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Drawing on the Conservation of Resources (COR) theory, as well as the literature
on job crafting and burnout, this paper examined the curvilinear (u-shaped)
relationship between Job Crafting and Burnout and the moderating effects of
employees’ Psychological Capital (PsyCap) and Leader-Member Exchange
(LMX) in both quadratic and linear terms. Results from polynomial hierarchical
regression revealed the presence of a u-shaped curvilinear relationship between
job crafting and burnout among 557 Thai employees from the service sector.
Furthermore, the study provides support for the moderating effect of PsyCap
and LMX. The findings suggest that PsyCap and positive LMX can mitigate
the impact of excessive job crafting on burnout, highlighting the significance
of positive resources and relationships in altering the impact of job redesign.
While contributing to the job crafting literature, a curvilinear moderating effect
of PsyCap and LMX was not found in the current study. Therefore, future studies
could explore additional variables that may influence this relationship.

© 2025 Kasetsart University.

Introduction

the passage of nearly five decades, the phenomenon
continues to escalate, with researchers correlating

In today’s high-pressure service sector, burnout
not only presents itself as a critical issue but also
as an escalating epidemic (Abramson, 2022). This
condition, fueled by a scarcity of resources and soaring
societal demands (Dust & Tims, 2019; Fernet et al.,
2017), was first described by Freudenberger (1974) as
encompassing emotional exhaustion, chronic fatigue,
and depersonalization due to intense work stress. Despite

* Corresponding author.
E-mail address: nodpanod@gmail.com (Srisinsuphya, P.).
T Co-first authors.

https://doi.org/10.34044/j kjss.2025.46.2.35
2452-3151/© 2025 Kasetsart University.

it with dire personal and organizational repercussions
such as health deterioration and diminished productivity
(Maslach & Jackson, 1981; Swider & Zimmerman,
2010). The World Economic Forum in 2019 illuminated
its economic toll, estimating an annual global cost
of US$322 billion due to turnover, retraining, healthcare,
and lost productivity (Bretland & Thorsteinsson, 2015).

This is an open access article under the CC BY-NC-ND license (http://creativecommons.org/licenses/by-nc-nd/4.0/).
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Particularly in the service industry, where workers
face relentless stress from ongoing customer interactions
(Cooke et al., 2019; Sheather & Slattery, 2021), proactive
employees seeking to mitigate burnout often engage
in job crafting—a method of redesigning one’s job
to foster engagement and satisfaction (Bakker &
de Vries, 2021; Dust & Tims, 2019). However, despite
its positive reception, it is not without potential
drawbacks (Demerouti et al., 2015; Wang & Lau, 2021).
The prevailing literature tends to view job crafting
and burnout in a linear fashion (Singh & Singh, 2018),
celebrating job crafting’s benefits in buffering against
various negative factors, such as reducing value
incongruence (Vogel et al., 2016), job boredom (Sanchez-
Cardona et al., 2019), and turnover rate (Haider et
al., 2020). Nevertheless, some studies caution against
its possible adverse effects, such as departure from
organizational objectives (Berg et al., 2010), decreased
work engagement (Demerouti et al., 2015), heightened
ego depletion (Deng et al., 2016), as well as increased
work exhaustion (Harju et al., 2021).

Recognizing the phenomenon of negative outcomes
associated with the highly celebrated variable of job
crafting (Demerouti et al., 2015), this research is driven
to adopt a balanced perspective that acknowledges both
its benefits and costs. By challenging the prevailing
“more is better” view often attributed to job crafting and
drawing inspiration from the concept of optimal levels in
various life aspects (Csikszentmihalyi, 2014; Zuckerman,
2014), this study aims to utilize curvilinear analysis
to systematically analyze the non-linear relationship
between job crafting and burnout. This methodology
is expected to uncover the critical threshold where job
crafting transitions from being beneficial to potentially
detrimental, particularly within the intricate participants
of the Thai service industry.

Although the previous study provided an empirical
support for an optimal level of job crafting that positively
influences both individual creative performance (Wang
& Lau, 2021) and overall performance effectiveness
(Dierdorff & Jensen, 2018), curvilinear analysis of job
crafting on attitudinal and behavioral outcomes at work
remains limited.

Drawing upon the Conservation of Resources (COR)
theory, which explains human motivation to maintain
existing resources and acquire new ones, individuals
may experience stress due to the loss of resources
(Hobfoll, 1989). This study works to (1) uncover the
nuanced interplay between job crafting and burnout as
well as (2) explore the moderating roles of Psychological
Capital (PsyCap) and Leader-Member Exchange (LMX),
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offering insights for a more sustainable approach to
employee well-being.

Literature Review
Job Crafting and Burnout

Burnout is a symptom commonly developed amongst
individuals subjected to a prolonged period of stress,
leading a person to experience exhaustion, fatigue, and
frustration, which translates into negative behavior toward
one’s work and society (Freudenberger, 1974). Unlike
depression, which can stem from various life stresses
(Schaufeli & Enzmann, 1998), burnout is specifically
work-related (Shirom, 1989). Maslach and Jackson
(1981) conceptualized burnout with three dimensions:
emotional exhaustion, depersonalization or cynicism,
and reduced personal achievement. The formulation
of this concept led to the development of the Maslach
Burnout Inventory (MBI), facilitating global assessment
of burnout levels. Over time, based on empirical studies,
researchers have suggested improvements to both
the conceptualization and measurement scale to align
better with contemporary lifestyles (Edu-Valsania et al.,
2022).

One prominent scale in assessing burnout is the
Oldenburg Burnout Inventory (OBI) developed by
Halbesleben and Demerouti (2005), focusing on
exhaustion and disengagement dimensions to measure
the current manifestation of burnout. Studies comparing
various burnout scales have recommended the OBI as
an alternative to the MBI due to its updated nature,
broader applicability, and stronger psychometric
properties (Demerouti & Bakker, 2007). Given the
focus of this study on potential burnout development
through excessive job crafting activities, the streamlined
constructs of the OBI are chosen for utilization.

One effective way to reduce stress and burnout is
through job crafting (Singh & Singh, 2018), a process in
which employees redefine and reimagine their job roles
in a personally meaningful way (Wrzesniewski & Dutton,
2001). Individuals, particularly those with proactive
personalities, are often self-motivated to take the bottom-
up approach by adjusting themselves and their work
perceptions when faced with internal discomfort due to
imbalanced job characteristics, characterized by high
demands or limited resources (Bakker & Oerlemans,
2011). Such adaptations may include (1) increasing
Structural Job Resources to enhance one’s capacity
to manage work by pursuing self-improvement and
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learning; (2) increasing Social Job Resources by seeking
moral support and advice from colleagues; (3) increasing
challenging job demands to acquire diverse assignments
aligning with their interests, and (4) decreasing Hindering
Job Demands to lessen daily stress.

Seeming to necessitate autonomy, studies indicate
that autonomy primarily serves as a facilitator for
individuals to engage in job crafting to a greater extent
(Jarunratanakul & Jinchang, 2019; Slemp et al., 2015).
This remains true even within organizations or job
positions characterized by stringent constraints on
autonomy. Individuals driven to engage in job crafting
demonstrate a tendency to employ cognitive crafting
techniques, whereby they reframe their work experiences
through perceptual shifts (Wrzesniewski, 2003).

Additionally, previous studies have shown that job
crafting can be an effective strategy for reducing stress
and burnout (Singh & Singh, 2018) as well as other
negative factors commonly found within the working
environment, such as value incongruence (Vogel et al.,
2016), job boredom (Sanchez-Cardona et al., 2019) and
turnover rate (Haider et al., 2020). However, it is essential
to note that job crafting also has contradictory outcomes,
with a number of studies having raised the potential
negatives that may arise (e.g., increased work-family
conflict (Zito et al., 2019), deviation from organizational
goals (Berg et al., 2010)C, decreased work engagement
(Demerouti et al., 2015), heightened ego depletion (Deng
et al., 2016), as well as increased work exhaustion and
stress (Harju et al., 2021). Therefore, the existence of
potential negative effects suggests a complex relationship
between job crafting and its outcomes.

Based on the COR theory, individuals possess limited
resources such as time, physical energy, emotional energy,
and attention (Hobfoll, 1989). As a result, individuals
will strive to preserve these resources or invest them in
activities that may generate additional resources, as failure
to do so can lead to stress (Hobfoll, 1989; Ng & Feldman,
2012). When considering Bakker and Oerlemans (2011)’s
reconceptualization of job crafting within the context
of the COR theory, such suggests that individuals,
particularly those with a proactive disposition, tend to
engage in job crafting as a coping mechanism in response
to imbalances in job demands and resources, seeking to
alleviate discomfort. Furthermore, it is important to note
that three out of the four dimensions of job crafting—
namely, increasing structural job resources, increasing
social job resources, and increasing challenging job
demands—require varying levels of effort. Successful
implementation of job crafting leads to an enhanced
resource pool and, consequently, reduced stress levels

(Singh & Singh, 2018). However, excessive engagement
in these areas can deplete energy levels, particularly in
individuals who are already experiencing fatigue, as the
resources generated may not fully compensate for the net
loss incurred (Edu-Valsania et al., 2022; Otto et al., 2021).

Considering the mixed findings in previous studies
regarding the effects of job crafting, the present study
aims to enhance understanding by employing curvilinear
analysis on not just the variable itself but each of
its dimensions. This approach will provide a more
comprehensive assessment of the impact of job crafting
on burnout. As such, the study proposes the following
hypotheses:

H, : Job crafting has a curvilinear relationship with
burnout.

The Moderating Role of Psychological Capital

The concept of Psychological Capital (PsyCap)
pertains to an individual’s favorable psychological state
that fosters personal growth and development, and the
four favorable states listed are Self-efficacy, Optimism,
Hope and Resilience (Luthans et al., 2004). Personality
and traits have been included in this study as prior
research has suggested their crucial role in determining
an individual’s actions and direction (Maricutoiu et al.,
2017; Ogilvie, 1987). Individuals with a higher level
of PsyCap tend to exhibit superior decision-making
abilities and are less prone to engaging in self-deception,
leading to excessive behaviors (Bergheim et al., 2013).
This suggests that a robust PsyCap may serve to mitigate
the risk derived from excessive job crafting.

The concept of PsyCap can be augmented by COR
as the theory acknowledges both psychological and
physical resources and proposes that emotional labor can
contribute to the depletion of psychological resources.
Variations in individuals’ levels of extraversion and
personal resources (e.g., Psycap) can influence the extent
to which they experience psychological resource loss and
their ability to effectively manage their resources (Allen et
al., 2016; Duffy et al., 2002). Also, PsyCap can be viewed
as an aspect of job resources; if PsyCap is high, which
translates to a greater pool of job resources, and compared
to the already high demand, it should significantly buffer
the incoming turmoil of life. The viewpoint also aligns
with Kay (2012)’s study that posited the notion that
burnout might not be exclusively attributed to workload
or job type but rather to one’s particular approach towards
them. It is, therefore, hypothesized that:

H,: PsyCap moderates the relationship between job
crafting and burnout
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The Moderating Role of Leader-Member Exchange

The Leader-Member Exchange (LMX) theory is
a concept that delves into the intricacies of how managers
establish and nurture reciprocal relationships with their
team members while acknowledging that the nature and
quality of the relationship between a leader and their
employees may vary depending on individual factors
(Dulebohn et al., 2011). The LMX theory differs from
other behavioral leadership theories as it prioritizes
the relationship between leaders and their employees
(referred to as members) over leadership styles (e.g.,
transformational, authentic, servant, or empowering)
(Liden & Maslyn, 1998). The dimensions Dienesch
and Liden (1986) proposed comprise the following:
(1) Perceived contribution — the quantity and quality
of each member’s input towards the team’s objectives;
(2) Loyalty — the degree to which team members display
support for one another’s character and aspirations; and
(3) Affect — the level of interpersonal attraction between
team members.

The leader is primarily the one who decides which
employee to establish a high-quality relationship with
(Dulebohn et al., 2011). The establishment of high LMX
relationships has also been studied to generate a multitude
of positive outcomes. Such benefits include increased
creativity and innovative behaviors among employees,
(De Jong & Den Hartog, 2007; Nijhof et al., 2002), as
well as enhanced clarity regarding job responsibilities
(Winkler, 2009), increased job satisfaction (Liden
& Maslyn, 1998), greater loyalty to the organization
(Duchon et al., 1986), more positive interactions with
colleagues (Northouse, 1997), improved job performance
(Settoon et al., 1996), and a greater willingness to engage
in organizational citizenship behaviors (Hackett et al.,
2003). Conversely, low LMX often leads to a lack of
clarity regarding job responsibilities, role conflicts, and
an increased likelihood of employees seeking to depart
from the organization (Cogliser & Schriesheim, 2000;
Settoon et al., 1996).

Pairing LMX with the COR theory, leaders can be
viewed as having dual roles in the workplace. In addition
to task assignments, they also serve as a valuable resource
for their employees. Erdogan and Bauer (2015) noted that
high-quality interpersonal relationships are characterized
by the exchange of valuable resources. Within this
framework, leaders provide their subordinates with
support, developmental opportunities, mentoring, and
other benefits that enhance their professional growth.

Therefore, it can be expected that LMX can help
dampen the curvilinear effect between job crafting and

burnout (see Figure 1 for a graphical representation). We,
therefore, hypothesize that:

H,: LMX moderates the relationship between job
crafting and burnout

Psychological
Capital

Job Crafting > Burnout

Leader-member
exchange

Figure 1 Research framework

Methodology

The proposed theoretical model seeks to establish
a U-shaped curvilinear relationship between job
crafting and burnout, with PsyCap and LMX serving as
moderators. Data were collected using self-report surveys
in a field setting. This involved a cross-sectional study
featuring single-wave, single-source data collection.

Participants

In this study, 632 participants initially engaged from
diverse sectors of Thailand’s service industry, such as
educational institutes, retail outlets, spas, governmental
service providers, and banks. However, 71 participants
discontinued, leading to incomplete data. Applying the
Mabhalanobis Distance test with a threshold of ¥*(3) =
16.23 at p =.001, 4 individuals with significantly elevated
scores were excluded, resulting in a final count of 557
participants. This final count exceeded the minimum
sample size requirement of 550, as determined using
G*Power (Faul et al., 2009) to achieve 80 percent power
(with a = .05) for detecting a small effect size (/) of
2% variance ( < .02 — small < .15 — medium < .35 —
large) (Sullivan & Feinn, 2012) in a multiple regression
analysis with three predictors (i.e., burnout, LMX, and
PsyCap) among a total of 12 predictors (i.e., job crafting,
quadratic effect, PsyCap, LMX, Interaction Effect, and
the seven controlled variables: age, gender, tenure, office
constraints, education, tier, and work experience).
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Among them, 168 (30.2%) were male, and 389
(69.8%) were female. The average age was 37.20
(SD =9.92), ranging from 20 to 62. In terms of education,
107 (19.2%) had below a bachelor’s degree, 365
(65.5%) had undergraduate degrees, and 85 (15.3%)
had at least a master’s degree. Job roles included 356
(63.9%) at the operational level, 73 (13.1%) in senior
operational positions, 110 (19.7%) as department
heads, and 17 (3.1%) in executive-level positions.
The average duration in their current roles was 7.27 years
(SD = 7.84), ranging from 0.5 to 34 years. Participants
reported an average total working experience of
10.09 years (SD = 8.35), ranging from 0.5 to 38 years.

Data Collection

This study employed purposive and convenience
sampling to reach employees in the human service
industry across diverse tiers and locations, including
sectors like restaurants, educational institutes, retail
outlets, spas, governmental service providers, and banks.
Although data were collected from various regions,
the concentration was in Bangkok. Prior to obtaining
ethical approval, contacts were made with industry
acquaintances to establish valuable connections and
referrals, allowing the data collection process to
commence immediately after receiving ethical approval
no. 206/66 from the Research Ethics Review Committee
for Research Involving Human Research Participants,
Group I, Chulalongkorn University on October 17, 2023.

During the data collection period, which ran from
October 2023 to January 2024, a combination of
online distribution and physical administration of the
questionnaire was employed. Initially, the distributed
questionnaires were made available online to ensure
participant anonymity by not requesting any data
that could be traced back to individuals. The online
questionnaire was completed only by participants who
provided informed consent. However, the pure online
distribution yielded only approximately 100 responses
after nearly one and a half months. Recognizing the need
for a more effective strategy, approximately 500 physical
copies of the questionnaire were printed, and personally
given to the approved venues that had lower than expected
online reply rates. The paper questionnaires were then left
at each of the venues for about one to two weeks before
returning to collect the completed forms. This hands-on
approach of physically administering the questionnaires
allowed for much higher return rates, resulting in the
collection of approximately 400 additional completed
forms within a period of nearly two months.

Measurements

The questionnaires were provided in Thai, adhering
to the back-translation procedures outlined by Sperber
(2004). All multi-item scales were scored using a 5-point
Likert scale, ranging from 1 (strongly disagree) to 5
(strongly agree) or (1 = never, 5 = frequent).

Job Crafting was measured using the 21-item Job
crafting scale by Tims et al. (2012) (o = .88). Examples
of the items include “I try to develop my capabilities” and
“I try to ensure that my work is mentally less intense.”
A higher score on this scale indicates higher Job Crafting
activities from the participants.

Burnout was measured using the 10-item Mini
Oldenburg Burnout Inventory scale by Mészaros et
al. (2020). The measurement is a shortened version
of Halbesleben and Demerouti (2005)’s 16-item scale
(o =.78). Mlustrative queries involve statements such as
“I have found myself functioning on autopilot while on
the job” and “I experience fatigue on occasions even
before I commence work.” A higher score on this scale
indicates higher Burnout from the participants.

PsyCap was measured using the 12-item PsyCap
CPC-12R scale by Dudasova et al. (2021) (a = .88).
Questions include, “If I should find myself in a jam,
I could think of many ways to get out of it,” and
“I am confident that I could deal efficiently with
unexpected events.” A higher score on this scale indicates
higher PsyCap from the participants.

LMX was measured using the 12-item LMX-MDM
(Leader-Member Exchange — Multi-Dimensional
Measure) Scale by Liden and Maslyn (1998) (a = .93).
Questions include, “T like my supervisor very much as
a person,” and “My supervisor would come to my defense if I
were criticized by others.” A higher score on this scale indicates
a higher leader-member relationship among the participants.

Organizational Constraints (OC) was measured using
the 11-item Organizational Constraints scale by Spector
and Jex (1998) (a = .914). The questionnaire includes
inquiries such as “How frequently do you encounter
challenges or obstacles while performing your job due
to subpar equipment or insufficient supplies?” and
“I experience difficulty executing my job duties as a result
of frequent interruptions by colleagues.” This scale has
been selected as a controlled variable due to its identified
significance as an antecedent with a notable impact on
employees’ job crafting behaviors and stress levels, albeit
to varying degrees (Hornung, 2019; Turek et al., 2023).
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Data Analysis

To examine the moderated model scores for the
dependent variable (burnout), the moderating variables
(PsyCap and LMX) and the independent variables (job
crafting) were aggregated. Additionally, the controlled
variable, gender, was transformed into a dummy variable.
Subsequently, all centered data were transformed into
z-scores. Analysis began with Confirmatory Factor
Analysis (CFA) using R, where the goodness-of-fit
indices (y*> = 1351.887, df =773, p < .001, CFI = .957,
TLI=.948, RMSEA =.037[.033, .040] & SRMR =.049)
confirmed a good model fit. The prepared data underwent
analysis using Hierarchical Multiple Regression.

Control Variables

This study controlled for gender, age, tier, tenure
and office constraints, as these variables were found
in previous studies to influence burnout. For instance,
studies have consistently shown a higher prevalence of
burnout among women compared to men, particularly
in terms of emotional exhaustion, whereas men
tend to experience more depersonalization (Maslach
et al., 2001; Purvanova & Muros, 2010). Furthermore,
age has been linked to burnout, with overall rates
decreasing as individuals age, albeit with a more
consistent decline observed among men than women
(Marchand et al., 2018). Regarding tier, research
suggests that burnout tends to decrease as individuals
climb higher in organizational ranks due to increased
control over their work environments, often associated
with better compensation and benefits (Oshagbemi,
2003). However, tenure exhibits a more complex
relationship with burnout. While longer tenure is
generally associated with improved coping abilities

in handling organizational challenges (Schwenk &
Valacich, 1994), in environments characterized by
pervasive organizational constraints, individuals with
longer tenure are more susceptible to burnout (Hornung,
2019; Turek et al., 2023).

Results
Descriptive Statistics

In Table 1, Pearson’s correlation coefficients are
presented to evaluate the preliminary directional
relationships among research variables and to examine
multicollinearity, applying Kline’s (2005) criterion
of .9 as the upper limit for acceptability. The result
indicates that none of the relationships exhibit issues of
multicollinearity.

Hypothesis Testing

Table 2 displays results from hierarchical multiple
regression. The quadratic effect of Job Crafting on
burnout, as seen in Figure 2, yielded statistical significance
(B =.10, p < .001, 95% CI [.04,.15]), supporting
Hypothesis 1. Regarding Hypothesis 2, which proposed
that ‘PsyCap moderates the relationship between job
crafting and burnout,” the coefficient of the interactive
term of job crafting and PsyCap was positive and reached
statistical significance for the linear term (f = .08, p =.02,
95% CI [.01,.15]) but not its quadratic term (§ = .02, ns.,
95% CI [-.03, .07]), supporting Hypothesis 2. Figure 3
further illustrates that high PsyCap moderates the job
crafting-burnout relationship, effectively attenuating
burnout, which is reflected in the lessened steepness of
the associated slope.

Table 1 Pearson’s correlation analysis between variables (N = 557)

Factor 1 2 3 4 5 6 7 8 9 10 11
gen. -
age .03 -
edu. -.04 .09° -
tier. -.08" 33" 30" -
ten. 12" 60" 13" A7 -
jobE. .06 710" 127 31 12 -
BO A1 -.08" .03 -.14™ 07" -.01 (.78)
JC .002 -.05 -.05 .01 -.09" -.01 -.20" (.86)
LMX -.06 -.03 -.05 -.01 -.06 .006 =317 45" (.93)
PC -.04 16" .02 14" .05 .09" =317 48" 317 (.87)
OoC -.05 -.16™ -.005 -.07 -.03 -.08" 47 -.004 -.32" -.20" (.91)
M .70 37.2 .96 .62 7.27 10.1 2.64 3.58 3.86 3.84 2.06
SD 46 9.92 .59 .90 7.84 8.35 73 .53 .76 .61 .84

Note: BO = burnout, JC = job crafting, LMX = leader-member exchange, PC = psychological capital, OC = office constraints. *p < .05,

**p <.01 (one-tailed).
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Discussion

This study employed Polynomial Hierarchical
Multiple Regression analysis to elucidate the complex
relationship between job crafting and burnout in the
service industry. Prior research has presented mixed
results; job crafting has been identified as both a mitigator
of workplace stressors like value incongruence (Vogel
et al., 2016), job boredom (Sanchez-Cardona et al.,
2019) and turnover (Haider et al., 2020), and a potential
contributor to negative outcomes including work-family
conflict (Zito et al., 2019), deviation from organizational
goals (Berg et al., 2010)C, and increased exhaustion and
stress (Harju et al., 2021).

Consistent with the COR theory, the findings indicate
a u-shaped curvilinear relationship between job crafting
and burnout. This suggests that while moderate levels
of job crafting may serve as a resource-gaining activity,
extreme levels (both low and high) could become
resource-draining, leading to burnout. This pattern
highlights the delicate balance employees must navigate
in modifying their work roles.

A notable discovery was the shift in this relationship
upon introducing LMX and PsyCap as moderators. These
factors, while not significantly altering the quadratic
relationship, influenced the linear term, suggesting
their roles as protective mechanisms against burnout.
High LMX, indicative of a supportive employee-leader
dynamic, appears to facilitate job crafting without
escalating burnout risk. Similarly, PsyCap, with its
components of hope, efficacy, resilience, and optimism,
might enable more effective job crafting, mitigating the
risk of burnout. When incorporating these moderators,
the relationship between job crafting and burnout
linearizes, implying that LMX and PsyCap may either
act as additional resources or enhance the efficiency of
existing ones. Statistically, the significance of the linear
term over the quadratic suggests a simplification of the
job crafting-burnout relationship in the presence of LMX
and PsyCap, steering it towards a more direct, linear
pattern.

For practitioners, these insights underscore the
importance of nurturing high LMX and PsyCap in the
workplace. Tailoring job crafting strategies to individual
psychological resources, and focusing on enhancing
employee-leader relationships, could prove pivotal in
preventing burnout. The industry-specific findings,
particularly in the Thai service sector, call for culturally
sensitive and context-specific interventions.

However, this study is not without limitations. Its
focus on the Thai service industry, primarily in Bangkok,
restricts its generalizability. Future research should
explore diverse cultural and sectoral contexts to validate
and extend these findings. The reliance on self-reported
data, coupled with the absence of control variables like
autonomy and proactive personality traits, necessitates
a cautious interpretation. Future studies should integrate
a variety of measurement methods, including qualitative
analyses, to capture the intricacies of job crafting and
burnout more comprehensively. Further investigation
into specific job crafting dimensions, such as ‘Increasing
Structural Job Resources’ and ‘Decreasing Hindering Job
Demands’, and their interplay with factors like gender
and personality traits, would enrich the understanding of
these complex workplace dynamics.

Conclusion and Recommendation

This research sheds light on the dynamic nature of the
relationship between job crafting and burnout within the
Thai service industry, revealing a u-shaped curvilinear
relationship. However, upon introducing LMX and
PsyCap as moderators, only the linear term showed
statistically significant moderating effects. This suggests
that while most individuals are advised to engage in
moderate job crafting activities to reduce burnout, those
with high levels of LMX and/or PsyCap need not worry
about their crafting behavior, as these factors can act as
effective buffers.

These findings contribute to the theoretical framework
of the COR theory, showing that job crafting indeed
increases job resources while also addressing negative
outcomes. This indicates that through rigorous job
crafting activities, the resources gained did not surpass
the energy expenditure, resulting in stress formulation
leading to burnout.

For practitioners, this study underscores the
importance of nurturing robust LMX relationships
and fostering PsyCap among employees to mitigate
the potential risks associated with extensive job crafting.
Organizations are encouraged to develop targeted
job crafting strategies, taking into account individual
and organizational differences, to effectively balance
job demands and resources, thereby reducing burnout.

Future research should seek to replicate these findings
across diverse cultural backgrounds and industries, given
that the current study only focuses on the service industry
in Thailand. Furthermore, the absence of statistically
significant moderators in the analysis of the curvilinear



P. Srisinsuphya, P. Jarunratanakul / Kasetsart Journal of Social Sciences 46 (2025) 460235 9

relationship underscores the need for further investigation
into other moderators that could potentially influence
the relationship between job crafting and burnout.
Previous studies have identified several moderators that
exhibited statistical significance in curvilinear relations
concerning stress formulation. These include ‘event
disruption’ (Morgeson et al., 2015; Zhou et al., 2020),
mindfulness (Montani et al., 2020), perceived support
for innovation (Leung et al., 2011). These moderators
share similar principles when viewed through the lens of
COR, highlighting the necessity for increased resource
expenditure while retaining the gained resources.
Additionally, other personal and situational factors
(e.g., employee autonomy and proactive personality
traits), could be further explored for the curvilinear
relationship between job crafting and burnout.
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