11782-
020-00074-6

Wardani L M [, Riskinanti K, Apriliani A, Dearly D, & Sharif S B. (2023). The role of employee well-being
as a moderator: Job crafting and work engagement. Indigenous: Jurnal llmiah Psikologi, 8(1),22-38.
https://doi.org/10.23917/indigenous.v8il.19903

Widyani D, & Radiku T. (2021). The correlation between job crafting and work engagement at manufacturing
companies during COVID-19 pandemic. International Journal of Research in Engineering, Science
and Management, 4(9), 116-122.

Wijaya, A. W., Winarno, A., Purwaningrum, D., Retyaningtyas, H., Putra, H. S. M., & Nugroho, H. K. (2022).
Panduan pelaksanaan AKHLAK (Amanah, Kompeten, Harmonis, Loyal, Adaptif, Kolaboratif) culture
journey. Kementerian Badan Usaha Milik Negara Republik Indonesia / Forum Human Capital
Indonesia.

Wirati, N. P. R., Wati, N. M. N., & Saraswati, N. L. G. 1. (2020). Hubungan burnout dengan motivasi kerja
perawat pelaksana. Jurnal Kepemimpinan Dan Manajemen Keperawatan, 3(1), 8—14.

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

125



Insight: Jurnal Ilmiah Psikologi e-ISSN: 2548-1800
Vol. 27 No. 1, February 2025, pp. 108-126 p-ISSN: 1693-2552

Zamini, S., Zamini, S., & Barzegary, L. (2011). The relationship between organizational culture and job
burnout among the professors and employees in the University of Tabriz. Procedia — Social and
Behavioral Sciences, 30, 1964—1968. https://doi.org/10.1016/j.sbspro.2011.10.381

126



