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Abstract

The emergence of burnout can be caused by continuous work stress experienced by individuals. The
occurrence of burnout can be influenced by the level of hope possessed by employees, whether
employees will be able or not to perceive their goals, use goals as motivation, and prepare alternative
strategies to overcome problems at work. Individuals who have good self-efficacy will see a difficult
job as a challenge and prevent burnout from occurring. The purpose of this study was to determine
the effect of hope and self-efficacy on burnout that occurs in employees. The sampling technique
used was quota sampling. The respondents were civil servants, male and female, aged between 23 —
57 years old, who work at the Ngudi Waluyo Hospital agency, Blitar Regency as many as 150 people,
including 59 administrative employees and 91 nurses. This study used SHS (State Hope Scale), the
Bandura self-efficacy scale; the burnout instrument used a scale compiled by a previous researcher
(Sasmita, 2016) by measuring three aspects of burnout, namely fatigue, cynicism, and inefficiency.
Multiple linear regressions were used to analyze the data. The results showed that hope and self-
efficacy simultaneously had an effect on burnout (17, %), and partially hope had a significant negative
effect on burnout. However, interestingly self-efficacy had no effect on burnout.
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Introduction

Managing human resources in an organization or company to work effectively is important (Hayati &
Fitria, 2018). According to Wibowo and Susilowati (2010), in an organization, human resources are a
critical element that controls, maintains, and develops the organization so that it can continue to meet
the demands of the times. The existence of human resources is the most significant and vital thing for
the success of any organization or company. Competition between organizations or companies also

involves human resource competition. The process of development and growth of an organization or
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company, without human involvement, will not be effective because humans are able to bring the goals

and means of achieving the development of the organization or company (Goga et al., 2020).

Therefore, paying attention to the organization's maintenance and development of human resources is
essential. The achievements of individuals at work can be seen through the work that can be completed
following the goals and responsibilities given. On the other hand, several factors can be an influence that
can reduce employee performance, such as decreased work performance, the influence of the work
environment, completing work on time, and decreased morale (Diana & Frianto, 2020). In line with that,
Cherif, F (2020) said that organizations or companies must pay attention to human resources in them
because the implementation of human resource practices supports increasing employee competence in
the organization. These human resources or employees will later use their best competence and work

together in the human resource group in their organization or company.

Setiawan (2015) also argued that the success obtained by a company is influenced by the role of human
resources in the company. To improve employee performance, an organization or company also needs
to pay attention to manage a balanced workload and not be too burdensome which make employees
feel unable to complete their work, and control employees™ working performance to continue to
improve and excel. It has become a obligation in every company or organization to empower the
potential possessed by employees so that they have good work performance and will make an excellent
contribution to the company or organization. Maryani et al. (2021) also said that employee performance
could not be optimal if you only rely on existing tools or technology without paying attention to the
human aspects that operate them. It should be remembered that in an organization or company, there
are aspects of competent and responsible human resources known as employees, who are also precious
assets for the progress of the organization or company. Employees are also expected to achieve optimal
work productivity levels under predetermined standards. Employee performance is the result of work
achieved by employees in carrying out implementation in accordance with their responsibilities, which

include: quality of work, quantity of work, timeliness, effectiveness, and independence.
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Based on the assessment results, when the researcher did an internship at a government agency in Blitar
Regency, the researcher found quite a crucial problem related to employee burnout. Employees who
experienced burnout will affect their work performance caused of the workload that employees have,
resulting in fatigue and boredom at work. In these institutions, employee burnout results in inaccuracies
in doing their work which is caused by feelings of boredom while working. This started with the heavy
workload of employees, such as when dealing with an administration for promotions and positions and
making essential documents that had to be done in a relatively short amount of time. Sometimes
employees also have jobs from other field employees who are delegated to employees in different fields
outside their job responsibilities. Of course, this has a reason; delegating some of the work of employees
in one field to employees in other fields will help speed up the work process. However, this also makes
employees have a reasonably heavy burden. Additionally, using technology such as computers for a long
time can cause fatigue and difficulty concentrating, causing fatigue at work. Singh et al. (2022) said that
excessive use of technology in doing work could cause fatigue, anxiety, and physical discomfort. In
addition, it can also affect job satisfaction, commitment to the organization, intention to stay, work

productivity, job burnout and involvement, anxiety, burnout, and well-being.

The existence of workloads received by employees can result in burnout. Burnout, according to Leiter
and Maslach (2003), is a psychological syndrome that occurs characterized by the emergence of fatigue,
cynicism, and decreased self-achievement experienced by individuals in response to stressors at work.
Maslach et al. (2001) defined burnout as a prolonged response to emotional stress, which includes three
dimensions: namely exhaustion, cynicism, and inefficacy, separation from work, and a sense of
ineffectiveness and a lack of self-fulfillment. The burnout component represents the individual's basic
stress experience. It refers to excessive and depleted of one's emotional and physical resources. The
cynicism component represents the interpersonal context dimension of burnout. This refers to a
negative response, callousness, or being too detached from various aspects of the job. Finally, the third
component of ineffectiveness represents the self-evaluation dimension of burnout. It refers to feelings of

incompetence, lack of achievement, and productivity at work.
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Working in a company or organization, every individual will certainly have problems regardless of the
position he holds. An example is the problem of burnout which is quite crucial and causes a decrease in
work performance for employees. Burnout can occur in a work environment caused by high pressure
while working. This is because the emergence of burnout often hampers the performance of employees,
which will ultimately have an impact on organizational performance. The emergence of burnout can be
caused by routine work with high pressure in daily life (Yeni & Niswati, 2012). Kara, S (2020) stated that
feelings of burnout experienced by employees can occur at different stages of their lives and depend on
working conditions. Excessive work environment pressure to achieve targets and increased pressure and

employee stress can lead to a constant feeling of burnout in organizational conditions.

Several previous similar studies conducted by Yunus (2015) and Chiorri (2015) found that heavy
workloads cause fatigue and work stress. Moreover, the results of research conducted by Ziaei (2015)
also found a close relationship between work fatigue and workload. Hence, an increase in workload
causes works to fatigue in employees. Employees with an excessive workload will find it challenging to
do their work, leading to boredom. On the other hand, with a continuous workload, employees will
have the opportunity to use existing skills, knowledge, and abilities and be effective in new situations or
conditions. Research by Molero et al. (2018) also revealed that there is a significant relationship between
workload and burnout. Workload also indirectly affects self-esteem mediated by self-confidence, and the
effects of self-efficacy and self-esteem can withstand the negative effects of workload-induced fatigue.
Subsequent research conducted by Saputro (2020) showed that work stress and workload can lead to

burnout in employees. Research conducted by Jomuad et al. (2021) reported that workload has a

significant effect on burnout levels, and workload has an impact on work performance.

Burnout experienced by employees has an important relationship with hope. Hope theory reflects an
individual's perception of their capacity or ability to conceptualize their goals (goals), develop specific
strategies to achieve goals (pathway thinking), and initiate and maintain motivation to use the strategy
(agency thinking). Snyder (2002) stated that individuals with high levels of hope will flexibly adjust their

other strategies when efforts to achieve the desired goals have not been achieved or failed. Individuals
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with a high level of hope will also be able to implement goals for themselves (agency) and find strategies
to achieve the desired goals (pathway). According to Ocak and Arikan (2021), the theory of hope put
forward by Snyder represents an individual's willingness to be oriented towards individual goals, including
being able to plan strategies to achieve the desired goals practically. The expectation dimension positively
and significantly affects work performance, job satisfaction, organizational commitment, profitability, and
leadership. In addition, hope is able to cultivate and create employees' independent decision-making and

develop their work methods.

The occurrence of burnout can be influenced by the level of hope held by employees. Employees with
low hope cannot perceive the goals to be achieved, use goals as motivation, and cannot prepare
alternative strategies to overcome problems at work. With low hope, employees cannot overcome
problems at work related to the workload. That way, employees will experience obstacles in achieving
their goals which can lead to fatigue, ending in boredom and difficulty concentrating when doing their
work. Hope is a positive motivation based on a sense of success within the individual. It includes a goal-
oriented will, namely ways and strategies for achieving the desired goals. A high level of expectations
helps employees to be able to deal with psychological pressure well and be able to overcome obstacles
at work more positively, and that can motivate them to develop professionally (Hu et al., 2022). Feldman
et al. (2021) argued that people with high expectations will tend to be able to produce many plans to
achieve goals and avoid potential obstacles in achieving their goals. In short, people who have belief,

motivation, and a plan feel capable of achieving the desired results.

Seo et al. (2020) said that hope is the strongest factor for fatigue. It shows that people with goals and
expectations can face problems and overcome these problems properly. Employees with high hope have
better levels of job satisfaction, job happiness, and actual performance. Likewise, job burnout experienced
by employees with higher levels of hope is significantly associated with lower levels of burnout.
Therefore, having clear goals and being committed to achieving these goals can help prevent burnout in
the employee. Conversely, employees with high hope will be able to conceptualize the goals they want

to achieve, namely completing work well and using these goals to motivate themselves to do their work.
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Employees will also have alternative strategies to be used when facing various problems arising in their

work.

Employees who have low hope will easily experience burnout in themselves. Individuals with low
expectations are more prone to burnout, and expectations also predict employee engagement. It is
proposed in this study that burnout and its dimensions will show a negative relationship. Hope is a desire
in an individual that is oriented towards the future, which includes thoughts directed at people's goals
and objectives as well as individual beliefs about achieving the desired goals. With the presence of hope,
motivation will emerge that can help individuals plan strategies and take action to achieve their goals.
Therefore, expectations can act as an essential factor in the emergence of burnout (Vinueza-Solorzano
et al, 2021). Individuals with high hopes will believe that they have more control over the work
environment, can handle the demands of their work better, and feel more satisfied, which leads to a
positive assessment of the possibility of success which can improve individual skills to overcome burnout.
Hope also has a significant relationship with the burnout dimension, namely personal achievement and
emotional exhaustion, where individuals will be able to overcome emotional exhaustion and increase

their personal competence, such as reducing work stress and burnout (Lopez-Nunez et al., 2020).

Research conducted by Gustafsson et al. (2010) found that hope is an essential factor related to fatigue.
Individuals who have low hope will easily cause fatigue. Individuals who have low hope will also be prone
to fatigue because they tend to experience obstacles in achieving their goals, feeling frustrated and
negative influences, all of which can increase the risk of burnout. Gustafsson et al. (2010) revealed that
hope and burnout have a negative relationship and agency thinking as a dimension of hope significantly
influences burnout. Research conducted by Vinueza-Solorzano et al. (2021) argued that hope can act as
a factor in preventing burnout from occurring. Based on the relationship between burnout and its
dimensions with hope, it can also be said that hope contributes to building new ways to solve situations
or create strategies for dealing with problems and is motivated to take action as a way to inhibit the

development of burnout syndrome.
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The phenomenon in the field is that employees who experience burnout tend to have hope. Hope will
affect the condition of employees where they cannot conceptualize the goals they want to achieve, use
these goals as motivation, and prepare strategies when facing problems such as fatigue and burnout that
lead to burnout. Meanwhile, employees with hope are motivated to complete their work well and have
various alternative strategies for dealing with problems in their work. Problems such as fatigue, boredom,
and other problems found in work will be able to be faced with alternative strategies that employees

have in dealing with problems and also make the desired goals as motivation in doing work.

Ciarrochi et al. (2015) found that hope, when associated with welfare and success in achieving goals,
have a very close relationship. This study also found that when individuals feel they have made progress
in achieving goals, it will bring up a positive emotional state. Positive feelings that arise from within the
individual after making work progress, the individual will feel that he can achieve that progress. In other
words, self-efficacy is an essential factor for individuals in doing their work, especially their belief in their
abilities, so that they can generate motivation in these individuals to do a good job. Mugiono et al. (2020)
said that the occurrence of work stress could also be affected by a low level of self-efficacy. Individuals
with a high level of self-efficacy are believed to be able to increase their confidence in doing work, analyze
and solve problems appropriately, and reduce thoughts of fear of failure. Low self-efficacy in individuals
will affect decreased work motivation, reduce the desire to achieve goals, interfere with cognitive
abilities, and can indirectly affect physical health. Low self-efficacy can also cause a person to be less
precise in making decisions and unable to do a good job because individuals do not have confidence in

their abilities to do their job well.

The relationship between self-efficacy and burnout has been previously examined by Khan (2019), who
found that burnout has a negative relationship with self-efficacy. His study also shows that self-efficacy
moderates the relationship between job fatigue, job performance, and job satisfaction. Research
conducted by Bayani and Bagheri (2020) indicated that self-efficacy is negatively related to emotional
exhaustion, depersonalization, and decreased self-achievement. A similar study by Smetackova (2018)

also revealed negative correlation between self-efficacy and burnout. Furthermore, this study also found
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a strong correlation between emotional exhaustion and self-efficacy. Furthermore, research conducted
by Amiri et al (2019) showed a negative correlation between burnout and self-efficacy, which means that
individuals who have burnout will have self-efficacy. Research by Molero et al. (2018) also reported that
there is a significant relationship between workload and burnout. Workload also indirectly affects self-
esteem mediated by self-confidence, and the effects of self-efficacy and self-esteem can withstand the

negative effects of workload-induced fatigue.

Burnout is not an easy problem for each individual, except for individuals with self-efficacy. Baron and
Byrne added that self-efficacy is a person's evaluation of his abilities and competencies to be able to do
work, achieve goals, and overcome obstacles (Imaniar & Sularso, 2016). Bandura (1997) stated that
individuals with self-efficacy will be able to perform tasks well. Individuals who have self-efficacy will see
a difficult job as a challenge. In previous research, Schaufeli and Salanova (2007) and Skaalvik and Skaalvik
(2010) found that self-efficacy has a significant positive effect on burnout and considers emotional

exhaustion and depersonalization as central to burnout.

Referring to Bandura (1997), self-efficacy is one of the personality characteristics that can affect burnout.
Self-efficacy includes the self-confidence that individuals have to be able to describe how they can think,
motivate themselves, and behave. The belief that individuals have will affect the effort they spend and be
able to survive in creating a positive organizational climate. An individual can achieve the desired goals in
his work because of self-efficacy. With self-efficacy, individuals will be motivated, have clear goals, have

emotional stability, and are also able to provide good work performance.

In the problems found, employees experience boredom and fatigue in doing their jobs because they have
workload, short working time, and the use of technology such as computers which causes employees to
experience fatigue which results in decreased concentration resulting in inaccuracy and errors in work.
This condition will be experienced by employees who do not have self-efficacy, namely when employees
cannot do an excellent job because they do not have confidence in their ability to deal with problems at
work. This is in line with what Bandura (1997) said, that individuals will be able to achieve their desired

goals if they have self-efficacy, so they will be motivated to achieve their goals.
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The explanation above shows that the problem of burnout in this study occurs due to work fatigue due
to the workload received is not small. The increased workload received by employees will cause fatigue,
so they can not complete their work. Thus, hope and self-efficacy are predicted to have a close
relationship in this phenomenon. It is said that hope and self-efficacy are closely related because it is the
hope that makes individuals motivated to achieve their goals. Not only motivation individuals can also
conceptualize the goals they want to achieve, including how alternative strategies are needed to achieve
these goals (Snyder, 2002). Therefore, with the hope that the individual owns, it will be able to bring the
individual to be able to conceptualize his goals well, in this case, doing and providing the best work
results, having clear goals to be achieved, being able to devise alternative strategies in dealing with the
problems found, to maintain his motivation in achieving goals. Meanwhile, self-efficacy, as Bandura (1997)
has said, states self-efficacy will foster confidence and self-confidence, motivation, and the ability to think

to be able to perform tasks properly.

Based on the problems found by researchers in the field, this problem does not only occur in one
organization but can occur in many organizations. Recognizing the importance of this problem, as an
effort to pay attention to human resources, which have an important role in the sustainability of the
organization, especially for employees in Ngudi Waluyo Hospital, Blitar Regency, thus researchers are
interested in conducting further research on the effect of hope and self-efficacy on employee burnout

Ngudi Waluyo Hospital, Blitar Regency.

Method

Research Design

This research was conducted using a quantitative approach because the data are in the form of numbers
and analysis using statistics (Sugiyono, 2015). This study collected data through samples or subjects
determined using a questionnaire and then processed by statistical techniques. In addition, the research
method uses a quantitative correlation method which is a research that intends to determine whether

or not there is a relationship between two or more variables (Arikunto, 2005).
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Respondents

This research employed an accidental sampling technique, wherein employees and nurses were chosen
because of their availability to participate in this research amidst busy work at the hospital. As a sample
subject, there were |50 people of Ngudi Waluyo Hospital, Blitar Regency, consisting of 59 employees
and 91 nurses. The data collection process in this study used a Google form which was distributed from
the end of November 2021 to mid-December 2021. The informed consent was given on the first page
before the respondent filled out the scale. The respondents involved in this study were 34 male (22.7%)
and | 16 female (77.3%). The age of respondents was at age range of 23 - 57 years with a total productive
age of 23 - 40 years, as many as | |3 people (75.3%) and older ages 41-57 years, as many as 37 people
(24.7%). The last education taken by the respondents in this study was divided into three, senior high
school equivalent 5 people (3.3%), 3-year diploma as much 47 people (31.3%), and bachelor graduate as
much 98 people (65.3%). Respondents had various lengths of work, ranging from |-5 years 47 people
(31.3%), 6-10 years 62 people (41.3%), |11-15 years 17 people (11.3%), 16-20 years 12 people (8%), 21
years and over |2 people (8%).

Instrument

This study used three measurement scales, namely the SHS scale (State Hope Scale), the Self-Efficacy

scale, and the Burnout scale.
Hope

The hope scale which was employed was the SHS (State Hope Scale) scale used by Gustia (2019), which
included three dimensions of hope: goals, agency thinking, and pathway thinking. This scale consisted of
24 items divided into three aspects of hope, namely 7 items on the goal aspect, 7 items on the agency
thinking aspect, and 10 items on pathway thinking. This scale used a Likert scale type. There were 12
favorable and 12 unfavorable questions. The favorable questions were given a score (of 4: Very

Appropriate, 3: Appropriate, 2: Disagree, |: Strongly Disagree), while the unfavorable statements were

61



Journal of Educational, Health and Community Alif,

Psychology Vol 12, No 1, 2023 E-ISSN 2460-8467 Firdiyanti,
Djudiyah.

given a score (4: Strongly Disagree, 3: Disagree, 2: Appropriate, |: Very In accordance). This scale had

an overall Cronbach's Alpha score of 0.900.
Examples of scale items for each aspect:

Goals:

Statement VA A D SD

| do work without having a fixed goal

Agency:

Statement VA A D SD

As soon as | encounter a problem or challenge

in my work, | quickly find a possible solution.

Pathway:

Statement VA A D SD

| believe | can achieve my goals and can

maintain them

Self-efficacy

The self-efficacy instrument used the Bandura self-efficacy scale, which was modified by a previous

researcher, Pangestu (2017), by measuring aspects of self-efficacy: magnitude, strength, and generality.
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The scale consisted of 36 items which are divided into three aspects of self-efficacy, namely the magnitude
aspect of as many as |4 items, the strongest aspect of as many as |12 items, and the generality aspect of
as many as |10 items. This scale used a Likert scale type. There were 16 unfavorable questions and 20
favorable questions. The favorable statements were scored (4: Strongly Agree, 3: Agree, 2: Disagree, |:
Strongly Disagree), while the unfavorable statements were given a score (4: Strongly Disagree, 3:

Disagree, 2: Agree, |: Strongly Agree). This scale had an overall Cronbach's Alpha value of 0.943.
Examples of scale items for each aspect:

Magnitude:

Statement SA A D SD

With the abilities | have, | am confident that |

can complete the work assigned to me

Strength:

Statement SA A D SD

Even though | do a lot of work I'm sure | can

finish it all at once

Generality:

Statement SA A D SD

| believe in getting good results in every field

of work that | do
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Burnout

This burnout instrument used was a scale compiled by a previous researcher, Sasmita (2016), measuring
three aspects of burnout: fatigue, cynicism, and inefficiency. This scale contained a total of 29 items which
are divided into burnout aspects, namely 10 items on the exhaustion dimension, 9 items on the
depersonalization/cynicism dimension, and |0 items on low self-achievement/inefficiency. This scale used
a Likert scale type. All items in this scale were favorable. Ratings on this scale were (SE) Always = 6, (SS)
Very often =5, (S) Often = 4, (]) Rarely = 3, (S)) Very rarely = 2, (TP) Never = |. This scale has an overall
Cronbach's Alpha score of 0.972.

Examples of scale items for each aspect:

Exhaustion:

Statement SE SS S ] § TP

| feel my work is too heavy

Cynicism:

Statement SE SS S | S} TP

| am reluctant to communicate with my co-workers

Inefficiency:

Statement SE SS S | S TP

| feel like | cannot do my best for a particular task
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Procedure
In conducting this research, there were following research procedures:
Preparation

In the preparation process, the researcher deepened the material by conducting a theoretical study
related to the material to be studied. This process was carried out so that when preparing the measuring

instrument, it could follow the variables to be studied.
Implementation

In the implementation process, the researcher collected data by providing a scale on the subject to be
studied using a google form, namely to 150 employees consisting of 59 employees and 91 nurses at Ngudi
Waluyo Hospital, Blitar Regency. Then, the data was analyzed to determine the relationship between
more than one independent variable and the dependent variable, in this case, the effect of hope and self-
efficacy on burnout employees. After completing the data analysis, the researcher gave the results that

had been obtained.
Data Analysis

In this study, data analysis used the SPSS 2| program with multiple linear regression analysis methods.
This method was applied to determine the relationship between more than one independent variable
and the dependent variable, namely the effect of hope and self-efficacy on burnout. Prerequisite tests

have been done before, using simple regression analysis.
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Results

Table |

Kolmogorov-Smirnov Normality Test

Sig. Information

0.115 Normal

The Kolmogorov-Smirnov normality test which was carried out on the variables of hope, self-efficacy,
and burnout got a significance value of 0.1 15. Therefore, with a significance value of 0.115 > 0.05, it can

be concluded that the residual value is normally distributed.

Table 2

Linearity Test

Variable Deviation from Linearity
Hope 0.145
Self-efficacy 0.155

A test was used to determine whether the research data distribution is linear. The linearity test was
conducted on the independent variables (hope and self-efficacy) and the dependent variable (burnout).
Based on the linearity test that has been done by looking at the significance value of Deviation from
Linearity, the value was 0.145 for hope with burnout and 0.155 for self-efficacy with burnout. Therefore,
with these two values whose significance level is greater than 0.05, it could be concluded that hope and

self-efficacy with burnout were linear.
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Table 3.
Multiple Linear Regression Test Hope, Self-Efficacy, and Burnout
Burnout
Unstandardized Standardized
Predictor Coefficient Coefficient
B SE B (p) Sig R r’ F (p) Sig
Hope -0.979 0.347 -0.406 0.005
0413 0.171 15151 0.000
Self-efficacy  -0.015  0.233 -0.009 0.950

Based on the results of multiple linear regression, partially hope gets a value of B = -0.979 with p = 0.005
(p < 0.01). This means that hope has a significant negative effect on burnout. Thus the first hypothesis

that there is an effect of hope on burnout is accepted.

Based on the multiple linear regression results, self-efficacy partially got a value of B = -0.015 with p =
0.950 (p > 0.01). This means that self-efficacy does not affect burnout. Thus, the second hypothesis that

there is an effect of self-efficacy on burnout is rejected.

Based on the results of multiple linear regression tests, simultaneously the hope and self-efficacy on
burnout get a value of F = |5,151 with p = 0.000 (p < 0.01). This means that the variables of hope and
self-efficacy simultaneously affect burnout. Furthermore, the effect of hope and self-efficacy together
contributes to burnout by 17.1%. Therefore, 82.9% is the influence of other variables outside the
variables studied. Thus, the third hypothesis that there is an effect of hope and self-efficacy on burnout

is accepted.
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Discussion

The results show that hope has a very significant negative effect on burnout, but self-efficacy has no effect
on burnout, and hope and self-efficacy simultaneously affect burnout. In addition, in this study, it was

found that hope had a greater influence on burnout than self-efficacy on burnout.

The existence of a greater influence by hope on burnout compared to self-efficacy on burnout can be
caused by employees and nurses having a lot of job demands and the demands of the job can also trigger
various problems such as stress at work. This stress can result in an imbalance between the person's
physical and psychological condition, which will also relate to the work environment. In this case, stress
can also affect individual emotional instability. Individuals will feel stressed if they do work beyond their
capabilities. For example, a person can do easy or simple work but has to deal with a job at a difficult
level so the individual can feel stressed. The stress experienced by a person will result in him being
unmotivated, decreased productivity, and being uncomfortable at work, and will have an impact on the

process of achieving the desired goals.

Based on the data that has been obtained from the study, slightly more employees have low levels of
self-efficacy than self-efficacy, and nurses with low and high levels of self-efficacy tend to have the same
number. However, referring to the level of hope, employees and nurses showed their hope was higher.
This may be because some of the employees and nurses are faced with difficult work demands, while
they tend to be able to do easy or simple jobs. That way, employees or nurses who feel they cannot do
their jobs well will create feelings of stress and fatigue, affecting their performance. Other problems that
arise from self-efficacy include employees or nurses who will easily despair when facing problems related

to their work. Therefore, it hinders their work from making inappropriate decisions.

Meanwhile, employees and nurses who have self-efficacy will assume that their work can be done easily.
In other words, employees and nurses feel their work is not difficult and have the ability to do the job.
In addition, employees and nurses have the resilience to deal with problems that arise to continue to
pursue the desired target and the motivation caused by the success obtained from the previous task or
job.
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The more significant effect is shown by the hope of burnout. Employees and nurses can have hope which
has a more negative effect on burnout because many employees and nurses can set clear and realistic
work goals and then can do it with their abilities. In addition, employees and nurses can create alternative
paths or strategies if, in the process of achieving their goals, there are problems. In this study, employees
and nurses can develop their abilities, create various problem-solving strategies if they find obstacles in
achieving their goals, and can achieve the goals that have been conceptualized by themselves or from
their job responsibilities. With hopes owned by employees, it creates a balance between the demands
of the job and their hopes. High levels of self-efficacy and high levels of hope for employees and nurses
resulted in decreased or low levels of burnout for employees and nurses. Dimension agency thinking
means that employees and nurses have the motivation to do the work from the goals they want to
achieve, increasing confidence in the abilities of employees and nurses. However, in this study, the effect
of hope dominates over the effect of self-efficacy variable burnout. This may be because high motivation
in doing their work and clear goals owned by employees and nurses can increase their self-efficacy,

although it is not too significantly.

There is a significant negative effect of hope on burnout, which is in line with previous research. A
research conducted by Gustafsson et al. (2013) revealed that the significant negative effect of hope on
burnout is in its dimensions namely exhaustion, cynicism, and inefficacy. Although hope correlates with
burnout dimension, burnout that has the strongest correlation with hope is inefficacy/reduced personal
accomplishment. This study also found that the relationship between hope and emotional/physical
exhaustion was fully mediated by stress. Decreased self-achievement, stress, and positive influences, in
part, mediate the relationship with hope. In contrast, negative influences did not mediate the relationship

between hope dimensions and burnout.

In connection with the tendency of hope which has a relationship with high and low burnout in individuals
doing work, Gustafsson, et al. (2013) in their research stated that hope can prevent negative
psychological states in individuals. It is because hope can grow and maintain individual psychological well-

being, foster positive effect on individuals, and develop coping skills. Yavas et al. (2012) argued that hope

69



Journal of Educational, Health and Community Alif,

Psychology Vol 12, No 1, 2023 E-ISSN 2460-8467 Firdiyanti,
Djudiyah.

is needed to improve individuals' work performance. Hope is a high goal, ranging from awards obtained
at work to career advancement. Individuals can achieve these goals with several plans that are prepared
to achieve them and have the perception that they are capable of achieving them. That way, individuals
will have the motivation and confidence in being able to achieve their goals. If the problems or failures
of the individual experience in achieving his goals, he/she will look for other alternative plans to achieve
the goals. Hope can motivate or encourage individuals to achieve their goals so as to reduce burnout.

Having hope will have an impact on improving work performance and all aspects of the scope of work.

Research conducted by Aulia (2018), which examined the relationship between hope and burnout, shows
that hope is one of the variables that is closely related to the level of burnout in individuals, even though
burnout experienced by these individuals tends to be weak. However, the results obtained tend to show
that individuals with hope will have burnout and vice versa. The results of this study prove that hope has
a significant correlation with burnout, as previously found by previous researchers, that hope has a
negative and significant correlation with the three dimensions of burnout: exhaustion, cynicism, and
inefficacy. Similar research related to hope and burnout was conducted. With conditions that can cause
stress, individuals must cope. The dimension of pathway thinking in hope is one of coping because
pathway thinking can make individuals have many alternative strategies in dealing with problems at work
that can cause burnout. In hope, there are two essential things: the belief that individuals can achieve
challenging but realistic goals, and the belief to be able to make alternative strategies when experiencing

obstacles in achieving goals (Khoirunnisa, 2019).

With hope possessed by individuals, individuals can recognize well what aspects are in their work and
solve problems that will be faced in the process of achieving the desired goals. Like an employee who
carries out his work responsibilities, he has the motivation, and when experiencing problems such as
feeling tired and bored, employees always have a way to get rid of that boredom because if it happens

continuously, it will cause stress which can be a symptom of burnout.

The results showed that self-efficacy did not affect burnout, whereas this study's results differed from

previous studies. This can happen because although the individual has high confidence and motivation,
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the individual does not have sufficient ability to do the job, causing exhaustion, which is one of the
dimensions of burnout. Previous research conducted by Asyifa and Oktariani (2021), which examined
self-efficacy on burnout in employees, found a significant negative relationship between self-efficacy and
burnout. That way, the higher the self-efficacy, the lower the burnout, on the other hand, the higher the
burnout, the lower the self-efficacy. Self-efficacy possessed by individuals is one of the factors that can
make the work environment conducive, can do the work for which it is responsible as an expected goal,
and has a way to be able to solve the problems it faces so that burnout. Therefore, the possibility of
burnout in individuals with self-efficacy tends to be low compared to individuals with self-efficacy and
also depends on the individual's ability to overcome difficult situations. Therefore, burnout can occur
depending on the individual's ability to overcome difficult conditions, where the ability possessed can
overcome the emergence of burnout which generally occurs in individuals with self-efficacy compared

to individuals with self-efficacy (Partyani et al., 2019).

The results are the same as the research conducted by Hakim (2016) that burnout and self-efficacy in
the individual can determine the productivity of individual performance. Many previous studies also
suggest that the higher the individual's self-efficacy, the higher his work productivity. Work productivity
is an aspect that is closely related to the success or failure of an organization or company. Burnout
experienced by individuals will affect the decline in productivity in the workplace. With the high level of
burnout experienced, it leads to the lower work productivity. Self-efficacy possessed by individuals will
increase their work productivity. In addition, it can be said that individuals can carry out their work
duties and responsibilities well, such as providing optimal service and being able to create a good work

environment for themselves and others around them.

Based on the results of this study, where hope has a significant negative relationship with burnout, it can
be said that hope possessed by employees will improve their work performance. It is the practical
implication for every company to develop employees' hope's play a crucial role in overcoming problems
that cause individuals to feel stressed or depressed, which can turn into burnout. Hope is needed by

employees because it can affect solving problems related to their work. Employees with hope will be
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able to manage boredom in their work to solve problems. Conversely, individuals who have hope will
tend to avoid the problems they face. In this case, employees can realize their abilities to help them

carrying out their job responsibilities well.

The theoretical implication of this study is seen by looking at the only simultaneous hope and self-efficacy
effect on burnout. The two variables, hope, and self-efficacy, influence the burnout variable of 17.1%,
while the other 82.9% are influenced by other variables outside the variables studied in this study.
Nevertheless, interestingly, self-efficacy did not affect burnout partially; besides, hope still has a significant
effect on burnout in people who work at the hospital. It was a new finding for industrial and organizational

psychology theory.

Several variables based on previous research can affect the emergence of burnout, such as workload,

gender, employment status, family support, and leadership (Fahruroddin, 2020; Ramdan and Fadly, 2016).
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