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ABSTRACT

The aim of this study is to measure the regulatory role of training and development programs provided to
salespeople in terms the relationship between individual-organization harmony and psychological capital. In
this study, data were collected from 205 medical firms representatives actively working in Kayseri city center
in Central Anatolia Region through questionnaires in order to investigate the effects of the trainings provided
to them on their performance. We examined the effects of the training pharmaceutical sales representatives
and how these effects contribute to making a difference in their performance. Finally, within the scope of the
study, the effect of psychological capital on burnout and sub-dimensions of burnout was analyzed. As a result
of the analysis, it has been observed that psychological capital has an inverse effect on depersonalization,
emotional exhaustion and burnout as a whole. These results show that psychological capital can be used as a
variable to eliminate burnout and the negative consequences of brought by it.

Keywords: Sales Force, Pharmaceutical Sales Representatives, Psychological Capital, Burnout.

Tibbi ila¢ Miimessili Olarak Calisan Satis Elemanlarmin Psikolojik Sermaye ve
Tiikenmislik Diizeyleri Arasindaki Iliskinin Analizi

0z

Bu ¢alismanin amaci birey-orgiit uyumu ve psikolojik sermaye arasindaki iliskide egitim ve gelistirme
programlarinin diizenleyici roliiniin satis giicii agisindan 6l¢iilmesidir. Bu ¢aligmada ilag firmasi temsilcileri
olan tibbi miimessillerinin kendilerine verilen egitimlerin performanslari iizerindeki etkileri aragtirilmasi igin
kolayda 6rneklem metodu kullanilarak i¢ Anadolu Bélgesinde Kayseri il merkezinde aktif calisan 205 tibbi
miimessil ile anket teknigi kullanilarak veri toplanmigtir. Tibbi ilag miimessillerinin aldiklar1 egitimler
neticesinde etkilenme sekilleri ve bu etkilerin performanslari iizerindeki olusturdugu farklar incelenmektedir.
Caligma kapsaminda son olarak, psikolojik sermayenin tiikenmislik ve tiikenmisligin alt boyutlari lizerindeki
etkisi analiz edilmistir. Yapilan analizler sonucunda, psikolojik sermayenin duyarsizlasma, duygusal
titkenmislik ve bir biitiin olarak tliikenmislik {izerinde ters yonlii bir etkiye sahip oldugu goriilmiistiir. Bu
sonuglar, psikolojik sermayenin tiikenmislik ve tiikenmisligin yol actigt olumsuz sonuglart ortadan
kaldirmada kullanilabilecek bir degisken olarak kullanilabilecegini gostermektedir.

Anahtar kelimeler: Satig Giicii, Tibbi Miimessiller, Psikolojik Sermaye, Tiikenmislik.

Introduction

In today's pharmaceutical industry, pharmaceutical sales representatives have an important place in
labor market. The low labor cost in the pharmaceutical industry, where the competition level is high,
causes companies to tend towards high sales targets and increase their personnel turnover rate. While
pharmaceutical companies are constantly expanding their medical pharmaceutical representative staff,
their employees do not create policies that will eliminate the job concerns of their employees in career
management practices and reduce the number of employees in response to increased personnel costs,
making working environments weary (Efeoglu and iplik, 2011: 351).

! Bu makale iclal Pomak’in Nevsehir Hac1 Bektas Veli Universitesi Sosyal Bilimler Enstitiisii, Saglik Kurumlar
Isletmeciligi Ana Bilim Dalinda sunmus oldugu “Psikolojik Sermayenin Tiikenmislik Algist Uzerindeki Etkisi: Saglhk
Calisanlar1 Ornegi” baslikli Tezsiz Yiiksek Lisans Dénem Projesinden yararlanilarak hazirlanmustir.
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Burnout is the depletion of an employee as a result of excessive demand on his energy, power or
resources approximately one year after starting work (Suran and Sheridan, 1985: 741) and the loss of
his commitment and idealism to his job, which is a very important factor in the efficiency and
performance of both individuals and organizations is noticed as an obvious phenomenon. Modern
organizations accepted burnout as an increasingly important phenomenon of the era and started to
develop control policies (Giilliice, 2006: 95). The human factor, which is among the most effective
resources that organizations can use in the process of achieving a long-term and sustainable growth
under market conditions, should be evaluated within the scope of individual and organizational
performance with its emotional and psychological aspects. In this context, when the relevant literature
is examined, it is seen that there are many studies conducted on burnout and its consequences, but
studies on the factors preventing burnout are quite limited. This study was carried out to examine the
relationship between psychological capital and burnout levels of salespeople working as
pharmaceutical sales representatives.

Psychological Capital
The Concept of Capital and Types of Capital

Capital that offers dignity, power and the opportunity to rule over others in every period of history,
Money and concepts related to money are always seen as the production factor of interest and desire.
The concept of capital is used in different meanings in terms of economy, finance, accounting and
management and is defined in different ways (Simsek and Celik, 2012: 10). Siirmeli (2009: 240)
defines capital from the perspective of economics as "means of production not found in nature but
produced by man". In this context, capital; Considering that it consists of elements such as tools and
machines that help individuals to labor and increase productivity, fixtures, buildings, vehicles, roads,
bridges, dams, factories, machines, drinking water or natural gas systems, that is, all elements above
and below ground can be evaluated within the scope of capital (Ozkan, 2004: 85).

Although the concept of capital has been described in strict economic terms as described above, this
general acceptance has been swept away with the introduction of the concepts of "human, social and
psychological capital" into the literature. The definition and content of the concept of capital has
gained a new dimension with the qualification of the labor of educated and capable people as capital.
Thus, by expanding the limits of the concept of capital, human abilities in addition to physical and
financial elements, it has started to be accepted as a type of capital.

What businesses procure from equity and foreign sources in various ways financial capital,
expressing natural resources, buildings and public investments such as dams and roads physical
capital and transforming inputs into useful outputs (such as goods, services) technology to concepts,
nowadays human, social and psychological capital types have also been added. Trying to evaluate the
concept of capital today without considering these new types of capital would remain an incomplete
effort. Therefore, within the scope of this study, types of capital are discussed under the following
headings:

Traditional Capital
Human capital

Social Capital
Psychological capital.

Traditional Capital

Traditional capital consists of financial capital, physical capital and technology elements. Financial
capital, refers to the solvency powers provided by the founding partners or those who buy stocks, the
provisions created by the undertaking, the reserves, undistributed profits and similar solvency powers
other than the resources provided by the enterprises as debt. Physical capital, can be described as
underground and aboveground wealth possessed by a country, as well as public investments such as
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dams, roads and energy, and fixed assets such as buildings, land, machinery owned by an organization.
Technology, on the other hand, is the elements that turn inputs into useful outputs (such as goods,
services).

Human capital

The concept of human capital, which is used to express all concepts such as knowledge, skills,
abilities, health status, social relations and education level of an individual or society, constitutes the
basic source of economic growth. As a matter of fact, Lucas (1988) and Rebelo (1991) consider
human capital as one of the production factors such as physical capital, recognizing that physical
capital investments are as needed as human capital investments in their models. Although human
capital can emerge through education in general, it can be formed spontaneously through learning by
doing their jobs in the production process. Cheng and Hsu (1997: 393) defined investments in human
capital as the opportunity cost of time spent on educating them.

Social Capital

The concept of social capital, which has a long historical past as an idea within the social sciences, but
is new as a term, often involves trust, the willingness of the individual to act with others and the
punishment of those who do not comply with the norms and norms of a community. (Bowles and
Gintis; 2002: 419).

Psychological Capital

Luthans et al. (2007: 3) defines psychological capital as "the positive psychological developmental
state of an individual". Psychological capital is seen as the sum of personality traits that contribute to
individual productivity (Gohel, 2012: 35).

Comparison of Capital Types in Terms of Competitive Advantage

Enterprises that are established for the purpose of sustaining their existence are defined as structures
that consists of all the conditions and circumstances affecting businesses that offer products or services
directly or indirectly to the market in the sector in which they operate (Tekin and Cigek, 2005: 63),
and always operate in a competitive environment. The severity of competition in the market has been
affecting different businesses at different levels. The underlying reason for this is that businesses have
different assets and abilities, and they benefit from opportunities at different levels by using these
assets and capabilities, and are affected by threats at different levels.

The unique position that businesses have over their competitors through the combination of assets and
capabilities they hold is called competitive advantage (Armistead and Clark, 1993: 221-222; Reed and
Defillippi, 1990: 90). Competitive advantage can only be measured by the value a firm can offer to its
customers (Smith and Rupp, 2002: 64). The concept of "sustainable competitive advantage" is another
concept related to and complementary to the long-term sustainability of this superiority as well as
achieving competitive advantage. In order to ensure the sustainability of superiority, some imitation
barriers are required. Although these imitation barriers can be overcome, the length of the
sustainability of superiority is determined by the height of these obstacles (Reed and Defillippi, 1990:
94). In other words, the organizational resource that provides competitive advantage should be the
basic talent and cannot be easily imitated by the competitors. In order to meet these conditions, the
organizational resource must be able to serve in the long term, be unique, reveal cumulative value, be
linked to other organizational resources and be renewable. Psychological capital, a type of capital that
has these characteristics, is shown in Table 1. Until recently, traditional types of capital alone could
barrier to enter the market, but today they have lost these characteristics. In this context, in order to
make competitive advantage sustainable, non-physical capital types should also be included in the
competitive advantage equation. Non-physical capital types are built on the human resources of the
organization in terms of their structures.
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Table 1. Comparison of Capital Types Providing Competitive Advantage

Types of Capital Long term? Matchless? | Cumulative? | Linked? Revolving?
Traditional Capital

Financial No No Yes No No
Structural / Physical Yes No Yes Partially Partially
Technological No No No Partially No
Human capital

Clear information Partially No Yes No Partially
Tacit knowledge Yes Yes Yes Yes Yes
Social Capital

Networks Partially Yes Yes Yes Partially
Norms and values Yes Yes Yes Yes Yes
Confidence Yes Yes Yes Yes Yes
Psychological Capital

Self-efficacy Yes Yes Yes Yes Yes
Hope Yes Yes Yes Yes Yes
Optimism Yes Yes Yes Yes Yes
Resilience Yes Yes Yes Yes Yes

Source: (Luthans and Youssef, 2004: 145)

In line with the data in Table 1, it is seen that traditional capital types can be easily imitated by
competitors. Therefore, it is impossible to develop basic skills and gain competitive advantages with
this kind of capital. Basic skills can be defined as an indicator of what a firm can do better than its
competitors (Money, 2007: 110). Basic skills, which are a product of the collective learnings of
organizations, respond particularly to how various production skills can be coordinated and how
different technologies can be integrated (Prahalad and Hamel, 1990: 82). Basic skills, which are not
usually represented in a single person or team, consist of individual skill sets and organizational units.

As understood from these approaches, the determining factor that enables the emergence of basic
skills is the human, social and psychological capital that has an effect on the human resources of the
organization.

Positive Psychology and Psychological Capital
Positive Psychology and Positive Organizational Behavior

Over the centuries, many philosophers and psychologists have made various comments on the
elements required to live a happy life and the ways of to seek it. According to the hedonistic approach
of the first period, in order to live a happy life, "Reduce pain, increase happiness." principle is
adopted. In contrary to this approach, Aristotle's view that a happy life is only attainable through a
virtuous life, was later supported by John Stuart Mill and Bertrand Russell. Rogers's ideal of the "full-
capacity individual", Maslow's vision of "self-actualization", Ryff and Singer's vision of
"psychological well-being™" and Deci and Ryan's "free will" theory provide advice for individuals to
help them live a happy life. In the modern world, this search continued taking the form of principles
such as "a meaningful life", "Be what you are." and "Make a difference.”. In this context, the factors
that set the ground for the emergence of many negative turbulences that may occur despite a happy life
in the organizational structure in today's world have pushed academicians and practitioners to solve
problems such as burnout, absenteeism and stress. In parallel with the developments brought by
finding solutions to all these problems, it forms the Positive Psychology movement, which is a
scientific field of study that aims to develop the strengths and virtuous aspects of individuals and
societies (Keser, 2013: 60).

Positive Organizational Behavior, on the other hand, emerges as the reflection of Positive Psychology

on working life. Positive Organizational Behavior focuses on the measurable and improvable positive
psychological abilities of employees within the organization. With this application area, it is aimed to
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reveal a strong human resource that can be measured, developed and managed effectively for the
development of organizational life under today's conditions (Luthans, 2002; 701).

Within the framework of these explanations, it can be said that Positive Organizational Behavior has
the following features (Luthans et al., 2006: 26):

e |t is positive, focuses on strengths and is unique in terms of organizational behavior
compared to other psychological perspectives.

e Based on the fact that it is a theoretical field created with research, it is based on
measurable data with high validity in terms of human resources.

o [tis based on contingency and thus creates a study area which is open to improvement, as a
result of which it forms the basis for an effective performance management.

Today, one of the most important studies in the field of Positive Organizational Behavior is
seen as the "Psychological Capital" study developed based on self-efficacy, optimism, hope and
resilience by Luthans et al. (Wooley et al, 2011: 438).

Defining the Concept of Psychological Capital

Expressed as a personality trait that contributes to the individual's productivity, the concept of
Psychological Capital establishes a link between the behavior of employees in the organization and the
consequences of these behaviors (Gohel, 2012: 35). Also Psychological Capital job performance is
associated with organizational factors such as job stress level, job satisfaction, job continuity and
organizational commitment (Abbas and Raja, 2011: 8). In this context, Psychological Capital aims to
measure the behaviors of employees within the organization and the effects of organizational change
on these behaviors (Bea, 2001: 45).

Psychological capital develops in accordance to the individual's self-knowledge and awareness, and it
seeks answers to questions "What do | know?", "Who do | know?" unlike other types of capital,
psychological capital is about directing the questions "Who am 1?" and "What will | be?" to the
individual himself. In this context, if it is necessary to distinguish that the psychological development
of the individual progresses in a positive direction, Psychological Capital can be defined as the
following;

1. Having the confidence or self-efficacy to make the necessary effort to achieve success at the
end of the task,

2. Having a positive expectation about the likelihood of success, being optimistic,

3. Being determined, taking new paths and hoping to achieve the determined goals,

4. Insisting on being able to recover and be resilient when facing problems (Luthans et al., 2006:
388).

Dimensions of Psychological Capital
Self-efficacy

Self-efficacy concept, which is one of the main elements of Social Learning Theory and presented to
organizational behavior literature by Bandura (1986) is defined as the opinion of an individual about
how well he / she can perform the activities that he / she needs m order to complete the tasks assigned
to him / her and the situations that they are likely to encounter (Bandura, 1986: 391).

According to Akgay, self-efficacy (2012: 125) is the motivation, cognitive resources and behaviors
that a person needs in order to overcome the tasks under certain conditions, and his / her self-
confidence in directing a certain purpose and his / her opinion about themselves. The concept of self-
efficacy, which is presented as the idea that a person can behave in a way that will lead him to certain
outcomes, is referred to as "self-confidence" in some sources (Ak¢ay, 2012: 125).
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Based on the explanations about the concept, it can be said that one of the most important strengths of
the individual is self-efficacy and a stable personality trait that does not change rapidly in different
situations and places. In this context, individuals with a high perception of self-efficacy take
responsibility in their duties to get successful results, and they exert an effort and have a high level of
confidence about their abilities in this process. In cases where they face failure, they try to overcome
the factors that prevent success by organizing themselves in a short time. This type of people set
higher goals and efforts for themselves and are able to develop ways to tackle difficult tasks. (Keles,
2011: 347). It is observed that individuals with low self-efficacy perception do not have high levels of
motivation and tend to take less responsibilities even for the goals they set (Bandura, 1994).

Hope

Being flexible to the events expected to occur in the future of individuals, thanks to his desire to
envision possibilities and to pursue what is most suitable for him, he can make a number of inferences
such as controllable or uncontrollable. The non-simple nature of these future implications is in people
It can lead to the emergence of effective reactions such as distress, fear, anxiety, excitement and hope
(Keser, 2013: 69). There is a lot of research in the field of positive psychology on the concept of hope,
which is an integral part of the daily life. Within the scope of these researches; The concept of hope
based on a solid theoretical background, is clearly and functionally defined as one of the measurable
components of psychological capital (Jensen ve Luthans, 2006: 261). Cetin and Basim (2011: 82)
consider the concept of hope as the belief in overcoming the difficulties that the individual will face
during the process of achieving the determined goals. The concept of hope in this context is divided
into two dimensions which are will power and way power. While the energy that leads to the goal is
expressed as will power, determining alternative ways to implement the goals are defined as way
power. In this context, hope shows the purpose of determining, clarifying and maintaining the path to
success (Findikli, 2013: 305).

Studies on the concept of hope in the literature reveal that the current level of hope in individuals is
predicted from their academic and psychological adaptation, as well as that the level of hope is related
to the quality of life and well-being of individuals (Ozer and Tezer, 2008: 82). People with high hope
levels can foresee possible obstacles that may be encountered in the process of achieving the goal and
could have the motivation to proactively use alternatives to achieve the goal. (Akcay, 2012: 126).

Resilience

The concept of resilience differs from the other contents of psychological capital and has a more
reactive character and is expressed as the positive adaptation of the person in events with risk and
adverse conditions. In this context, it includes the ability of the person to face the difficulties and
overcome them, flexibility, attitude towards change, adaptation and attitude towards the ongoing
psychological pressures. According to the definition of resilience made by Luthans (2002: 702) within
the scope of business life, it is considered as an developable capacity that enables the individual to
gather himself when facing difficulties, conflicts, increasing responsibilities as well as positive
situations and progress (Luthans, 2002: 702).

Those that have high level resilience maintain their well-being under stressful conditions and try to
adapt themselves behaviorally, emotionally and cognitively in situations that they'll need to change
themselves (Ekmen ve Esen, 2012: 57). Psychological resilience positively affects the job satisfaction
and organizational commitment levels of the employees. Employees with high psychological
resilience can remain strong in the face of difficulties in the work environment and exhibit less
burnout (Bitmis et al., 2013: 3). In this context, in the business sector where dynamics are dynamic,
employees with high psychological resilience can increase their individual and organizational
performances with their self-improving, adaptable to change, innovative and unyielding structures.
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Optimism

Peterson et al (2011: 430) referred to optimism in general as positive expectations for the future and
the ability to generalize when explaining the positive situations experienced by people and referring to
external when explaining negative situations (Peterson et al., 2011: 430).

The concept of optimism, which includes judgments that objectively show the goals that an individual
can achieve under certain conditions contains a generalized expectation that good things will happen
in life in a way to insist on efforts to reach these goals (Luthans et al., 2008: 222; Snyder et al., 1991:
571). It is stated in the literature that optimism is a skill that can be learned and developed, and people
who do not have a high level of optimism can make themselves believe that they can achieve positive
results in the future by training their minds (Keser, 2013: 72). In this context, it is seen that individuals
with high levels of optimism are more easily motivated in working life, do not give up in the face of
difficulties, are more satisfying, and are physically and emotionally stronger (Keles, 2011: 347).

In the present study, hope, self-efficacy, optimism and resilience, which are the four basic components
of psychological capital, are discussed as manageable in order to achieve the goals of the organization
(Luthans et al., 2004). In this context, besides handling the emotional and psychological aspects of the
human factor, which is one of the most effective resources that organizations can use in the process of
achieving a long-term and sustainable growth under market conditions, the concept of burnout,
another variable of the research, is also discussed.

Burnout
Defining the Concept of Burnout

While researchers couldn't come up with a common point in defining burnout firstly, Freudenberger
(1974: 159) used the concept of burnout as an occupational disease with a state of exhaustion, failure,
wear, loss of energy and power resulting from the needs that cannot be met on internal resources.
(Freudenberger, 1974: 159). Maslach and Leiter (2008), with a radical approach, define burnout as; a
process that represents an erosion that occurs in the employee's virtue, self-esteem, spirit and wishes,
and they state that it draws the individual into a vortex that is difficult to get rid of, like a disease that
spreads step by step and continuously over time. Burnout syndrome can be expressed as not being able
to enjoy the work at all (Ozdemir, 2020: 1).

Kristensen, Borritz, Villadsen and Christensen (2005: 197) who suggest a classification method within
the concept of burnout, categorize burnout into three categories: job-based, customer / client-based,
and personal. It is emphasized that personal burnout can also occur among people who do not work,
such as young people, the unemployed and retired. Personal burnout is defined by the relevant authors
as 'the physical or psychological exhaustion level experienced by the individual' and work-based
burnout is defined as 'the physical and psychological exhaustion and exhaustion level perceived by the
person depending on the work of the employee'. Customer / service client-based burnout, on the other
hand, is defined as 'the employee's perceived level of physical and psychological exhaustion and
exhaustion depending on the customers / service users'. In the light of the explanations above, the
concept of burnout in this study is accepted as a syndrome that originates from work, private and
psychological life of the individual and causes the individual to be exhausted in terms of spiritual and
physical terms by causing a corrosive effect on the resources he / she has and as a result to exhibit
negative attitudes towards himself and his environment. Although there is no commonly accepted
definition of burnout concept in the literature, it is seen that different definitions have common
denominators. These common denominators are that burnout generally includes elements of the
psychological structure and is experienced at an individual and organizational level.

Considering today's health sector, employees 'struggle with patients who are difficult to diagnose and
treat, pressure from patients' relatives, intense workload, excessive number of seizures, disruption of
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sleep patterns, problems in professional relations, insufficient institutional resources and economic
concerns increase the level of stress and trigger burnout. (Altay et al, 2010: 11).

Dimensions of Burnout

In various studies on burnout, researchers state that burnout consists of different dimensions. (Maslach
& Jackson, 1981; Borritz et al, 2006). Most of these studies approached the subject theoretically, and a
few of them developed a scale to measure the burnout dimension. Maslach Burnout Scale, which is the
most widely used and accepted scale among the developed scales, was taken as a reference in this
study. Maslach and Jackson (1981: 99) have researched burnout on three dimensions; emotional
exhaustion, depersonalization and diminishing personal accomplishment.

Emotional Exhaustion

Emotional exhaustion, which is a more physically obvious dimension of burnout, is defined as the
state of employees feeling tired and emotionally worn out. It refers to the individual stress component
of burnout, and it refers to the fatigue and weariness of people from work processes and the decrease
in their emotional and physical resources. Emotional exhaustion, which manifests itself as a person's
emotional exhaustion, causes negative consequences such as non-compliance with working hours,
absenteeism from work, absenteeism due to psychosomatic complaints, intention to quit, in people
who cannot overcome the feeling of tension and anxiety. (Ulutasdemir, 2012: 15).

Desensitization

Depersonalization, which is another dimension of burnout, carries the component of the relationships
between individuals. It is manifested by displaying emotionless behaviors just like a machine in
coping with involuntary situations where employees who do not have a high control power in the
business environment cannot find a solution. (Tugrul & Celik, 2002: 2) Some of the aspects of
depersonalization reflected in employee and customer relations. Employees, who become insensitive
in this sense, think that customers occupy an excessive space in their lives and approach by neglecting
that the customers they serve are individuals, and adopt an inhumane, sarcastic, disdainful, rigid,
insensitive and indifferent attitude towards them. (Bee, 2008: 133)

Decreased Personal Achievement

Low personal accomplishment concept, also called the feeling of personal inadequacy, is defined as
the negative tendency of the individual while evaluating himself / herself. The development of a sense
of inadequacy in individuals who experience declines in their individual success leads to a loss of
motivation.  Behaviors and attitudes such as failure, low work efficiency and productivity,
interpersonal conflict, and decreased self-esteem manifest themselves in these individuals.

Stages of Burnout

When evaluating burnout in term of the process, it's seen as a situation that does not appear suddenly,
it develops step by step over time affected by the individual, organizational and environmental
conditions and manifests itself in the long term. The process of burnout consists of four stages in
which the individual passes to one stage from another without any clear boundaries: enthusiasm and
euphoria, stagnation, inhibition, and indifference. (Diizyiirek and Unlioglu, 1992: 108-112).

In the enthusiasm and euphoria phase of burnout increase in the hope and energy levels of the
employees occurs, and they start to have unrealistic expectations. By keeping the employee's job a
priority to his other aspects of life, he/she becomes willing to adapt to sleeplessness and tense work
environments. In the stagnation phase, however, the employee's hope and energy levels in the
enthusiasm and euphoria phase are decreased, and thus, they start to get irritated from the challenges
happening in the working environment they ignored before. In the inhibition phase, The employee
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realizes that it is difficult to change the unfavorable working conditions and the working system in
his/her work environment and experiences an intense feeling of frustration. At this phase, the
employee can exhibit self-withdrawal or avoidance attitudes as well as applying adaptive or not
adaptive defense strategies. In the last phase, indifference, employees may feel intense emotional
detachment, sterilization, disbelief and hopelessness. Apart from being emotional satisfaction and self-
realization areas, business life is seen as a function to be maintained for social security.

Factors Affecting Burnout

When the factors affecting burnout are examined, there are many variables that can affect burnout and
can be classified as individual and organizational factors. The personality concept is the most
important individual factor affecting burnout. It is observed that individuals; whose nature consists of
being critical, impetuous, idealistic, perfectionist, competitive, obsessed on winning, aggressive; that
are keeping personal interests above all else; that have high expectations; who think that luck and fate
rule life; who do not have self-efficacy; and who cannot empathize are more prone to burnout (Ardig
and Polatg1, 2009: 23-24).

Another individual factor affecting burnout is demographic characteristics. When the variable of
burnout and age was examined, it was found that it was observed more frequently among young
employees compared to more experienced, mature, balanced elderly employees. Gender When the
burnout factor is examined, whilst there are studies in which women are more prone to burnout than
men, there are other studies that concluded that men are more prone to burnout than women, or that
gender is not one of the factors affecting burnout (Orug, 2007: 21). It has been determined that single
people experience more burnout compared to married people, and it's the same for those who do not
have children compared to those who do have children (Lee &Ashforth, 1993: 3-20). Ozdemir (2001)
stated that the higher education level he/she obtains, the more he/she could succeed in coping with
burnout. Izgar (2001), however, stated that there's a negative relationship between operation time
and professional seniority, and burnout (lIzgar, 2001). When individual needs and expectations are
considered, it has been observed that employees with high expectation levels are more prone to
burnout (Arabaci and Akar, 2010: 88).

Although there are different classifications on the organizational factors that affect burnout,
Maslachand & Leiter (1997) created a model related to the organizational domains of workload,
control, reward, belonging, justice and value factors and the harmony or incompatibility among
individuals' jobs (See Figure 1). According to this, burnout increases in case of individual-job
incompatibility where the difference between the demands of the job and the needs of the individuals
doing the job is high; in the case of compatibility where the difference is small, business engagement
reported to be increasing (as cited in Ardi¢ and Polatg1, 2009: 25).

Figure 1. Organizational Factors Affecting Burnout

Burnout- work integration relationship

Workload
Control Burnotit
Prize

Burn

Belonging
Justice
Values
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Source: Ardi¢ and Polatci, 2009: 26.
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Other organizational factors that affect burnout can be listed under the following headings (Ardi¢ &
Polatg1, 2008: 72-73):

Organizational conflict,

Reconstruction,

Degrowth,

Inability to participate in decisions,

Leadership types that are not suitable for the organizational structure,
Lack of standardization of work,

Organizational culture,

Length of working hours,

Organizational miscommunication,

Lack of social support,

Role conflict,

Role ambiguity,

Adverse physical conditions of the work area,

Lack of opportunities for improvement,

Emotional and sexual harassment (mobbing) in the workplace,
Lack of job security.

Ways to Cope with Burnout

Maslach (2011: 45) emphasizes that burnout has a number of personal, social and organizational costs
and when these costs are considered in terms of physical health and psychological well-being, it would
be more rational and prudent to make some improvements before burnout occurs. However, if it is not
possible to eliminate the causes that cause burnout, and if burnout has occurred, then what needs to be
done is to detect burnout before it progresses and to intervene. Methods that can be applied to prevent
burnout are examined at organizational and individual levels.

Organizational Level Coping Methods

All regulations aimed at improving working conditions have a preventive effect on burnout. The
implementation of organizational coping methods for burnout provides more knowledgeable and
resilient employee groups (Polat¢i, 2007: 91). Homer, who bases the cause of burnout on workaholic
attitudes, argues that burnout is not an organizational problem, but an individual-based problem. In
this context, the changes that can be made at the individual level in terms of coping with burnout are
as important as the changes made at the organizational level (Homer, 1985: 59).

e Providing auxiliary personnel and ¢ Allocating sufficient time for personal
equipment when necessary, development and rest during working
e Preparing environmental conditions that hours,
allow decision-making and to increase ¢ Assigning people to new tasks,
participation, ¢ Providing support by senior management,
e Appreciating the success of the employees, e Providing an environment that facilitates
o Defining the authorities and the transfer of authority,
responsibilities of the jobs inside the ¢ Organizing the long working hours,
organization, and promotion policy, e Providing consultancy services within the
e Establishing a justice-based reward organization,
system, e To increase holiday and social activity
e Ensuring fair distribution of workload opportunities,
o Creating organizational change, ¢ Planning in-service trainings,
o Supporting teamwork, ¢ Offering career opportunities,
e Increasing organizational commitment, e Supporting the competence and quality of
o Establishing a regular functioning conflict intra-organizational communication,
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management system within the e Establishing social support groups in the
organization, workplace.

¢ Defining job descriptions clearly and
transparent,

Source: Polatgi, 2007: 91.

¢ Having knowledge about burnout, o Getting information about the difficulties

¢ Knowing yourself well and determining and risks of the job before starting it,
your needs, ¢ Having knowledge about time

¢ Developing realistic business-related management,
expectations and goals, o Going for a holiday,

e Participating in personal development and e Reducing the monotony of work and
counseling groups, private life,

e Learning breathing and relaxation o Determining a peaceful lifestyle,
techniques, listening to music for e Taking a break or changing work,
relaxation, doing exercise, e Improving the one's ability of coping with

o Knowing and accepting the limitations of a stress,
person as a human being, e Taking up a hobby.

The human factor, which is among the most effective resources that organizations can use in the
process of achieving a long-term and sustainable growth under market conditions, should be evaluated
within the scope of individual and organizational performance with its emotional and psychological
aspects. In this context, when the relevant literature is examined, it is seen that there are many studies
conducted on burnout and its consequences, but studies on the factors preventing burnout are quite
limited. This study has been conducted in order to analyze the relationship between psychological
capital and burnout levels of the salespeople who are working as pharmaceutical representatives, a job
in which competitionlevel is high.

Analysis of the Relationship Between Psychological Capital and Burnout Levels of Salespeople
That Are Working As Pharmaceutical Representatives: The Example of Central Anatolia
Region

In this part of the study, firstly, the relationships between psychological capital and burnout, which are
the basic variables of the research, and various research results on these relationships are included.
Afterwards, the purpose, importance, method, scope and scales used in the research were explained.
Subsequently, in order to test the research hypotheses, statistical analyzes in accordance with the
hypotheses were applied and the research findings were evaluated. Finally, various suggestions that
may be beneficial for practitioners and researchers are given based on the research findings.

The Relationship Between Concepts and Literature Review

Organizations that want to achieve their goals by gaining competitive advantage have to develop a set
of basic capabilities that rise on human resources that cannot be easily imitated by their competitors.
In this context, the functions and responsibilities of employees have increased and some negative
consequences have become inevitable. Burnout, which is one of these results, may result in failure of
organizations' goals. Millard (2011: 28) suggests that some variables can be used as a solution to
prevent negative situations that occur in organizational life. Psychological capital, which is one of the
variables that can be used to benefit from the employees in the most effective way, and improve and
direct individual and organizational performance, has the quality of being able to change and develop
with education and experience, according to current conditions (Cheung et al., 2011; Youssef &
Luthans, 2007: 777). In the literature; It is seen that employees' development of positive and
satisfactory mental thoughts about work increases personal and organizational performance,
organizational success and competitive advantage (Cetin et al., 2013: 95). Parallel direction between
psychological capital and organizational citizenship behaviors, job satisfaction, organizational
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commitment and performance; It has been determined that they have negative relationships with
behaviors such as job stress, intention to quit and cynicism (Avey et al., 2011: 127).

Cetin et al. (2013), in their research on public employees; They revealed that the factors of "self-
efficacy” and "hope", which are among the psychological capital elements, have a relatively important
role in explaining all burnout dimensions. In addition, they found an inverse relationship between
"psychological resilience” and "optimism", which are sub-dimensions of psychological capital, and
emotional exhaustion, which are sub-dimensions of burnout.

Topgu and Ocak (2012) conducted their research with samples of 268 and 125 employees,
respectively, working in SMEs operating in the manufacturing sector in Sivas province and Tuzla,
Bosnia-Herzegovina; found an inverse relationship between psychological capital and burnout in both
samples.

Wang, Liu, Wang and Wang (2012), found a negative but statistically insignificant relationship
between psychological capital and emotional exhaustion, and a negative and statistically significant
relationship with cynicism in their study on 1300 doctors working in Liaoning Province of China;

Gillert (2014) in the USA and Herbert (2011) in South Africa in their thesis; They found a negative
and significant correlation between psychological capital and burnout.

The Purpose and the Importance of the Study

The purpose of the study; to present theoretical information about psychological capital and burnout
and to examine the relationship between the psychological capital levels of pharmaceutical sales
representatives and their burnout levels. With the present study, our aim is tested with a practical study
on medical drug representatives working in the Central Anatolia Region. In addition, through the
results of the research, it is aimed to provide the directors of institutions, who are primarily responsible
for organizational efficiency and productivity, to improve the level of psychological capital, which has
an impact on individual and therefore organizational efficiency and productivity, and to provide
guiding suggestions for the prevention of burnout.

The health sector contains many stressors compared to many other sectors due to its characteristics.
For this reason, burnout tendency seen among pharmaceutical sales representatives is higher than
among many other sector employees. Since it is not possible to change the structural characteristics of
the sector that emerge as a source of stress, different strategies should be developed to eliminate the
negative results caused by burnout. One of the strategies that can be used at this point may be to use
the psychological capital levels of the candidates as a selection criteria in the employment of
pharmaceutical sales representatives and to implement various training programs to increase the
psychological capital level of the existing personnel. Working in this sense, it is important in terms of
revealing the potential of psychological capital at the point of minimizing the negative business
consequences of burnout.

Hypotheses and Limitations of the Study

The current study has a number of limitations. The first is that research results cannot be generalized
to all pharmaceutical sales representatives. The research covers only the medical drug representatives
in the Central Anatolia region, and the results reflect the opinions of the pharmaceutical sales
representatives working in this region. Therefore, it is unlikely to generalize to all pharmaceutical
sales representatives. Other limitations are that the answers are based on personal perceptions and the
possibility of finding a difference between the real situation and these personal perceptions.
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Research Method
Research Population and Sample

The research population consists of medical drug representatives in Kayseri province, which operates
in the Central Anatolia Region. This study was conducted between February 2017 and March 2017.
The sample was not selected for the research, but it was tried to reach all active pharmaceutical sales
representatives in Kayseri province operating in the Central Anatolia Region. However, 205 surveys
were returned due to reasons such as the unwillingness of some employees to answer the questionnaire
questions.

Preparation of the Questionnaire

The questionnaire, prepared to determine the effect of psychological capital on the perception of
burnout, consists of two basic parts. The first part of the questionnaire consists of four sub-parts as
self-efficacy, hope, resilience and optimism, which are scales related to psychological capital, and are
considered the basic variables of the research, and three sub-parts, which include emotional
exhaustion, depersonalization and reduction in personal accomplishment which are scales of burnout
level.

In order to measure the psychological capital level, the scale developed by Luthans et al. (2007) and
adapted into Turkish by Cetin and Basim (2012) was used. There are four sub-dimensions in the scale
called self-efficacy, hope, resilience and optimism with a total of 24 items. Participants were asked
to indicate their degree of agreement about each statement on a five-point Likert-type scale (1 =
Strongly Disagree, 2 = Disagree, 3 = Neither Agree Neither Disagree, 4 = Agree, 5 = Strongly Agree).

To measure the level of burnout, the scale developed by Maslach and Jackson (1981) and adapted to
Turkish by Ergin (1992) was used. In the scale containing a total of 22 items, emotional exhaustion,
depersonalization, and decreased sense of personal success are three sub-dimensions. Participants
were asked to indicate their degree of agreement about each statement on a five-point Likert-type scale
(1 = Strongly Disagree, 2 = Disagree, 3 = Neither Agree Neither Disagree, 4 = Agree, 5 = Strongly
Agree). The second part of the questionnaire form includes demographic questions for the participants.

Analysis Techniques

The data obtained from the application of the questionnaire were transferred to the computer and
analyzed using the SPSS 18.0 package program. To measure the relationships between independent
variable (psychological capital) and dependent variable (burnout) correlation analysis; to inspect
how much the independent variable affects the dependent variable regression analysis was used. In the
measurement, the probability of error was chosen as a = 0.05.

Research Models and Hypotheses

This research was carried out in accordance with the descriptive research model (See Figure 2).
Purpose of descriptive research is to define the current problem, the variables and the relationships
between the variables related to this problem (Kurtulus, 2006: 252). Within the scope of this model, it
has been tried to test whether the psychological capital levels of healthcare workers have a significant
effect on their burnout perceptions.
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Figure 2. Model of the Study

| _ v

Psychological Capital Burnout
Self-efficacy ~— ____i Emotional
?’ Burnout
Hope —~——
— —
——p| Depersonalization
Resilience _____i
é%\ Decreased
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The basic research hypotheses are as follows:

Hi: There is a significant and negative relationship between the sub-dimensions of burnout
such as emotional exhaustion, depersonalization and decreased sense of personal
accomplishment, and one of the sub-dimensions of psychological capital, self-sefficacy.

H: There is a significant and negative relationship between one of the sub-dimensions of
psychological capital hope and burnout sub-dimensions such as emotional exhaustion,
depersonalization and decreased sense of personal accomplishment.

Hs: There is a significant and negative relationship between durability which is one of the
sub-dimensions of psychological capital burnout and burnout sub-dimensions such as
emotional exhaustion, depersonalization and decreased sense of personal accomplishment.

H.: There is a significant and negative relationship between optimism which is one of the
sub-dimensions of psychological capital and burnout sub-dimensions such as emotional
exhaustion, depersonalization and decreased sense of personal accomplishment.

Hs: There is a significant and negative relationship between emotional exhaustion with
psychological capital burnout, depersonalization and decreased sense of personal
accomplishment, which are sub-dimensions of burnout.

He: Psychological capital has a significant and negative effect on burnout and the sub-
dimensions of burnout such as emotional exhaustion, depersonalization, and decreased sense
of personal accomplishment.

Research Findings and Discussion

For the reliability of the scale used in the study, the alpha coefficient should be 0,70 and above (Hair
et al., 1998: 118). As seen in Table 2, alpha coefficients were determined for the reliability of the

scales.

Table 2. Reliability Tests

Scales Cronbach's Alpha N of Items
Statements about Psychological Capital 782 24
Statements about the Level of Burnout 812 22
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Participant Specifications

The demographic characteristics of the participants are given in Table 3.

Table 3. Participant Specifications

Characteristics f % Characteristics f %
Gender Marital Status
Male 165 80.5 | Married 159 77.6
Female 40 19.5 | Single 46 22.4
Age Range Years of Experience
25 years old and 2 1.0 | 5years and less 39 19.0
below 78 38.0 | 6-10 years 49 23.9
26-35 years old 98 47.8 | 11-15 years 60 29.3
36-45 years old 27 13.2 | 16-20 years 36 17,6
46-55 years old 21 years and more 21 10.2
56 years old and older
Level of Education 13 6.3
High School 45 22.0
Associate Degree 127 62.0
Bachelor's Degree 20 9.8

Postgraduate Degree

As shown in Table 3, 80.5% of the participants are men, 19.5% are women and 77.6% are married.
85.8% of the respondents are between 26-45 years old, which can be defined as a young age range.
6.3% of the respondents have a high school degree, 22% an associate degree, 62% a bachelor's degree,
and 9.8% a postgraduate higher education degree. 57.1% of the participants (29.3%11-15 years, 17.6%
16-20 years, 10.2% 21 years or more) have 11 years or more professional experience, 23.9% have
between 6-10 years and 19% have 5 years or less professional experience.

Correlation Analysis Results Between Variables

Table 4 shows the mean, standard deviation values and correlation coefficients between variables for
psychological capital (self-efficacy, hope, resilience, optimism) and burnout (emotional exhaustion,
depersonalization, decreased sense of personal accomplishment).

Findings in Table 4 can be summarized as follows:

o There is a negative relationship between self-efficacy depersonalization (r = -.395, p
<0.01), emotional burnout (r = -.379, p 0.01) and burnout (r = -.265, p 0.01) in a statistical
manner. Hence H; has been partially accepted.

e There is a statistically significant and negative correlation between hope and
depersonalization (r = -.388, p <0.01), emotional exhaustion (r = -.448, p 0.01) and burnout
(r =-.303, p 0.01). Hence H2 has been partially accepted.

e There is a statistically significant negative relationship between resilience
depersonalization (r = -.302, p <0.01), emotional burnout (r = -.407, p 0.01) and burnout (r
= -.278, p 0.01). On the other hand, there is a positive but statistically insignificant
relationship between resilience and decreased personal achievement (r =, 001). Hence Hs
has been partially accepted.

e There is a statistically significant and negative relationship between optimism, emotional
burnout (r = -.216, p <0.01) and depersonalization (r = -.106, p 0.01). Also, there's a
negative relationship between optimism and burnout (r = -.086) there's a negative, and
there's a positive yet statistically insignificant relationship between optimism and
diminishing personal success (r =.403). Hence H s has been partially accepted.
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o There is a statistically negative and significant relationship between psychological capital
and depersonalization (r = -.480, p <0.01), emotional burnout (r = -.480, p 0.01) burnout (r
= -311, p 0.01). In addition, there is a positive but statistically insignificant relationship
between psychological capital and decreasing sense of personal accomplishment (r =.673).
Hence Hs has been partially accepted.

44



Ahi Evran Akademi (AEA)
Yi1:2021, Cilt: 2, Sayr: 2, Sayfa: 29-52

Table 4. Correlation Values Between Descriptive Statistics and Variables

. Arithmetic Standard

Variables Mean Deviation 1 2 3 4 5 6 7 8 9

1. Self-efficacy 4.2870 0.49578 1 595" .388™ .230™ 748" -.379™ -.395™ .566™" -.265™
2. Hope 4.2463 0.45392 595" 1 .586™ 424" .859™ -.448™ -.388™ 599" -.303™
3. Resilience 3.4772 0.45616 .388™ .586™" 1 402" 7797 -.407" -.302™ 469 -278*"
4. Optimism 3.3374 0.41665 .230™ 4247 402" 1 .653" -.216™ -.106 403" -.086

5. Psychological Capital 3.8370 0.34712 748" .859™ 7797 653" 1 -.480™ -.399™ 673 311
6. Emotional Burnout 2.6575 0.86093 -.379" -.448™ -.407" -.216™ -.480™ 1 707" -371 922"
7. Depersonalization 2.2507 0.86124 -.395™ -.388™ -.302" -.106 -.399™ 707" 1 -.356™ .823™

8. Decreased Personal Success 4.1201 0.49101 .566™" .599™ 469 403" 673" -.3717 -.356™ 1 -.102

9. Burnout 3.0611 0.49718 -.265™ -.303" =278 -.086 3117 .922™ .823" -.102 1

Correlation significance levels: * p <0.05; ** p0.01 (bi-directional).
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Regression Analysis Results Between Variables
In Table 5 we can see the regression analysis between burnout and psychological capital, and between
emotional exhaustion, depersonalization, and decreased sense of personal accomplishment, which are

the sub-dimensions of burnout.

Table 5. Regression Analysis Results

Burnout Sub-Dimensions

Independent Emotional ~ Depersonalization Personal Burnout
variable Burnout Success

Psychological

Capital

B -0.480 -0.399** 0.673** -0.311**
R? 0.231 0.159** 0.453** 0.097**
Lev. R? 0.227 0.155** 0.450** 0.092**
F 60.890 38.422 168.189 74.299
Tolerance 1.000 1.000 1.000 1.000
VIF 1.000 1.000 1.000 1.000
Durbin-Watson 1.528 1.547 1.785 1.493

** n <0.01 Dependent Variable: Burnout

As seen in Table 5; independent variable that is psychological capital has a negative and significant
effect on the depersonalization (8= -0.399), emotional exhaustion (8= -0,480) and burnout (f=-0,311)
On the other hand, psychological capital has a positive but statistically insignificant effect on the
dependent variable that is personal accomplishment. Based on these data, it can be said that 15.5% of
the change in depersonalization, 22.7% of the change in emotional exhaustion, and 9.2% of the change
in burnout are explained by the independent variable psychological capital. Hence Hg has been
partially accepted.

Conclusion

In the present study, the relationship between the concepts of psychological capital and burnout in the
context of organizational behavior of positive psychology perspective was theoretically discussed, and
the study applied on a sample selected from among pharmaceutical sales representatives aimed to
reveal the effects of psychological capital factors in explaining the feeling of burnout that has negative
effects on employees.

In order to achieve the above-mentioned purpose of the study, the relationship between self-efficacy
and the sub-dimensions of burnout and burnout was measured first. As a result of the analysis, a
statistically significant and negative relationship was found between self-efficacy and
depersonalization, emotional burnout. On the other hand, there is a positive but statistically
insignificant relationship between self-efficacy and decreased sense of personal accomplishment.
These results show that as the perceptions of self-efficacy of medical drug representatives increase, the
levels of depersonalization, emotional exhaustion and burnout as a whole decrease. The concept of
self-efficacy refers to the motivation, cognitive resources and belief in one's own abilities to accelerate
the implementation phases in order to successfully complete a certain task. Studies in the field of self-
efficacy have shown that individuals with high self-efficacy and confidence in their abilities have high
job performance. In addition, these individuals do not tire easily by maintaining their commitment to
their goals in the face of difficulties. In this context, it can be said that individuals with high levels of
self-efficacy enable them to achieve a successful adaptation process by showing a proactive protective
effect against difficulties (Cetin, Sesen, & Basim, 2013: 103). Although some of the findings in our
study do not support the research hypotheses, there are studies in the literature that match the research
results. Cetin, Sesen, and Basim (2013) found a significant and negative correlation between self-
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efficacy and depersonalization and decreased sense of personal accomplishment in their study with a
sample of public service employees.

Secondly, the relationship between hope and the sub-dimensions of burnout and burnout was
discussed. As a result of the analysis, a statistically significant and negative relationship was found
between self-efficacy and depersonalization, emotional burnout and burnout. On the other hand, a
positive but statistically insignificant relationship was found between hope and decreased sense of
personal accomplishment. These results show that as the hope levels of the employees increase, the
levels of depersonalization, emotional exhaustion and burnout decrease as a whole. Hope is defined as
a motivational situation that includes the belief of setting valuable goals (will) and overcoming
difficulties in achieving these goals (power to achieve) (Snyder, 2000: 8). In the literature, it has been
revealed that hopeful individuals have higher motivation and are more confident in undertaking tasks,
and they are more successful in coping with problems, and also exhibit higher performance due to the
development of alternative ways to obstacles in front of their goals (Cetin et al., 2013: 103). Similar to
the findings obtained in the literature, it has been revealed that having a good expectation for the
future and being able to find ways to achieve goals in an organizational context and be motivated to
use these ways are important in reducing burnout that occurs in the face of long-term difficulties and
stress in business life.

Thirdly, within the scope of the study, the relationship between hope and the sub-dimensions of
burnout and burnout was discussed. As a result of the analysis, a statistically significant and negative
relationship was found between self-efficacy and depersonalization, emotional burnout and burnout.
On the other hand, there is a positive but statistically insignificant relationship between self-efficacy
and decreased sense of personal accomplishment. These results show that as the psychological
resilience of the employees increases, the levels of depersonalization, emotional exhaustion and
burnout as a whole decrease. Resilience is seen as a psychological capacity that people have in order
to recover and adapt when faced with adversity, negativity, uncertainty or change (Luthans, 2002:
702). In this context, it is stated that individuals with high psychological resilience will be more
successful in adapting to change, facing difficulties and working with high performance. The fact that
individuals with high psychological resilience have depersonalization, decreased sense of personal
accomplishment, and low levels of burnout are due to their greater capacity for recovery and
adaptation.

Fourthly, within the scope of the study, the relationship between hope and the sub-dimensions of
burnout and burnout was discussed. As a result of the analysis, a statistically significant and negative
relationship was found between self-efficacy and depersonalization, emotional burnout and burnout.
On the other hand, a positive but statistically insignificant relationship was found between optimism
and burnout in a negative direction and with a decreased sense of personal accomplishment. These
results show that as the optimism levels of the employees increase and how their emotional exhaustion
and depersonalization levels decrease. Optimism is that individuals make positive references to be
successful with a sense of self-confidence (Synder et al., 1991: 571). Optimism is the influence of
individuals' situation-specific thoughts in pursuing a goal in anticipation of a positive outcome. In
cases where people encounter difficulties, they become more active with the positive emotions gained
from optimism expectations in maintaining their goals and the feeling of burnout decreases (Cetin et
al., 2013: 103). Within the scope of this study, it was found that individuals with high levels of
optimism experience less emotional exhaustion. Similar to the results obtained from the studies
conducted in the literature, it was determined in the findings of this study that optimism reduces
emotional exhaustion.

Finally, within the scope of the study, the effect of psychological capital on burnout and sub-
dimensions of burnout was analyzed. As a result of the analysis, it has been observed that
psychological capital has an inverse effect on depersonalization, emotional exhaustion and burnout as
a whole. These results show that psychological capital can be used as a variable to eliminate burnout
and the negative consequences of brought by it.
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Practical Implications

Considering the findings determined within the boundaries of the research, it can be said that it
contains important suggestions in the field of human resources. In addition to measuring the
psychological capital levels of the candidates with the tests carried out in the personnel selection
processes of the organizations, it's determined that it's possible to contribute to the psychological
capital levels of the employees who are open for improvement with. theoretical and practical studies
(Youssef and Luthans, 2007: 778; Luthans, Avey and Patero, 2008). In this context, it can be said that
organizations, with the level of psychological capital developed through education, can minimize the
negative situations that burnout can cause on employees and work outcomes. In order to direct the
organizations to jobs suitable for the personality characteristics of the employees, they can provide
information to the candidates about the job requirements and the expectations of the organization. In
this way, person-job harmony will be achieved, the possibility of experiencing burnout will be reduced
and it will be easier to reach both individual and organizational goals.

Limitations and Suggestions for Future Studies

The first of the limitations of the current research is that the results of the research cannot be
generalized to those who work as representatives of all medical drugs. The research covers only
medical drug representatives in the Central Anatolia region, and since the findings reflect the
evaluations of these individuals, it is unlikely to generalize to all pharmaceutical sales representatives.
It is possible that the responses given by the participants are based on personal perceptions and there
may be differences between these personal perceptions and the real situation. In future studies, the
relationship between psychological capital and burnout can be tested with different variables that may
have a mediating effect in different sectors and culture samples. The second limitation is that the data
collected within the scope of the research are based on the participants' own statements, and the
variables of psychological capital and burnout are evaluated with the same scale, at the same time,
there is a tendency to common method variance and the effect of social desirability by some people. In
this context, it should not be ignored that common method variance might have affected the strength
of the relationship between variables. In order to overcome the negative consequences of common
method variance, data can be collected from different sources in future studies. The third limitation is
that there is no consensus on the dimensions of psychological capital in the literature (Cheung et al.,
2011: 367). In the literature, personality traits, which can have an effect on psychological capital in
terms of positive organizational behavior, such as kindness, spiritual intelligence, forgiveness, humor,
spirituality, determination, humility, and prudence are also mentioned (Peterson & Seligman, 2004:
35-41). The focus should be on how psychological capital dimensions are built on more solid
foundations and how the personality traits listed above can affect the relationship between burnout and
its consequences.
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