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Abstract  
 
This study is based on a meta-analysis, conducted in Turkey between the years 2012-2020, that 
focuses on the psychological capital (PsyCap) and burnout sub-dimensions’relationship of employees 
working in both public and private sectors. The analysis was carried out based on the correlation 
coefficients and sample sizes of 9 studies with a total sample size of 2280 that complied with the 
previously established criteria. After the stages of literature review and coding, calculating the effect 
sizes of each studies that meet the criteria, performing basic meta-analysis and calculating the general 
effect size, estimation and correction stages of publication bias were carried out with Comprehensive 
Meta Analysis (CMA) V3 software. The general effect size was calculated through the random effect 
model as a result of the homogeneity test. Additionally, it was concluded that there was no publication 
bias by examining the funnel plot, fail-safe number and Tau coefficient. According to the results of 
analyzes, all hypotheses claiming that there is a negative relationship between employees’ 
psychological capital and burnout sub-dimensions working in Turkey were proven. It was revealed 
that the general effect sizes under the random-effect model varied between weak and medium levels. 
These results have been discussed within the scope of the literature, and suggestions have been 
developed for practitioners and future studies. 
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Türkiye'de Çalışanların Psikolojik Sermaye ve 
Tükenmişlik İlişkisi: Alt Boyutlar Kapsamında Bir 

Meta Analiz  
 
* 

Abstract  
 
Bu çalışmada Türkiye’de 2012-2020 yılları arasında kamu ve özel sektörde çalışanların psikolojik 
sermayeleri (PsyCap) ile tükenmişlik düzeylerinin alt boyutları arasındaki ilişkiye yönelik yapılan 
çalışmaların bir meta analizi yapılmıştır. Analize dahil edilecek yayınları belirlemek amacıyla 
oluşturulan kriterlere uyan toplamda 2280 örneklem büyüklüğüne sahip 9 çalışmanın korelasyon 
değerleri ve örneklem büyüklükleri kullanılarak meta analizi gerçekleştirilmiştir. Alanyazın taraması 
ve kriterlerin belirlenerek araştırmaların kodlanması, kriterleri karşılayan araştırmalardan analize 
dahil edilenlerin etki büyüklüklerinin hesaplanması, temel meta analizinin yapılması ve genel etkinin 
hesaplanması, yayın yanlılığının tahmin edilmesi ve düzeltilmesi aşamaları Comprehensive Meta 
Analysis (CMA) V3 yazılımı ile gerçekleştirilmiştir. Genel etki büyüklüğünün hesaplanmasında 
yapılan homojenlik testi sonucunda rassal etki modeli kullanılmıştır. Yayın yanlılığının 
hesaplanmasında huni grafiği, hata koruma sayısı ve Tau katsayısı birlikte yorumlanarak yayın 
yanlılığının olmadığı değerlendirilmiştir. Türkiye’de çalışanların psikolojik sermaye ve tükenmişlik 
düzeylerinin alt boyutları arasındaki ilişkiye yönelik yapılan meta analizi sonucunda çalışanların 
psikolojik sermayelerinin tükenmişlik düzeyleri ile alt boyutlar kapsamında negatif yönde ilişkili 
olduğuna dair tüm hipotezler doğrulanmıştır.  Rastgele etki modeli altında genel etki büyüklüklerinin 
zayıf ve orta düzeyler arasında değiştiği ortaya çıkmıştır. Elde edilen bu sonuçlar alanyazın 
kapsamında tartışılmış ve bundan sonraki çalışmalar ile uygulayıcılara yönelik öneriler 
geliştirilmiştir. 
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Introduction 
 

Nowadays the incremental pace of transition and tough competition 
conditions trigger individual success to come to the fore. Employees in 
different sectors are exposed to various difficulties in the shadow of 
increasing competitive pressure and high-performance expectations of 
managers. The incompatibility between individuals and the natural 
components of their work, increased workload, oppressive control 
mechanisms, reward-punishment systems, organizational culture, and 
intra-organizational hierarchical tightness can lead to burnout. Burnout 
can be expressed as an undesirable situation for organizations in the 
struggle to achieve sustainable competitive advantage. All critical 
resources needed by organizations are used to gain a competitive 
advantage (Prahalad and Hamel, 1990). Burnout can cause employees, 
who are one of the resources that are difficult to imitate for 
organizations, to lose motivation, act with the intention of leaving their 
job, take sanitary leave very often, or work inefficiently by extending 
short breaks during the day as much as possible (Maslach et al., 2001). 
Organizations in a competitive environment, with a resource-based 
perspective; focus on gaining impetus from their vital, inimitable, and 
unique resources (Hashim, 2000). Accordingly, it is considered as an 
undesirable situation for individuals who can create value for 
organizations to be prisoners of their own internal problems and feelings 
of burnout. However, just like organizations, people try to overcome 
their problems by getting strength from their internal resources in 
difficult conditions. Focusing on psychological and emotional processes 
to eliminate the negative effects of employees' feelings of burnout is 
considered as a solution to increase organizational performance 
(Maslach et al., 2001). 

Positive psychology, which is an area of psychology, has come to the 
fore in order to solve the problems of individuals who face the negative 
consequences of burnout due to many reasons such as failure, intense 
workload, and weary dual relationships. With the positive psychology 
approach, it has been thought that the negative emotional states that 
individuals are experiencing can be turned into a positive direction 
(Luthans and Youssef, 2007). Based on this view, individuals who 
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constantly feel negative, affects the organization as a whole. However, 
acting in line with the suggestions of positive psychology enables 
individuals to turn negative feelings into positive ones. Empirical studies 
on the relationship between the psychological capital (PsyCap) and 
burnout of employees in different cultures also support this view (Ding 
et al., 2015; Luthans et al., 2010; Lopez-Nunez et al., 2020; Rehman et al., 
2017). Although the relationships between employees' PsyCap and 
burnout levels have been analyzed in different country samples, they are 
not sufficient to make cross-cultural comparative evaluations. Rattrie et 
al. (2020) state that employees' psychological efforts and skills are partly 
dependent on their national culture. According to Hofstede (2001), the 
events, meanings and social values shared since the past affect different 
psychological attitudes and practices in the workplace on the basis of 
countries and/or cultures. In this framework, Wernsing (2014) states that 
it is important to examine the nature of PsyCap nationally and cross-
culturally and to apply the original findings obtained effectively both in 
management theories and scientific studies also in organizations around 
the world. On the other hand, Schaufeli (2017) emphasizes that although 
the concept of burnout has become widespread, no research has been 
conducted that takes into account cultural differences between countries. 
In summary, while culture-specific meanings of the relationship between 
PsyCap and burnout can be studied, the organizational effects and 
performance implications of these two important variables at the cross-
cultural level should be examined. Therefore, the general impact sizes of 
the relationship between PsyCap and burnout in today's global structure 
should be determined in terms of cultures and regions. 

The meta-analysis method, which is a quantitative research synthesis 
method, is used in estimating the general effect size in the universe by 
combining various effect sizes of different samples (Field and Gillett, 
2010). In the literature, meta-analyses have been conducted that deal 
with the PsyCap or burnout levels of the employees with different 
variables. For instance, Avey et al. (2011) conducted a meta-analysis 
study that handled 51 independent studies. According to the findings 
obtained from this study, it was determined that there is a significant 
positive relationship between PsyCap and desired organizational 
attitudes, desired organizational behaviors, and performance. In the 
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same study, it was determined that there is a significant negative 
relationship between PsyCap and undesired organizational attitudes and 
undesired organizational behaviors. In Turkey, the relationship between 
PsyCap and job satisfaction and performance are based on a similar 
meta-analysis by Tetik et al. (2018). In this study, the findings of Avey et 
al. (2011) were confirmed. Besides, Yorulmaz and Altınkurt (2018) 
performed a meta-analysis to evaluate the impact of gender, marital 
status, branch, school form, education, and seniority status of teachers on 
their burnout levels. However, no meta-analysis study was found that 
synthesized individual studies directly targeting two variables’ sub-
dimensions in the literature. In this context, the primary purpose of this 
research is to reveal the general directions and effect sizes of employees’ 
PsyCap and burnout sub-dimensions relationship by synthesizing the 
studies carried out in Turkey with different samples. Thus, researchers 
will have the chance to compare the obtained general effect sizes with 
the general effect sizes existing in other cultures. The second purpose of 
the study is to help practitioners in Turkey by reaching a general 
conclusion on the relationship of employees’ PsyCap and burnout sub-
dimensions. Thereby, it will be possible to discuss the specific effects of 
research variables’ relationship on practice indigenous to Turkey. In 
addition, since there are no meta-analysis results for this relationship in 
different cultures, the general effect sizes we will obtain as a result of our 
research will be compared with the results conducted in different 
countries. From this perspective, the study primarily includes the 
conceptual framework of burnout, PsyCap and its sub-dimensions. 
Thereafter, in line with the studies investigating the relationship between 
PsyCap and burnout in organizational behavior literature, hypotheses 
claiming a negative relationship between "PsyCap and burnout sub-
dimensions" were developed and tested with the meta-analysis method. 
Finally, the analysis results have been compared with the studies from 
the local and foreign literature. In addition, suggestions were given for 
future studies and recommendations were developed. 
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Conceptual Framework 
 
Burnout 
 
Burnout was first expressed by studies conducted on education and 
health sector employees (Maslach, 1976). However, diversified 
researches in later years have shown that similar situations are 
experienced in all sectors (Lemaire and Wallace, 2017). Burnout is the 
name given to being physically, emotionally, and mentally tired in a 
continuous and long-term state (Maslach and Jackson, 1981). When the 
concept is examined etymologically, it is seen that it has a connotation 
like being burned. Shakespeare (1599) used the concept of fire of love in 
his work "The seventh Poem of the Passionate Pilgrim" (Schaufeli, 2017). 
Burnout, which was the first subject of a scientific study by 
Freudenberger (1974), was described as a dangerous situation for 
working life. To explain this danger; people have positive thoughts and 
high career goals while participating in working life. However, things 
change over time, and some negative emotions such as emotional 
exhaustion, cynicism, and decreased professional competence cause 
individuals to have difficulties in business life (Maslach et al., 2001). That 
is why burnout; is defined as the loss of ideas, energy, and excitement 
(Pines and Aronson, 1988), as a negative attitude towards oneself (Katz 
and Kahn, 1978), and emotional destruction (Maslach, 1982) as well as 
physical collapse. Maslach (1976) is one of the researchers who most 
contributed to the current definition. According to him the concept has 
three dimensions which are briefly explained below. 

Emotional exhaustion; is the first step of an individuals' journey to 
burnout. At this stage, which can be easily noticed, individuals feel 
themselves mentally very intense and overloaded (Maslach, 1976). 
According to the social exchange theory (Blau 1964), when individuals 
feel emotionally exhausted, their relationship with the organization 
becomes unstable and disordered. While this situation negatively affects 
performance, it may cause the individual to be exhausted under high 
stress due to insufficient support and loss of resources (Halbesleben and 
Buckley, 2004). 
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Depersonalization; is the dimension of burnout whose effect can be 
noticed among individuals. This stage is the step after emotional 
exhaustion and indicates that the individual is breaking away from his 
ideals (Maslach, 1976). At this stage, individuals get away from their jobs 
and start to become indifferent to what they do. In other words, it is a 
defense mechanism created by individuals to avoid all negativities 
arising either from the excessive workload or abrasive human 
relationships (Leiter and Maslach, 1988). In addition, individuals tend to 
maintain their jobs at a minimum level in this situation, which has a 
negative impact on their job performance (Pearlman and Hartman, 1982). 
At this stage of burnout, individuals tend to extend their breaks, become 
unwilling to volunteer tasks and try to shorten their working hours 
(Maslach and Goldberg, 1998). 

Decreased personal accomplishment is the third dimension. 
Experiencing all stages, the relationship of the individual with those 
around him has deteriorated and he has become insensitive to his job. 
This stage is the stage in which self-evaluation is made, and where 
negative emotions peak and self-esteem reaches its bottom (Maslach, 
1976). If the gap between the requirements of the job and the individual's 
competencies is against the individual and is large, the individual will 
feel inadequate and unsuccessful (Bakker et al., 2006). Apart from merit, 
high workload and prolonged working hours, and limited rest hours 
create great stress for the individual and cause the individual to have 
difficulty completing his/her work in time (Schaufeli et al., 1996). This 
situation of the employees will make it difficult to achieve the goals. 

The energy and performance of mentally tired individuals who are 
constantly exposed to stress will decrease with their psychological 
resistance (Maslach and Jackson, 1981). Negative psychological effects 
lead to emotional exhaustion, depersonalization, and decreased personal 
accomplishment (Schaufeli et al., 1996). The burnout of individuals 
arising from working life damages their cognitive and physical resources 
(Leiter and Maslach, 1988). According to the conservation of resources 
theory (Hobföll, 1989), individuals with personal and social resources 
tend to behave in the continuity and development of their resources. 
Employees experience stress and burnout when they perceive that the 
resources they obtained are under threat, lost, spent or can’t be 
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recovered. Apart from this, the concept of self-efficacy theory (Bandura, 
1997) explains the behavior of individuals based on their existing 
cognitive background. Self-efficacy; refers to the individuals organizing 
themselves in line with their goals and managing their planned 
processes. In the light of the theory some individuals want to tackle a 
difficult task with stronger desire than their colleagues. But burnout may 
lead the individual away from the competitive process in his/her work 
life and cause organizations to have problems in obtaining a sustainable 
competitive advantage. Contrary to burnout, it is possible to benefit from 
PsyCap which can be measured, managed, and increased. Also, it is a 
positive organizational behavior output that directly and indirectly affect 
organizational performance.  
 
Positive Psychological Capital  
 
Although the concept of positive psychology was first expressed by 
Maslow, it took its current form due to Seligman's work on the subject 
(Luthans and Youssef, 2004). From the years when the classical 
management approach was adopted, the ever-increasing competitive 
intensity and diversifying dimensions of the competition showed that 
physical resources alone are insufficient to achieve sustainable 
competitive advantage (Luthans and Youssef, 2004). In this context, the 
concept of PsyCap, different from the concept of financial capital, was 
first expressed by Luthans and Youssef (2004). The birth of modern 
psychology is the result of studies on disease diagnosis and treatment. 
However, the science of psychology is not only concerned with the 
treatment of illnesses, but also with revealing and developing the 
strengths of people (Seligman, 1998). The concept of PsyCap was born as 
a result of the reinterpretation of the concept of capital, which allows the 
firm to continue its activities and includes its financial assets, from the 
perspective of psychology (Peterson and Luthans, 2003). Technological 
developments, adaptation speed to change and developments in the 
speed of accessing information have weakened the distinctive power of 
traditional financial capital (Luthans, Luthans, Luthans, 2004). Today, in 
a competitive environment, managers agree that human capital, which is 
also used as intellectual capital, is as important as financial capital 



Psychological Capital and Burnout Relationship of Employees in Turkey: A Meta-Analysis 
within the Scope of Sub-Dimensions 

 

OPUS © Uluslararası Toplum Araştırmaları Dergisi   ¨ 1093 

(Levene, 2015). Although financial capital is strong, human capital is 
experienced, well-educated, talented and has a command of new ideas, 
there is another concept that can prevent people from being productive. 
This concept is called social capital (Harter et al., 2002). Social capital 
refers to individuals' network of relationships within and outside the 
organization. If the employee is supported, directed, and positively 
interacts in his environment, he will look to the future more 
optimistically.  

The concept of PsyCap exists beyond social capital that covers human 
capital and human interactions that will manage the financial capital of 
the firm (Luthans et al., 2005). PsyCap focuses on revealing the potential 
in individuals (Levene, 2015). The way to reach productivity and high 
performance with a positive psychology perspective is possible by 
revealing the potential of individuals at the maximum level (Luthans 
and Youssef, 2007). Like other resources, there is also the possibility to 
develop and manage PsyCap (Luthans et al., 2007a; Luthans et al., 
2007b). PsyCap is associated with individual productivity but is not 
independent of conditions such as personality traits (Gohel, 2012). It is 
between the traits and the contingency approaches (Luthans et al., 2010). 
While defining the concept, which has an important place in competitive 
advantage, four sub-dimensions are mentioned. These four sub-
dimensions are; self-efficacy, optimism, hope, and resiliency. These four 
components interact with and make additional contributions to each 
other (Luthans et al., 2007a). Sub-dimensions of PsyCap;   

Self-efficacy; It expresses the beliefs of individuals in meeting the 
requirements of the conditions that must be fulfilled to display a 
successful performance (Bandura, 1997). Based on the definition, it is 
stated that the concept of self-efficacy has a strong relationship with job 
performance (Stajkovic and Luthans, 1998). Bandura (1977), evaluated it 
as the individual's awareness of himself. It expresses the behaviors that 
an individual needs to display high performance and the belief that the 
individual own to be successful (Datu et al., 2016). The ideas of 
individuals about their competence also affect their cognitive 
development positively. In this way, the person will be able to grasp the 
situation and the requirements of the situation exactly and react correctly 
(Bandura, 1997). Self-efficacy is a long-term and extra value creating 
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feature that can be developed and managed just like hope. Self-efficacy 
plays the role of an individual's internal manager and supervisor 
(Luthans et al., 2007a). With a sense of self-efficacy, individuals' 
determination to succeed and their performance in challenging tasks 
increases (Luthans et al., 2007a). Knowing what to do in the challenging 
parts of the task and knowing that they are competent to meet the 
requirements will cause the individual to be volunteer for more difficult 
tasks and push their own limits (Luthans et al., 2005). On the contrary, in 
the case of low self-efficacy, it is observed that individuals avoid 
volunteering for difficult tasks and are involved in practices that create 
simpler and smaller value within the organization (Jiang et al., 2014). 
According to Bandura (1997), there are four main sources where self-
efficacy is fed. These are; experience resulting from striving, learning by 
seeing from those who know and is experienced in the social 
environment, strength and motivational aspect of verbal communication 
and psychological arousal (Bandura and Locke, 2003). 

Optimism; etymologically it comes from the same origin as "best" in 
Latin. Optimism includes predictions for the future and it is based on the 
assumption that the best of what will happen will happen. Optimism is 
not to deny bad events (Seligman, 1998). Even in possible bad scenarios, 
it is to focus on the good sides. Opposite of optimism is pessimism and 
pessimists look at life from a more realistic perspective. When first 
heard, pessimism may be perceived as better than optimism, but being 
realistic increases risk avoidance and may make it difficult to try 
something new (Luthans et al., 2007a). However, optimists do not ignore 
the worst-case scenario, they act on the possibility of a good scenario that 
they can hold on to even if the worst-case scenario occurs. Seligman and 
Csikszentmihalyi (2000) explain optimists' interpretation systems of 
events and state that negative situations are dependent on external 
factors and are temporary. Optimists interpret good events depending 
on internal factors and permanently. While being optimistic affects the 
individual’s personal development positively, it also enables the 
relationships with their environment to be constructive and productive 
(Gillham et al., 2001). Happy employees are not only stronger in their 
commitment to the organization but also their performance is better than 
others. Optimists do not suffer from absenteeism problems due to 
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somatic problems or similar health problems because they are free from 
hopelessness and depression (Peterson, 2000). In fact, positive emotions 
of happy people are contagious to other people around them (Avey et 
al., 2008). 

Hope; does not contain excuses and is explained by the theory of 
hope (Snyder, 2000). While it represents being willful and goal-oriented 
in the individual sense, it includes planning the path to the goal 
practically (Snyder et al., 1991). Hope theory; sometimes represents the 
hope to reach the goal and sometimes expresses the motivation to resist 
unwanted situations (Snyder, 2002). Hope can be short or long term, and 
it can also be a conscious or an unconscious process (Chartrand and 
Cheng, 2002). In previous studies, the dimension of hope; has a positive 
and significant relationship with job performance, job satisfaction, 
organizational commitment (Youssef and Luthans, 2007), profitability 
(Peterson and Luthans, 2003), and leadership (Luthans et al., 2005). 
According to the study of Thompson et al. (2015), hope creates a link 
between employees' independent decision-making, developing their 
own working methods, and feedback on engagement. Leaders' 
communicative and supportive attitudes affect individuals' feelings of 
hope. It is also stated that being clear and understandable about the task 
also influences feeling hopeful. 

Resiliency; has the meaning of coming out of difficulties, failures, 
conflicts and even after good events that sometimes happens without 
being destroyed (Luthans and Youssef, 2004). Resiliency is not about 
avoiding a problematic situation and its possible destructive effect 
(Luthans et al., 2005). On the contrary, it expresses the will to stand up 
again without giving up after facing bad situations and falling. The 
famous Japanese motto "nana korobi ya oki" speaks exactly to this. “Fall 
down seven times get up eight” is based on the idea that individuals 
come out of every struggle by getting stronger (Windle, 2011). 
Individuals are affected by their duties within the organization or by the 
situations caused by their social environment, sometimes a short-term 
resiliency can have positive results that affect the future of the 
organization in the long term (Luthans et al., 2006). There is an opinion 
that this situation creates value for the organization (Luthans and 
Youssef, 2004). 
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Relationships Between PsyCap and Burnout 
 
The first of the four dimensions of positive PsyCap is self-efficacy. Self-
efficacy expresses the self-confidence of individuals. It is when an 
individual sees himself/herself as competent to perform a challenging 
task. Emotional exhaustion, which is the first sub-dimension of burnout, 
refers to the individual feeling overloaded and withdrawing from 
activities that require intense effort as a result of the social exchange 
theory. In this context, the effects of the two concepts on the individual 
are opposite. Supporting this idea, Rehman et al. (2017) concluded in a 
study conducted on faculty members that self-efficacy had a negative 
and significant effect on emotional exhaustion. In this context, 
Hypothesis 1 has been expressed based on previous studies and 
theoretical frameworks. Depersonalization, which is the second of the 
three sub-dimensions of burnout; is a process that an individual 
experiences after the emotional exhaustion process. It is a form of 
defense of individuals to avoid the intense pressure and weary overload 
caused by their environment in working life. In studies examining the 
effect of self-efficacy on depersonalization, it was found that there are 
negative and significant relationships between the two concepts (Ding et 
al., 2015; Rehman et al., 2017). Hypothesis 2 has been expressed based on 
previous studies and theoretical frameworks on the relations between 
the two concepts. Decreased personal accomplishment is the final stage 
where the individual listens to himself and makes a decision about 
himself. As in other sub-dimensions, it is stated that decreased personal 
accomplishment dimension has a negative and significant relationship 
with self-efficacy (Ding et al., 2015; Rehman et al., 2017). In this context, 
Hypothesis 3 is expressed based on previous studies and theoretical 
framework. 

Hypothesis 1: There is a significant negative relationship between 
employees' self-efficacy levels and emotional exhaustion. 

Hypothesis 2: There is a significant negative relationship between 
employees' self-efficacy levels and depersonalization. 

Hypothesis 3: There is a significant negative relationship between 
employees' self-efficacy levels and decreased personal accomplishment. 
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Optimism has a very special place in positive psychology. Optimists 
believe that what happens to them is good for them and this increases 
their determination to work. Lurthans and Youssef (2004) state that 
optimists associate negative events with external situations and evaluate 
them as a temporary, short process. However, positive events arise from 
intrinsic and personal competencies. On the other hand, the emotional 
exhaustion dimension of burnout refers to the individual feeling 
emotionally exhausted and worn out (Schulman, 1995). When people 
become depersonalized, they lose interest in the events happening 
around them. Contrarily, individuals with decreased personal 
accomplishment lose their self-confidence and belief in their 
competencies (Marann et al., 2013). Considering the positive effects of 
optimism on people and the negative effects of each of the dimensions of 
burnout on people, it is expected that the relationships between 
optimism and burnout will be in the opposite direction. Based on this 
view, previous studies in different countries have been examined. 
Rehman et al. (2017) and Ding et al. (2015) found a significant negative 
relationship between optimism and emotional exhaustion. Similarly, a 
negative and significant relationship was found in the study conducted 
on different business groups in Spain (Lopez-Nunez et al., 2020). 
Hypothesis-4 was created based on the data obtained from the 
mentioned studies and the theoretical framework. Relationships between 
optimism and depersonalization dimension were examined. In the study 
of Ding et al. (2015), they found a negative and significant relationship 
between optimism and depersonalization. Similarly, the study 
conducted by Rehman et al. (2017) and the study of Lopez-Nunez et al. 
(2020) found negative relations. Hypothesis 5 was formed based on these 
findings and theoretical framework. In the decreased personal 
accomplishment phase, which is the last dimension of burnout, 
individuals are unwilling to take on difficult tasks and have lost their 
motivation to work. Thus, a decrease in personal accomplishment 
represents a situation that conflicts with the optimism dimension of 
positive PsyCap. Previous studies were examined and different results 
were found. Rehman et al. (2017) and Lopez-Nunez et al. (2020), found a 
positive and significant relationship, while Ding et al. (2015) found a 
negative and significant relationship. In the same study, it was 
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concluded that optimism negatively and significantly affected decreased 
personal accomplishment. Hypothesis 6 was created based on previous 
studies and theoretical framework. 

Hypothesis 4: There is a negative and significant relationship between 
employees' optimism and emotional exhaustion. 

Hypothesis 5: There is a negative and significant relationship between 
employees' optimism and depersonalization. 

Hypothesis 6: There is a negative and significant relationship between 
employee optimism and decreased personal accomplishment. 

Hope, another sub-dimension of Positive PsyCap, expresses a three-
factor motivation state expressed by Rick Snyder (1994). These factors 
are; goals, actions, and methods. Hoping, which encompasses using all 
means with a willingness and strong belief towards the goals, contains 
contrasts with emotional exhaustion. On the other hand, when the 
previous studies are examined; Lopez-Nunez et al. (2020), Rehman et al. 
(2017) and Ding et al. (2015) found a negative and significant relationship 
between the hope dimension and emotional exhaustion. Hypothesis 7 
was created based on previous studies and theoretical framework. In the 
process of depersonalization, which is the second dimension of burnout, 
the individual loses his interest in his environment and his 
determination and motivation for his work. In this way, an opposite 
emotional state of hoping is created. In this context, Lopez-Nunez et al. 
(2020), Ding et al. (2015) and Rehman et al. (2017), found a negative and 
significant relationship in their studies. For this reason, based on 
previous studies and theory, Hypothesis 8 was created. In studies 
examining the relationship between decreased personal accomplishment 
and hope dimension, conflicting results have been obtained. So much so 
that the direction and severity of the relations between these two 
concepts differ. For instance, Ding et al. (2015) concluded in their study 
that there is a negative and significant relationship between hope and 
decreased personal accomplishment. However, Rehman et al. (2017) and 
Lopez-Nunez et al. (2020), found a positive and significant relationship 
between hope and decreased personal accomplishment in their studies. 
Hypothesis 9 was created based on the theoretical framework and results 
of studies carried out at different time intervals, geographies, and 
sectors. 



Psychological Capital and Burnout Relationship of Employees in Turkey: A Meta-Analysis 
within the Scope of Sub-Dimensions 

 

OPUS © Uluslararası Toplum Araştırmaları Dergisi   ¨ 1099 

Hypothesis 7: There is a significant negative relationship between 
employees' hope levels and emotional exhaustion. 

Hypothesis 8: There is a significant negative relationship between 
employees' hope levels and depersonalization. 

Hypothesis 9: There is a significant negative relationship between 
employees' hope levels and decreased personal accomplishment. 

Resiliency is the final dimension of positive PsyCap. Shortly, it refers 
to the ability of individuals to stand up and move forward after the 
negative situations they have experienced. The relationships between 
resiliency, which are related to adaptability and strength, and all 
dimensions of burnout were examined. Looking at previous studies, 
Ding et al. (2015), Rehman et al. (2017) and Lopez-Nunez et al. (2020) 
found a negative and significant relationship between resiliency and 
emotional exhaustion in their studies. Thus, Hypothesis 10 has been 
formed based on previous studies and theoretical framework. Previous 
studies were examined to understand the relationship between resiliency 
and depersonalization. When previous studies were examined to 
understand the relationship between resilience and depersonalization, a 
negative and significant relationship was found between the two 
variables for Chinese nurses (Ding et. al., 2015). However, no significant 
relationship was found between variables in the other two studies 
examined (Lopez-Nunez et al., 2020; Rehman et al., 2017). In this context, 
Hypothesis 11 was formed based on the different findings of studies and 
theoretical framework. Previous studies were examined to understand 
the relationship between decreased personal accomplishment and 
resiliency. In the study of Ding et. al. (2015) it was found that there is a 
negative and significant relationship resiliency and depersonalization. 
However, positive and significant relationships between resiliency and 
depersonalization were found in the studies of Rehman et al.(2017) and 
Lopez-Nunez et al. (2020). In this context, Hypothesis 12 was formed 
based on the findings and theoretical framework. 

Hypothesis 10: There is a negative and significant relationship 
between employees' resiliency and emotional exhaustion. 

Hypothesis 11: There is a negative and significant relationship 
between workers' resiliency and depersonalization. 
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Hypothesis 12: There is a negative and significant relationship 
between the resiliency levels of the employees and the decreased 
personal accomplishment. 
 
Method 
 
In our study, meta-analysis, which is a quantitative research synthesis 
method, was used. Meta-analysis generally consists of several stages. 
These are (Field and Gillett, 2010). 
• Literature review, 
• Determination and application of inclusion criteria in the analysis 

(Coding), 
• Calculation of impact sizes of individual studies, 
• Performing basic meta-analysis and calculating the general effect 

size, 
• Predicting publication bias, 
• Correction of publication bias, 
• Reporting. 

Following the literature review conducted within our research scope, 
studies that met the criteria presented below were included in the meta-
analysis. These criteria are:  
• Studies conducted on a Turkish sample and written in English or 

Turkish, 
• Providing the first criterion all completed Ph.D. dissertations, 

master's thesis, articles and proceedings [Published proceedings of 
Organizational Behavior (Published since 2013), Management and 
Organization Congresses which are held every year in Turkey] from 
the beginning of 2012 to the end of August 2020, 

• In the scope of the first two criteria containing Pearson correlation 
coefficients and sample size values of main research variables or sub-
dimensions. 

Within the scope of these specified criteria, Google, Yandex search 
engines, the Higher Education Council Thesis Center of Turkey and 
electronic databases were searched using "Psychological Capital", 
"Burnout" or both variables and sub-dimensions as keywords. In 
addition, the proceedings of Management and Organization Congresses 
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since 2012 and Organizational Behavior Congresses since 2013 were 
examined. As a result of the search, all the studies were recorded in an 
Excel sheet (including title, author, year, type, scales, sample size and 
correlation values). Later, some of the dissertations, theses, articles and 
proceedings were eliminated because they did not contain the 
correlation and sample size values required for the meta-analysis. In 
order to avoid the nonindependence problem emphasized by Rosenthal 
and DiMatteo (2001) the same results obtained in dissertations, theses, 
articles or papers from the same results were not included in the analysis 
as a second or more. As a result of evaluations, 9 studies (5 theses and 4 
articles) reporting the relationships between the main research variables’ 
sub-dimensions met all criteria previously stated. These studies and 
reported correlation coefficients are illustrated in Table 1, 2, 3, 4.  
 
Table 1. Studies included in the meta-analysis on the relationship between self-
efficacy and depersonalization, emotional exhaustion, decreased personal 
accomplishment 

Authors of the Study 
Self Efficacy- 
Depersonalization 

Self Efficacy- 
Emotional 
Exhaustion 

Self Efficacy- 
Decreased Personal 
Accomplishment 

Altınkurt, Y., Ertürk, A. and Yılmaz, İ. (2015) -0.410 -0.250 -0.310 
Argon, T. and Tükel, H. (2016) -0.347 -0.374 -0.525 
Tokmak, M. (2018) -0.038 -0.307 -0.391 
Enderoğlu, E. G. (2018) -0.270 -0.360 -0.450 
Söylemez, M. (2019) -0.078 -0.118 -0.627 
Yılmaz, M. (2019) -0.363 -0.294 -0.519 
Hamuluoğlu, B. (2019) -0.182 -0.230 0.547 
El, İ. (2019) -0.300 -0.400 -0.330 
Kapusuz A. G. and Çavuş, M. F. (2019) -0.680 -0.510 0.043 
TOTAL SAMPLE SIZE 2280   

 
Table 2. Studies included in the meta-analysis on the relationship between optimism 
and depersonalization, emotional exhaustion, decreased personal accomplishment 

Authors of the Study 
Optimism- 
Depersonali
zation 

Optimism- 
Emotional 
Exhaustion 

Optimism- 
Decreased Personal 
Accomplishment 

Altınkurt, Y., Ertürk, A. and Yılmaz, İ. (2015) -0.310 -0.025 -0,290 
Argon, T. and Tükel, H. (2016) -0.221 -0.449 -0.376 
Tokmak, M. (2018) -0.205 -0.543 -0.184 
Enderoğlu, E. G. (2018) 0.040 -0.150 0.150 
Söylemez, M. (2019) -0.094 -0,203 -0.325 
Yılmaz, M. (2019) -0.365 -0.532 -0.502 
Hamuluoğlu, B. (2019) -0.461 -0.495 0.506 
El, İ. (2019) -0.340 -0.400 -0.060 
Kapusuz A. G. and Çavuş, M. F. (2019) -0.620 -0.501 0.061 
TOTAL SAMPLE SIZE 2280   
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Table 3. Studies included in the meta-analysis on the relationship between hope and 
depersonalization, emotional exhaustion, decreased personal accomplishment 
Authors of the Study Hope- Depersonalization Hope- Emotional 

Exhaustion 
Hope- Decreased Personal 
Accomplishment 

Altınkurt, Y., Ertürk, A. and 
Yılmaz, İ. (2015) -0.400 -0.230 -0.410 

Argon, T. and Tükel, H. (2016) -0.273 -0.553 -0.547 
Tokmak, M. (2018) -0.061 -0.406 -0.277 
Enderoğlu, E. G. (2018) -0.230 -0.380 -0.410 
Söylemez, M. (2019) -0.340 -0.432 -0.168 
Yılmaz, M. (2019) -0.286 -0.363 -0.534 
Hamuluoğlu, B. (2019) -0.309 -0.308 0.602 
El, İ. (2019) -0.420 -0.510 -0.300 
Kapusuz A. G. and Çavuş, M. 
F. (2019) -0.671 -0.531 0.089 

TOTAL SAMPLE SIZE 2280   

 
Tablo 4. Studies included in the meta-analysis on the relationship between resiliency 
and depersonalization, emotional exhaustion, decreased personal accomplishment 

Authors of the Study Resiliency - 
Depersonalization 

Resiliency - 
Emotional 
Exhaustion 

Resiliency - 
Decreased 
Personal 
Accomplishment 

Altınkurt, Y., Ertürk, A. and 
Yılmaz, İ. (2015) 

-0.390 -0.230 -0.380 

Argon, T. and Tükel, H. (2016) -0.326 -0.517 -0.467 
Tokmak, M. (2018) -0.088 -0.346 -0.272 
Enderoğlu, E. G. (2018) -0.007 -0.013 0.140 
Söylemez, M. (2019) -0.078 -0.118 -0.627 
Yılmaz, M. (2019) -0.262 -0.288 -0.580 
Hamuluoğlu, B. (2019) -0.207 -0.267 0.563 
El, İ. (2019) -0.370 -0.490 -0.450 
Kapusuz A. G. and Çavuş, M. F. 
(2019) 

-0.668 -0.529 0.039 

TOTAL SAMPLE SIZE 2280   

 
All studies in Table 1, 2, 3 and 4 are carried out in organizations 

operating in the public or private sectors in Turkey. The total sample size 
of these 9 studies is 2280 employees. According to the 2020 years’ 
statistics of the Turkish Statistical Institute 30 million employees are 
working in public and private sectors in Turkey. Considering the 
reliability of 0.95 and 0.05 sampling error, it was determined that a 
sample of 384 people could represent this universe as a result of the 
calculations made with the formula Bartlett et al. (2001). Based on this, it 
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was evaluated that the research sample (5835>384) is sufficient to 
represent employees in Turkey. Comprehensive Meta-Analysis (CMA) 
V3 (trial) software was used to perform the remaining stages of meta-
analysis. 
 
Findings 
 
Initially, Pearson correlation coefficients of each study included in the 
meta-analysis were transformed into Fisher-Z statistics via CMA V3. 
This statistic is the best solution for combining the significance of the 
results of different studies (Bakioğlu and Özcan, 2016). The next step 
after calculating the effect sizes of individual studies is to calculate the 
general effect size. Two models based on different assumptions are used 
to calculate the general effect size. These are fixed effect models and 
random effect models (Hunter and Schmidt, 2000). Homogeneity test has 
been performed to decide which model to use (Hunter and Schmidt, 
2000). In the homogeneity test, the Q value is calculated for the degree of 
freedom (Studies included in the analysis -1) and p value (For 
heterogeneity, it must be significant). If the calculated Q value is greater 
than the value in the Chi-square (χ2) table, it is decided that it is 
heterogeneous. In this case, a random effect model is used. The 
homogeneity test in CMA V3 is based on Q statistics. CMA calculates the 
general effect size within a confidence interval according to both the 
fixed effect and the random effect model. In the light of this information, 
the program was run and the Q value used in the homogeneity test was 
calculated, which allows us to decide which model to use, as well as 
calculating the general effect size of fixed and random effect models. The 
results of the homogeneity test with general effect sizes according to 
fixed and random effect models are illustrated in Table 5. 

After running the program, Q values (Degree of freedom = 8, p <0.05) 
were calculated for each relationship. The corresponding value in the (χ2) 
table is 15,507. Since all calculated Q values are higher than 15.507, it was 
decided that the studies included in the analyses were heterogeneous. 
For this reason, the random effect model was used and the general effect 
size for each relationship between PsyCap and burnout sub-dimensions 
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was calculated. Cohen et al. (2007) interpret effect sizes based on 
correlation coefficients as follows: 
• Between 0.00 and 0.10 very weak, 
• Between 0.10 and 0.30 weak, 
• Between 0.30 and 0.50 medium, 
• Between 0.50 and 0.80 high, 
• Above 0.80 very high. 
 
Table 5. Results of homogeneity test with general effect sizes of fixed and random 
effect models for all relations between PsyCap and Burnout dimensions  
 Effect Size and %95 Confidence Interval Homogeneity 

 Model Point 
Estimate 

Number 
Studies 

Lower 
Limit 

Upper 
Limit 

Q 
Value 

df 
(Q) 

P 
Value 

Self Efficacy- 
Depersonalization 

Fixed -0.345 9 -0.381 -0.308 
148.129 8 0.000 

Random -0.312 9 -0.465 -0.142 
Self Efficacy- 
Emotional 
Exhaustion 

Fixed -0.337 9 -0.373 -0.300 
38.283 8 0.000 Random -0.321 9 -0.402 -0.236 

Self Efficacy- 
Decreased Personal 
Accomplishment 

Fixed -0.253 9 -0.291 -0.214 
315.675 8 0.000 Random -0.300 9 -0.516 -0.047 

Optimism- 
Depersonalization 

Fixed -0.353 9 -0.353 -0.388 99.722 8 0.000 
Random -0.304 9 -0.304 -0.432 

Optimism- 
Emotional 
Exhaustion 

Fixed -0.400 9 -0.434 -0.364 
89.340 8 0.000 Random -0.381 9 -0.494 -0.255 

Optimism- 
Decreased Personal 
Accomplishment 

Fixed -0.106 9 -0.146 -0.065 
204.081 8 0.000 Random -0.117 9 -0.318 0.093 

Hope- 
Depersonalization 

Fixed -0.383 9 -0.418 -0.347 114.366 8 0.000 
Random -0.347 9 -0.478 -0.201 

Hope- Emotional 
Exhaustion 

Fixed -0.423 9 -0.456 -0.389 
35.189 8 0.000 

Random -0.417 9 -0.488 -0.341 
Hope- Decreased 
Personal 
Accomplishment 

Fixed -0.182 9 -0.222 -0.142 
309.507 8 0.000 

Random -0.223 9 -0.452 0.033 

Resiliency - 
Depersonalization 

Fixed -0.336 9 -0.372 -0.299 
141.408 8 0.000 

Random -0.284 9 -0.437 -0.116 
Resiliency - 
Emotional 
Exhaustion 

Fixed -0.356 9 -0.392 -0.320 
69.231 8 0.000 

Random -0.325 9 -0.431 -0.211 

Resiliency - 
Decreased Personal 
Accomplishment 

Fixed -0.243 9 -0.282 -0.204 
358.71 8 0.000 Random -0.246 9 -0.486 0.029 
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Within the scope of computed general effect sizes of 9 studies it was 
found out that between employees’ PsyCap and burnout sub-dimensions 
are medium (Self Efficacy-Depersonalization=-0.312, Self-Efficacy-
Emotional Exhaustion=-0.321, Self-Efficacy-Decreased Personal 
Accomplishment=-0.300, Optimism-Depersonalization=-0.304, 
Optimism-Emotional Exhaustion=-0.381, Hope-Depersonalization=-
0.347, Hope-Emotional Exhaustion=-0.417, Resiliency - Emotional 
Exhaustion=-0.325) and low level (Optimism-Decreased Personal 
Accomplishment=-0.117, Hope-Decreased Personal Accomplishment=-
0.223, Resiliency-Depersonalization=-0.284, Resiliency-Decreased 
Personal Accomplishment=-0.246) negative correlations. Within the 
scope of computed general effect sizes H1, H2, H3, H4, H5, H6, H7, H8 
and H9 hypotheses were accepted.  

After the effect sizes were calculated, the validity of the meta-analyses 
were checked. This situation called publication bias occurs when the 
studies included in the research misrepresent the universe. It usually 
emerges from two reasons. The first is called the file drawer problem and 
occurs because of the tendency not including statistically insignificant 
results in the analysis (Field and Gillett, 2010). The second one is the 
nonindependence problem and stems from including the same results 
twice or more in the analysis (Rosenthal and DiMatteo, 2001). In this 
context, the Tau coefficients, fail-safe numbers and funnel plots were 
examined. For the validity, of the meta-analysis it is expected that the 
Tau coefficient will be close to 1.00 and the two-tailed p-value is more 
than (p> 0.05) the significance level (Begg and Mazumdar, 1994; Dinçer, 
2014). Tau coefficient statistics are illustrated in Table 6. 
 
Table 6. Publication bias statistics of individual studies (Tau Coefficient) 
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Kendall’s Tau 
without continuity 
correction 

.22 .38 -.28 .44 .33 -.11 .39 .22 -.22 .39 .56 -.11 

P value (2-tailed) .40 .14 .30 .10 .21 .68 .14 .40 .40 ,.14 .05 .68 
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As a result of the analyses performed in CMA V3, it was seen that the 
Tau coefficients were minimum -0.11 and maximum 0.56 and all two-
tailed p-value was over 0.05. Another method is Rosenthal's (1979) fail-
safe number. In this method, the number of studies required to 
transform general effect size obtained from the combined test into 
insignificant is calculated. If this calculated value is considerably higher 
than the number of studies included in the analysis, it is assumed that 
the results are resistant to publication bias. The fail-safe number 
calculation results are illustrated in Table 7. 
 
Table 7. Rosenthal's fail-safe number calculation results 
 Number of 

Observed 
Studies 

Number of Missing 
Studies that would 
Bring p value>alpha 
(Fail Safe Number) 

P-Value for 
Observed 
Studies 

Self Efficacy- 
Depersonalization 

9 575 0.0000 

Self Efficacy- Emotional 
Exhaustion 

9 575 0.0000 

Self Efficacy- Decreased 
Personal Accomplishment 

9 397 0.0000 

Optimism- Depersonalization 9 577 0.0000 
Optimism- Emotional 
Exhaustion 

9 850 0.0000 

Optimism- Decreased Personal 
Accomplishment 

9 56 0.0000 

Hope- Depersonalization 9 726 0.0000 
Hope- Emotional Exhaustion 9 1002 0.0000 
Hope- Decreased Personal 
Accomplishment 

9 202 0.0000 

Resiliency- Depersonalization 9 507 0.0000 
Resiliency- Emotional 
Exhaustion 

9 621 0.0000 

Resiliency- Decreased Personal 
Accomplishment 

9 312 0.0000 

 
As seen in Table 7, according to the calculated Rosenthal's fail-safe 

number, minimum 56 and maximum 1002 studies with opposite values 
should be included in the analysis in order to turn the calculated general 
effect sizes for PsyCap and burnout sub-dimensions’ relationship to 
insignificant. The computed fail-safe numbers are considerably higher 
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than the number of 9 studies included in the current analyses anyway. 
Therefore, all the results of this study was evaluated to be quite resistant 
to publication bias.  

Another way to evaluate publication bias is to examine the funnel 
plots. The funnel plot is a simple intersecting scatter plot of the effect size 
estimated in each study with the sample size of these studies. Y-axis 
shows the sample size, variance and standard error. Results from studies 
with a small sample are scattered over a large area at the bottom of the 
graphic, while studies with a large sample show a smaller distribution 
on the top. If there is a publication bias, the funnel plot will show a 
skewed and asymmetric distribution (Borenstein et al., 2009). All the 
Funnel Plots showing PsyCap and burnout sub-dimensions’ 
relationships are illustrated in Figure 1. 

 

 
Figure 1. The Funnel Plots showing the distribution of effect sizes according to the sample sizes 

of each study 

 
As a result of the examination of the funnel plots, it was evaluated 

that the studies included in the analyses of the relationships between 
PsyCap and burnout sub-dimensions, were generally symmetrically 
distributed around the Y axis. In the light of all these findings, it was 
concluded that the meta-analyses performed were valid and there were 
no publication biases. 
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Discussion 
 
In this study, a meta-analysis was conducted to synthesize the studies 
conducted between 2012-2020 in Turkey on the relationship between 
PsyCap of employees and burnout sub-dimensions. 9 studies were 
included in the analysis, with a sample size of 2280 public and private 
sector employees within the scope of the criteria determined at the 
beginning. Analyzes were performed with CMA V3 software. The 
random-effect model was used in the analyzes and the general effect 
sizes varied negatively between medium and weak level. The validity of 
the meta-analysis was assessed through Tau coefficients, fail-safe 
numbers and funnel plots. As a result of these assessments it was 
determined that there is no publication bias.  

These results obtained from Turkey generally overlap with individual 
studies conducted in different cultures in the literature (Amornpipat, 
2019; Ding et al., 2015; Virga et al., 2020). But in some studies (Lopez-
Nunez et al., 2020; Oles, 2017; Rehman et al., 2017) conducted in different 
dates and countries, findings that differ from the results of our study 
were also reached. These differences are presented in Table 8. 

Ding et al. (2015) found negative relationships between PsyCap and 
all sub-dimensions of burnout in a study conducted on 1496 Chinese 
nurses. However, the severity of the relationship between self-efficacy, 
hope, and optimism with emotional exhaustion and depersonalization 
was found differently. The effect, which is medium in Turkey, has been 
found to be weak in this study. In addition, the level of correlation 
between resiliency and emotional exhaustion was medium in Turkey, 
while it was found to be weak in this study. 

In the study of Rehman et al. (2017), the number of differences 
increases which is conducted on 282 academicians working in 17 
technical institutes in Pakistan. All relationships except the relationship 
between optimism, hope, resiliency, and emotional exhaustion and the 
relationship between optimism and depersonalization were found 
different from the Turkey sample. In fact, in the study in Pakistan, a 
positive relationship was found between optimism, hope, resiliency and 
decreased personal accomplishment. 
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Table 8. Correlation coefficients of individual studies investigating the relationship 
between PsyCap and burnout sub-dimensions 
   Turkey 

(2012-
2020) 

China 
2015 
(Ding et 
al., 2015) 

Pakistan 
2017 
(Rehman et 
al., 2017) 

Thailand 
2019 
(Amornp
ipat., 
2019) 

Romania 
2020 
(Virga et 
al., 2020) 

Spain 
2020 
(Lopez-
Nunez et 
al., 2020) 

Self-
efficacy  

Emotional 
Exhaustion 

r=-0.321* r=-0.100** r=-0.294*** r=-0.22** r=-0.36** r=-0.27** 

Depersonal
ization  

r=-0.312* r=-0.183** r=-0.226** r=-0.04* r=-0.51** r=-0.16** 

Decreased 
Personal 
Accomplis
hment 

r=-0.300* r=-0.318** r=-0.065* r=-0.25** - r= 0.29** 

Optimism  Emotional 
Exhaustion 

r=-0.381* r=-0.184** r=-0.508** r=-0.36** r=-0.53** r=-0.41** 

Depersonal
ization  

r=-0.304* r=-0.252** r=-0.401** r=-0.24** r=-0.66** r=-0.19** 

Decreased 
Personal 
Accomplis
hment 

r=-0.117* r=-0.222** r= 0.234** r=-0.39** - r= 0.39** 

Hope  Emotional 
Exhaustion 

r=-0.417* r=-0.214** r=-0.323** r=-0.36** r=-0.44** r=-0.32** 

Depersonal
ization  

r=-0.347* r=-0.184** r=-0.197** r=-0.16** r=-0.59** r=-0.19** 

Decreased 
Personal 
Accomplis
hment 

r=-0.223* r=-0.235** r= 0.406* r=-0.36** - r= 0.51** 

Resiliency Emotional 
Exhaustion 

r=-0.325* r=-0.190** r=-0.319** r=-0.30** r=-0.34** r=-0.16** 

Depersonal
ization  

r=-0.284* r=-0.204** r=-0.207 r=-0.23** r=-0.37** r=-0.08 

Decreased 
Personal 
Accomplis
hment 

r=-0.246* r=-0.244** r= 0.364*** r=-0.37** - r= 0.24** 

*p⩽0,05; **p⩽0,01; ***p⩽0,001 

 
In the study conducted by Amornpipat (2019) on 305 Thai flight 

attendants, a negative medium intensity relationship was found between 
optimism, hope, and resiliency and a decrease in personal 
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accomplishment. In the Turkey sample, the intensity of these 
relationships was found to be weak. However, self-efficacy is associated 
with all burnout dimensions, as well as hope and optimism only in 
negative weak intensity with depersonalization. However, the intensity 
of these relations in Turkey is medium.  

Virga et al. (2020) in their study conducted on 193 social workers in 
Romania, reached different results from the Turkey sample. Resiliency 
and depersonalization relationship was found to be weak in Turkey 
while medium in Romania. Also, unlike Turkey, all the results regarding 
decreased personal accomplishment were found to be insignificant. 

Lopez-Nunez et al. (2020), in their study conducted on 517 people 
working in different sectors, found that the relationships between all 
sub-dimensions except optimism-emotional exhaustion and hope-
emotional exhaustion were found differently from the Turkey sample. 
Moreover, the relationships between all sub-dimensions of PsyCap and 
the decreased personal accomplishment dimension of burnout were 
found to be positive. 

As Rattrie et al. (2020) stated, psychological efforts and skills of 
employees are partly dependent on their national culture. For this 
reason, it is considered that future meta-analysis studies on the 
relationship of employees’ PsyCap and their burnout levels in different 
countries can contribute to the elucidation of these partial differences. 
The results to be obtained in these studies can also shed light on the 
improvement of the PsyCap of the employees. As suggested by different 
researchers (Schunk and Hanson, 1985; Snyder, 1994), organizations and 
managers can use different methods to improve the PsyCap of their 
employees. Along this line, organizations and hence managers can gain a 
competitive advantage based on the PsyCap of employees through 
human resources applications such as selection, training and 
development. 

Undoubtedly, the research has some limitations. The first of these 
limitations is that studies in which correlation and sample size data 
which were not reported could not be included in the meta-analysis. The 
second limitation is that the scans of studies examining the relationship 
between PsyCap and burnout cover the period between 2012 and until 
the end of August 2020. The third limitation is that we couldn’t reach 
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unpublished studies which can cause file drawer problem. But, these 
shortcomings are generally observed in meta-analysis studies. 

Future cross-cultural meta-analysis studies can be conducted within 
the framework of the Turkish national culture (Owe et al., 2013; Wasti, 
2003), which is collectivistic, and the national culture of western 
countries that exhibit individualistic characteristics. Thus, it will be 
possible to obtain relatively universal and clearer results regarding the 
nature of the relationship between PsyCap and burnout. 
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