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Abstract: In this research, it is aimed to examine the structural equation model of indirect and direct relations between 

organizational commitment and job satisfaction, occupational ethics perceptions and burnout levels of sales personnel 

working in the field of technology, clothing, food and construction markets in the retail sector. In this context, a face-to-face 

survey method was applied to the 345 employees working in the retail sector. The judgment sampling was used for the 

sample selection. According to the results of the research, it is observed that the level of occupational satisfaction of the 

salespeople in the retail sector affects the level of organizational commitment positively and strongly and at the same time 

perceptions of professional ethics undertakes the role of mediator in its effect on organizational commitment level. However, 

professional ethics perceptions of the salespersons do not have a direct impact on the level of organizational commitment. 

The perception of professional ethics was observed to have a direct and negative impact on occupational satisfaction. At the 

same time, it was observed that the burnout of salespersons had a direct and negative impact on the level of organizational 

commitment. It is also observed that the level of burnout has the role of mediator in the indirect effect of job satisfaction on 

organizational commitment. However, a positive relationship between the burnout of salespersons and their perceptions of 

professional ethics was observed. 

Keywords: Retail, Organizational Commitment, Job Satisfaction, Occupational Ethics Perceptions, Burnout Level. 

I. INTRODUCTION 

Retail businesses have recently adopted a customer-oriented approach. For this reason, there is an increasing need for 

salespeople who have established communication bridges between retailers and their customers, have the ability to represent the 

company in the best way possible, have adopted organizational culture and are at an upper level of organizational commitment, 

and while doing so, have achieved the job satisfaction expected from the organization and have also achieved individual 

happiness with the values they provide to the business. 

*This paper has been produced from a doctoral dissertation prepared by Şaban Altın at Kırıkkale University Social 

Sciences Institute. 
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Nowadays, almost every economy needs a sales staff. For example, 1 out of every 10 people working in the United States 

has been working as sales staff. For any economy including too many employees, sales staff is an important value. Therefore, 

examining the relationship between the works and behaviors of the salesperson is required (Perrealut and others, 2013: 349). 

The level of organizational commitment of the sales staff in the retail sector is estimated to be rather low. Because the 

burnout syndrome that the individual experiences due to his/ her unmet expectations within the organization has the 

characteristics to cause increased staff turnover problems within the organization, along with job dissatisfaction and reduced 

performance (Shepherd and others, 2011: 397). However, it is known that the level of job satisfaction of the salespeople 

supported by managers in positive behaviors within the organization is affected positively as well as the level of organizational 

commitment of the salespeople with a high level of job satisfaction is rather high. 

Retail is the exposed face that the customers see of a significant part of marketing, distribution and even other economic 

activities in a sector. However, retail establishments are the final point of the activities related to the delivery of goods from 

production units to the final consumers (Tek, 1999: 582).  

The constantly changing economic and social structure of the retail industry has led to the new developments taking place 

and emergence of new retail types. This had led to an increasing number of international retailers and therefore to intensified 

competition among global businesses. Especially food and technology retailing have reached global dimensions and have spread 

all over the world from the United States to China. For example, McDonald's has more than 8,000 sales outlets in 87 countries 

and another American-based Wal-Mart has a network of stores extending from China to Brazil (Varinli, 2013: 4). For this 

reason, it is necessary to examine the subject in terms of both sectoral and sales staff. This is because salespeople are the most 

important factor in establishing a communication bridge between retailers and customers. 

II. DEFINITION AND IMPORTANCE OF RETAIL 

When retailing is defined as a set of activities directly related to the final marketing of goods or services (Tek, 1984: 1), it 

appears to form the final stage of the distribution channel. The stage in which the entrances to and exits from the platform are 

most intense in the distribution channel is retailing (Mucuk, 2009: 268). 

According to Reardon and Hasty, these activities involve the sale of products and services to final-users for personal and 

family use (Reardon and Hasty, 1997: 10). Considering its historical process, retailing has led to significant changes in markets 

with the influence of globalization in retailing applications, the impact of American retail practices in markets such as France, 

England and Germany led the historical development and transformation in these markets. Retailing has an important effect in 

accelerating the globalization process that has arisen with the spread of international businesses (Alexander, 2011: 532). If 

retailing is considered as a trade-off for the satisfaction of the needs of the final consumer, its history can be seen as a process 

that extends to the creation of mankind. However, one of the first known examples of retailing in history, the Jerusalem Bazaar 

has been offering retail shopping experience for 2000 years. Also, we can show the Covered Bazaars which started to be applied 

in the Islamic cities in the 9th century as the first examples of shopping centers. In our country, the Grand Bazaar that was built 

after the capture of Istanbul by Fatih Sultan Mehmet in Beyazıt and the Spice Bazaar, which was constructed as the New 

Mosque complex, are the first examples of retail shopping centers The Selçuklu Kervansarayları that commercial relations with 

Kapalı Çarşılar were established became the first hypermarkets of Anatolia (Cengiz and Özden, 2002: 2; MEGEP, 2008: 13). 

However, the historical process of the emergence of retailing as an organization was in the 1600s, in the form of village markets 

in Boston, Newport, Philadelphia, New York and Charleston. At the beginning of the 1700s and in the 1800s, retailers with a 

wide product range but operating in smaller areas (in m2) started to be established. All kinds of sugar, coffee, powder, blankets, 

paint, spices, salt, knives, axes, weapons, kitchen tools, hunting tools, shirts and rough dry goods started to be sold in these 

places (Evans, 2011: 4). In the 1980s, with the effect of the change in technology, the retailing sector and chain retailing reached 

very high sales and rapidly increasing sales figures. The most effective and the most powerful country in Europe in retailing has 
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been the UK. The internationalization wave that occurred in retailing in the 1980s caused unprecedented impacts around the 

world. This wave of change led to the entrance of many foreign retailer organizations with unique geographical orientation and 

motivation to the UK in the 1980s (Godley, 2011: 29). With the 2000s, electronic retailing has come to the forefront in the 

United States and the rest of the world. Strategies that offer products / services with high profit margins were followed, and the 

market was devoted to the specific target market groups. At the same time, suppliers around the world were worked with to 

support store services and digital products with a wider sales network. This creates the need for retailers to invest in new supply 

chain and inventory management technologies (Shockley and Turner, 2014: 2). Today, retail is the accumulation of incremental 

steps over time. The state of the retail properties at any point depends on the periodical features (Evans, 2011: 31). 

III. ORGANIZATIONAL COMMITMENT 

The concept of organizational commitment started to be examined by Becker for the first time according to the information 

in the literature. According to Becker, organizational commitment is seen as a conscious biased behavior (Becker, 1960: 32). 

According to another definition made by Porter, Steers, and Mowday (1974), organizational commitment is seen as the 

integration of the individual into the organization and the degree of his/her attachment to the organization. According to this 

definition, organizational commitment arises when individuals integrate with the organization and strive for organizational goals 

and value judgments. According to another definition, organizational commitment is defined as a strong desire for employees to 

remain a member of a particular organization, a high level of effort on behalf of the organization, and a belief in organizational 

values and goals (Eren ve Hayatoğlu, 2010: 111). The work done by Meyer and Allen focuses on a three-dimensional 

organizational commitment model (Meyer and Allen, 1991: 61). The first element of this model is emotional attachment, 

identification of employees with the organization, participation in and an emotional connection with the organization (Allen and 

Meyer, 1990: 2). Continuance commitment to the interests of employees, which is based on earnings and is expressed as a kind 

of commitment which depends on the exchange basis. One reason for mandatory dependence is based on the fact that the cost of 

separating employees from the organization is high. In other words, Continuance commitment is indicated by the necessity of 

the individual to stay in the network of existing relationships. The reason for this is that the cost of leaving from the 

organization is very high (Morgan and Hunt, 1994: 24; Bal, 2014: 3). Normative commitment comes from the desire of the 

employee to remain in the organization. Employees who feel a sense of normative commitment at a high level think that they 

should continue to stay in the organization. The reason for this is that they believe it is true (Meyer and Allen, 1991: 67). 

IV. JOB SATISFACTION 

It is possible to define the general attitudes and behaviors of the salespersons that perform the sales of the products or 

services by the retailers as job satisfaction. If the attitudes of individuals towards their work are positive, it can be seen that their 

satisfaction levels are high and vice-versa (Özkalp and Kırel, 2010: 140). Job satisfaction is the emotional attachment or 

satisfaction that an employee achieves as a result of evaluating his/her work life in the organization. Job satisfaction is defined 

as a function that causes positive or negative emotions about the business based on the needs and expectations of the employees 

and the business environment (Friend and others, 2013: 420). Accordingly, internal satisfaction includes issues related to 

internal qualification such as success, recognition or appreciation, responsibility for work, work itself or promotion. External 

satisfaction includes issues surrounding the business such as management policy and management, supervision style, relations 

with the manager, work and subordinates, working conditions, wages. Overall satisfaction refers to the level of satisfaction 

achieved when the business is evaluated as a whole (Yelboğa, 2007: 7). According to this, when the job satisfaction is not 

provided, it is seen that the performances of the salespersons are adversely affected which brings with it the disappointment 

towards the work place, the errors due to excessive workload and the negative confusion (Hunter and Goebel, 2008: 21). 

V. BURNOUT 
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The concept of burnout is a concept first introduced by Herbert Freudenberger in 1974. Freudenberger, who worked as a 

psychoanalyst in a clinic in New York in 1960, used concepts of cynicism, negativism, invariance, unhappiness and distress to 

define the concept of burnout (Shepherd and Others, 2011: 398). The concept of burnout is also defined as chronic, physical, 

emotional and mental impairment, which is the result of constant stress or pressure at work (Şeşen, 2011: 69). Burnout is 

defined as a process of reactions that occur as a result of chronic stress, which is seen intensely in people working in the service 

sector (Lewin and Sager, 2007: 1217). Burnout syndrome, a concept discussed in organizational behavioral sciences, has 

important implications and consequences for both individuals and organizations. Burnout is defined as a long-standing 

psychological syndrome as a response to stress-enhancing elements and a reduction in interest in work (Shepherd and Others, 

2011: 397). Burnout syndrome, which appears to be more prevalent in occupational groups that require face-to-face 

communication with people, is of great importance for the retail sector due to its unique working conditions. Burnout syndrome 

consists of three components: emotional exhaustion, depersonalization, and low personal achievement. (Maslach and Jackson, 

1981: 99). Emotional exhaustion is the clearest visible dimension of burnout syndrome and can be defined as a decrease in the 

emotional and physical resources of the individual (Güner and others, 2014: 61). It is possible to see emotional exhaustion as a 

reaction to the stress that workers experience in relation to work (workload, work tension, etc.). It has turned into a nightmare 

for employees to go to work. Employees’ absenteeism increases and this situation can continue until they leave their jobs 

(Lewin and Sager, 2007: 1217). Depersonalization refers to the interpersonal dimensions of burnout (Güner and others, 2014: 

61). It is possible to define this as the cynical, insensitive and negative attitudes of salespersons towards customers, colleagues 

or managers (Lewin and Sager, 2007: 1217). Personal success is defined as the ability of a person to successfully cope with 

problems and to feel self sufficient. Personal achievement as a component of burnout is often defined as reduced personal 

achievement that reflects a decrease in achievement and competence emotions. These emotions generally result from reduced 

self-sufficiency and factors introduced by unmet expectations (Rutherford and Others, 2011: 430). The decline in personal 

achievement results in a decrease in the high levels of stress, achievement and competence experienced by the individual in 

relation to his or her business and job-related customers as a result of the self-evaluation of the self becoming negative. In this 

case, it causes negative effects on job performance, job satisfaction, job continuity in organizational commitment (Sand and 

Miyazaki, 2000: 13-14). 

VI. OCCUPATION ETHICS PERCEPTION 

The concept of morality, which is the equivalent of Latin moral and Greek ethical concepts, is a term used in many 

different meanings. Moral and ethical words have a similar structure as word and grammar structure. The ethical word derives 

from the word "Ethos" which means character and habit (Akdoğan, 2003: 4). Therefore, ethics can be expressed in the form of 

moral philosophy or moral science based on these values. In other words, science can be defined as a science that delves into 

what the criteria for ethics, good and bad speech and behavior might be (Torlak, 2001: 75). It is possible to define the concept of 

occupational ethics as the sum of the ethical principles guiding the employees in their working life (Kolçak, 2013: 70). 

According to another view, occupational ethics is the discipline of acting according to ethical and professional principles in the 

course of carrying out professional activities (Öztürk and Çakıroğlu, 2011: 60). It is possible to come across the notion of 

occupational ethics frequently in every field where the human element exists today. Non-ethical practices in marketing activities 

attract more attention from the interested parties, especially in marketing, as marketing activities take place publicly in relation 

to other business activities (Levy and Dubinsky, 1983: 46). However, most marketing managers in the retail sector and other 

sectors do not believe that unethical behavior causes failure. Moreover, successful marketing executives think that in some 

special cases, non-ethical behavior will bring success (Chonko and Hunt, 2000: 235). 
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VII. DETERMINATION OF RESEARCH MODEL AND HYPOTHESIS 

 
Figure 1.Theoretical Model of the Research 

 
VII.I. The Relationship between Job Satisfaction and Organizational Commitment 

In studies investigating the effects of job satisfaction level on organizational commitment level, it is stated that job 

satisfaction generally affects organizational commitment level positively. According to Hunter and Goebel, when the level of 

job satisfaction of employees is not met according to their anticipation, it is reported that their performance is affected 

negatively and they are disappointed, which brings forth errors and confusion due to excessive workload (Hunter and Goebel, 

2008: 21). According to Özkalp and Kırel, employees with high job satisfaction have high levels of organizational commitment 

(Özkalp and Kırel, 2010: 140). According to a survey of the relationship between employees 'organizational commitment, level 

of job satisfaction, and their connections with business managers, it was found that there was a positive relationship between job 

satisfaction level of employees and their connections with managers, which also had a positive effect on employees' 

organizational commitment levels (Macintosh and Krush , 2014: 2628). The first hypothesis of our research in light of all this 

information is expressed as follows; 

H1: Satisfaction levels of salespeople affect organizational commitment levels. 

VII.II. The Relationship between Occupational Ethics Perceptions, Job Satisfaction and Organizational Commitment 

The concept of ethics is defined as a guide to human behavior, showing how people behave in all kinds of relationships 

(Varinli, 2013: 80). It is possible to come across the notion of professional ethics frequently in every field where there is a 

human element today. Non-ethical practices in marketing activities attract more attention from the interested parties, especially 

in marketing, as marketing activities take place publicly in relation to other business activities (Levy and Dubinsky, 1983: 46). 

Discussions on professional ethics exist in the nature of sales. Personal sales are common among the researches on ethics 

(Varinli ve Kurtoğlu, 2005:4). In addition, the three important factors affecting sales performance in the relationships between 

salespersons and customers are: consumer judgment about the salesperson's morality, confidence in the salesperson and 

intention to buy. (Bateman and Valentine, 2015: 126). It may be argued that the main reason for this is that the pressure to reach 

the targets forces sales representatives to adopt unethical behaviors. Job satisfaction is defined as a function that causes positive 

or negative emotions about the business based on the needs and expectations of the expectations of the employees and the 

business environment (Friend and others, 2013: 420). According to the researches that investigate the relationship between 

ethics and job satisfaction, positive ethical perceptions on the employees by the managers influence the job satisfaction level of 

the salespersons positively (Jaramillo and Others, 2013: 2301). In another study, similar results were obtained. According to 

this, when the positive ethical behaviors in the business are supported, the level of job satisfaction of the employees increases 
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(Mulki and Others, 2006: 19). In another study, it was stated that the ethical climate created at the workplace affects the ethical 

behaviors towards the business and colleagues, the level of job satisfaction and the level of organizational commitment 

positively. The conflicts in the organization about the ethical perceptions affected the job satisfaction and the level of 

organizational commitment negatively (Ay and Others, 2009: 69). Identification of employees with the organization is defined 

as formal participation and emotional connection with the organization (Meyer and Allen, 1991: 67). In a research on the 

concept of organizational commitment carried out by Bicer (2005), positive emotional perceptions formed within the business 

have a positive effect on job satisfaction and organizational commitment (Biçer, 2005: 97). Similar results were obtained in 

another study carried out by Hayatoğlu (2010). According to this, positive ethical perceptions have a positive effect on job 

satisfaction and organizational commitment (Hayatoğlu, 2010: 29). In the light of all this information, the second and third 

hypotheses of the research are expressed as follows;   

H2: Perceptions of salespeople on occupational ethics affect the level of organizational commitment  

H3: Perceptions of salespeople on occupational ethics affect the job satisfaction levels. 

VII.III. Relationship Between Burnout and Organizational Commitment 

In many studies examining the effects of burnout level on organizational commitment level, it is stated that burnout level of 

employees affected organizational commitment levels negatively. In a research conducted to determine personal and contextual 

priorities that are effective in the level of emotional attachment of salespeople in the retail sector, it has been shown that the 

high level of emotional commitment of the salespeople influences the sales skills, the level of liking and the duration of duty 

(Simintiras and Others, 2012: 1377). In another study conducted by Orel (2013), there was a negative relationship between 

burnout level and organizational commitment (Orel, 2013: 61). Another study examining the relationship between feelings of 

organizational commitment and burnout of health sector workers found that there was a significant relationship between 

workers' job expectations, health conditions and the desire to continue working in the formation of organizational commitment. 

In addition, it is predicted that work resources have a significant effect on the determination of employees to continue at work 

(Lewig and Others, 2007: 429). According to these results, the fourth hypothesis of research is expressed as follows.  

H4: Burnout levels of salespeople influence organizational commitment. 

VII.IV. Relationship Between Burnout and Job Satisfaction 

In many studies investigating the effect of burnout level on job satisfaction level, it is stated that the burnout level of 

employees affects the job satisfaction level negatively. According to findings from a survey of hotel employees, it was observed 

that the employees of the accommodation business generally had a negative relationship between levels of job satisfaction and 

levels of emotional exhaustion and depersonalization. It is stated that there is a positive relationship between job satisfaction and 

personal success (Üngören and Others, 2010: 2922). In another study on the employees in the service sector, employees with 

high levels of job satisfaction achieved customer service with more intense and natural behaviors, whereas they preferred less 

superficial behavior (Mengenci, 2015: 85-86). According to Swider and Zimmerman, burnout is a concept that affects job 

satisfaction and organizational commitment negatively (Swider and Zimmerman, 2010: 488). According to these results, the 

fifth hypothesis of research is as follows:  

H5: Burnout levels of salespeople affect job satisfaction. 

VII.V. Relationship Between Burnout Level and Occupational Ethics Perceptions 

Burnout syndrome, a concept discussed in organizational behavioral sciences, has important implications and consequences 

for both individuals and organizations. Burnout is defined as a long-standing psychological syndrome as a response to stress-

enhancing elements and a reduction in interest in work (Shepherd and Others, 2011: 397). Burnout is experienced among people 

who are unable to cope with unacceptable demands and who work in profession groups that require face to face communication. 
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In particular, the issue of burnout, which appears to be more evident in occupational groups that require face-to-face 

communication with people, is of great importance to the retail sector due to its unique working conditions. Burnout level is 

three types: emotional burnout, depersonalization and low personal achievement level (Maslach and Jackson, 1981: 99). In a 

study carried out by Çetin and his Friends (2015), the effects of burnout levels of employees on ethical perceptions were 

examined. According to this, there are negative correlations between burnout and ethical perceptions (Çetin and Others, 2015: 

29). In another study by Everall and Paulsen (2004), it was stated that individuals with high levels of burnout have a lower level 

of adoption of ethical rules (Everall and Paulsen, 2004: 33). In this case, it can be said that the level of burnout has a negative 

effect on ethical perceptions. In light of all this information, the sixth hypothesis of the research is expressed as follows:  

H6: There is a relationship between burnout levels of salespeople and perceptions of occupational ethics. 

VII.VI. Intermediation Effect of Job Satisfaction 

It is estimated that the burnout levels of salespersons have many direct and indirect effects on organizational commitment 

levels. In these indirect effects, it is thought that the job satisfaction variable has an intermediary role. The intermediary variable 

role is defined as the name given to the variable that provides the relationship between the variables when there are indirect 

effects in the structural equality models. In other words, the existence of the intermediary effect provided by a third variable 

between the two variables should be taken into account (Schumacker and Lomax, 2010: 147, Şimsek, 2007: 22). According to a 

survey on the relationship between organizational justice perception, burnout level and job satisfaction, it is stated that there is a 

meaningful relationship between the level of justice perception and burnout and it is stated that job satisfaction plays an 

intermediary role in this relation (Şeşen, 2011: 82-83). However, no research on the mediating effects of job satisfaction 

variables on the level of organizational commitment of perceptions of professional ethics of salespersons has been encountered 

in the literature. However, it is estimated that indirect or direct relationships exist among these variables within the scope of the 

research. In light of all this, other hypotheses of the research are expressed as follows;   

H7:Job satisfaction variables have an intermediary role in influencing the levels of organizational commitment of 

perceptions of professional ethics of salespeople.  

H8: Burnout levels of salespeople have an intermediary role in influencing the levels of organizational commitment of 

perceptions of professional ethics of salespeople. 

VIII. METHODOLOGY OF THE RESEARCH 

VIII.I. Determination the Sample and Rearranging the Data 

In this research, face-to-face survey method was used in obtaining the data of sampling. The salespersons of the Antalya- 

centered businesses within the sectors such as construction markets (construction and home textile products), technology stores 

(mobile phones, computers etc.), markets (stores selling basic necessities), food (fast food, restaurant etc.) and clothing (textile) 

were the target group of the research. In this context, the survey was applied to 351 salespersons. SEM (Structural Equation 

Modeling) 'in it is sufficient to get 200 to 500 samples to accept the model in terms of evaluation criteria (Hair and Others, 

2009: 636; Bayram, 2010: 51).   

In the analysis of the research data, missing value analysis was first used to rearrange the missing data; normality tests were 

used to test the compliance of the data with the analysis and outlier was used to determine the values that disturb normality. 

According to these results, 345 surveys were found suitable for evaluation. In addition, Second-Level Confirmatory Factor 

Analyses were performed to test the validity of the research data, as well as the reliability tests of the scales. According to the 

structure of this model, in the evaluation of the variables, structural Equation Model which is frequently used in the field of 

social sciences in recent years and a model of relationships between salespeople's organizational commitment, occupational 

ethics perceptions, job satisfaction levels and burnout levels have been put forward.  
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VIII.II The Scales used in the Research 

1) Minnesota Job Satisfaction Scale 

The distribution of the "Minnesota Job Satisfaction Scale" by Weiss, Davis, England and Lofquist according to factor 

groups is as follows: Expressions 1, 2, 3, 4, 7, 8, 9, 10, 11, 15, 16, 20 express the internal satisfaction factor while 5, 6, 12, 13, 

14, 19 express external satisfaction factor. The Minnesota Job Satisfaction Scale is a 7-point Likert-type measure with a value 

between 1 and 7. This scale includes (1) Absolutely Dissatisfied, (7) Absolutely Satisfied "expressions. (Weiss and others, 

1967: 4-111). 

2) Organizational Commitment Scale. 

Allen and Meyer's "Organizational Commitment Scale" consists of 24 items. These items are divided into sub-items of 8 

items (emotional attachment scale, obligatory attachment scale, normative attachment scale) (Allen and Meyer, 1990: 6). In 

some studies, scales adapted from these 24-item original scales were found. Kocaman and Others (2013) used a 13-item 

organizational commitment scale adapted from Allen and Meyer's Organizational Commitment Scale . (Kocaman and others, 

2013: 26). Eroğlu and Others (2011) used a 17-item organizational commitment scale adapted from Allen and Meyer's 

Organizational Commitment Scale. Eroglu and others, 2011: 112-113). For this reason, we used an organizational commitment 

scale consisting of 13 items adapted from Allen and Meyer. In this scale, the expressions 1,2,3,4 express emotional 

commitment, 5,6,7,8,9 express obligatory commitment and 10,11,12,13 express normative commitment. In the light of the 

above information about the organizational commitment scale we used in our research, expressions in the original scale of Allen 

and Meyer are a 7-point Likert-type measure. In this scale (1) expresses "Strongly Disagree" while (7) expresses "Strongly 

Agree". 

3) Maslach Burnout Scale 

There are three sub-factors in the Burnout Scale developed by Maslach and Jackson (1981). In our survey, this scale is 

included with the following statements. 1,2,3,6,8,13,14,16,20 express "Emotional Burnout" level; 4,7,9,12,17,18,19,21 express 

"Personal Achievement" level; 5,10, 11, 15, 22 express depersonalization. In addition, when the burnout level was assessed, a 7-

point Likert-type scale was used to measure the burnout levels of the participants (Maslach and Jackson, 1981: 100).  (1) 

expresses Never, (2) A couple of times a year, (3) Every month, (4) A couple of times a month, (5) Every week, (6) A couple of 

times a week, (7) Everyday. 

4) Occupational Ethics Perceptions Scale 

In the scale developed by Levy and Dubinsky (1983), the expressions for measuring the perception of occupational ethics 

of salespeople are collected under three factors. In this scale, 1,2,3,4,5,6,7,8,11,12,17,18,20,24,25,26 expressions measure 

ethical perceptions related to customers; 9,10,14,22,23 expressions measure ethical perceptions related to work and 13,16,19,21 

expressions measure ethical perceptions of colleagues with whom salespeople work together (Levy and Dubinsky, 1983: 59).. In 

addition, the questions in our research have been rearranged by taking advantage of these expressions. According to this, the 

expressions on the scale are 7-point Likert-type scale. According to this scale, (1) expresses "Absolutely wrong" while (7) 

expresses "Absolutely True".  

IX. EVALUATION OF THE FINDINGS RELATED TO RESEARCH 

IX.I. Demographic Characteristics of the Sample 

The ages of salespeople participating in the survey (65%) are generally between 23 and 32. According to these results, it 

can be said that most of the participants are young people. When the level of education of sales staff is examined, it is seen that 

75.2% have education at the high school and college level. The ratio of salespeople with bachelor's degree is 18.6% and the 

ratio of post- graduates is 1.1%. 57.9% of the sales staff work as sales consultants (sales officer, salesperson). When the 
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participants' working periods in the same business is examined, it is seen that about 70% have worked in the same workplace for 

less than 3 years. In retailer enterprises of institutional character, these working periods are not enough to establish the level of 

organizational commitment of employees. Regarding the areas where retailers operate, %19,4 of them operate in the market 

sector ( Shopping Mall selling basic necessities), %19,9 of them operate in the clothing sector (textile, ready- made clothing), 

%19,9 of them operate in the Food sector (fast food, restaurant etc.), %20,8 of them operate in the construction market 

(construction materials) and %19,9 of them operate in the information technologies sector (technology markets). 

IX.II. Results of Analyses Regarding the Compliance of Data with Normal Distribution 

Among the assumptions of the structural equation model, it is expected that the data to be used in the research will have 

multiple normal distributions (Bayram, 2010: 49). For this reason, it can be tested whether the distribution of the data has a 

normal distribution by looking at the values of "kurtosis" and "skewness" in the normality test of the data (Tabachnick and 

Fidell, 2012: 79). According to some authors, when this value is taken as +/- 1.0 or +/- 1.5 (Bayram, 2010: 49), according to 

other authors if sig <0,01, it is +/- 2.58 or when sig <0,05 it is within +/- 1.96 (Hair and Others, 2009: 72) and according to 

some others, if it is +/-3 or +/- 2 (Kalaycı, 2009: 6), normal distribution may come into question. Accordingly, it was seen that 

the values of "kurtosis" and "skewness" in the variables of each scale used in the study were within the range of +/- 2 and that 

the data of each variable had normal distribution. 

IX.III. Results of Reliability and Validity Analysis 

Reliability Analysis refers to the consistency of the questions in a test or questionnaire with each other and to what extent 

the scale used reflects the problem of interest. Reliability analysis results are expected to be between 0 and 1. Accordingly, if 

this value is between 0.80 and 1.00, the scale can be interpreted as a reliable measure of high degree (Kalaycı, 2009: 404). Since 

four different scales were used in the research, Cronbach's Alpha values of the variables in each scale were calculated and it was 

determined that α values were above the acceptable value of 0.70 (Hair and Others, 2009: 137). Some authors have also stated 

that 0.80 is frequently used in the social sciences for reliability (Tabachnick and Fidell, 2012: 575). According to this, the scales 

were observed as of high reliability levels with the values such as Cronbach's Alpha of job satisfaction scale: 0,949, Cronbach's 

Alpha of organizational commitment: 0,898, Cronbach's Alpha of ethical perceptions: 0,923, Cronbach's Alpha of burnout 

scale: 0,869.  

In order to test the validity of each scale used in the study, analyses were performed according to the Maximum Probability 

Estimation method using the AMOS 18.0 statistical program. It is suggested that this method be used in the samples above 200 

and above (Schumacker and Lomax, 2010: 85; Hair and Others, 2009: 636; Bayram, 2010: 51). One-factor confirmatory factor 

analysis (DFA) measurement model, first-level multi-factor DFA measurement model and second-level multi-factor DFA 

measurement models were tested in order to test the validity of the scales and whether the data were verified by the 

measurement model. Because DFA is a multivariate statistical method used to test pre-determined relationships between 

variables (Hair and Others, 2009). Accordingly, the best results of the model compliance values were obtained by the second-

level multi-factor DFA measurement model. DFA results are shown in Table 1. 

Table 1 Standardized Factor Loads of the Job Satisfaction Scale 

Variables 

Expressions 

Factors Standardized 

Factor Load 

Satisfaction16 internal Satisfaction 653 

Satisfaction15 internal Satisfaction 692 

Satisfaction11 internal Satisfaction 810 

Satisfaction10 internal Satisfaction 685 

Satisfaction9 internal Satisfaction 710 

Satisfaction8 internal Satisfaction 661 

Satisfaction7 internal Satisfaction 646 

Satisfaction4 internal Satisfaction 702 
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Satisfaction3 internal Satisfaction 638 

Satisfaction2 internal Satisfaction ,612 

Satisfaction1 internal Satisfaction 709 

Satisfaction14 External Satisfaction .732 

Satisfaction13 External Satisfaction 666 

Satisfaction12 External Satisfaction 777 

Satisfaction6 External Satisfaction 758 

Satisfaction5 External Satisfaction 680 

The P Value for DFA Analysis is 0,000. Since P <0.05, the results obtained are meaningful 
 

Table 1 shows the standardized factor loads of the job satisfaction scale used in the research. As seen in the table, all items 

were statistically and significantly (p<.000) loaded to the relevant items and standardized β values were found to be over 0.70 

(Hair and Others, 2009: 679; Anderson and Gerbing,1988: Avcılar, 2010: 232) or very close to 0.70, which is the ideal level in 

the literature.  The factor loads of the variables Satisfaction20 and Satisfaction19, which are under the internal satisfaction 

factor, were subtracted from the analysis because they had values well below 0.70. It is also seen that factor loadings of some 

variables under external satisfaction factor and internal satisfaction factor are very close to 0,70. In this case, these variables 

were included in the analysis because it was thought that the extraction of these variables from the analysis adversely would 

affect the analysis results. When we evaluate the scale as a whole, it is possible to say that the precision and validity have 

acceptable values.  

Table 2 Standardized Factor Loads of the Organizational Commitment Scale 

Variables 

Expressions 

Factors Standardized 

Factor Load 

 

Commitment4 Emotional Commitment ,728 

Commitment3 Emotional Commitment ,846 

Commitment2 Emotional Commitment ,792 

Commitment1 Emotional Commitment 692 

Commitment9 Obligatory Commitment ,701 

Commitment7 Obligatory Commitment ,759 

Commitment6 Obligatory Commitment ,613 

Commitment5 Obligatory Commitment ,796 

Commitment13 Normative Commitment ,800 

Commitment12 Normative Commitment 814 

Commitment11 Normative Commitment 708 

The P Value for DFA Analysis is 0,000. Since P <0.05, the results obtained are meaningful 
 

Table 2 shows the standardized factor loadings of the organizational commitment scale used in the research. As seen in the 

table, all items were statistically and significantly (p<.000) loaded to the relevant items and standardized β values were found to 

be over 0.70 (Hair and Others, 2009: 679; Anderson and Gerbing,1988: Avcılar, 2010: 232) or very close to 0.70, which is the 

ideal level in the literature.; Anderson and Gerbing, 1988: Hunters, 2010: 232)  However, the factor load of the Commitment10 

variable under normative loyalty factor was subtracted from the analysis because it was below 0.70. In addition, it is seen that 

the value of Commitment6, which is included under the obligatory commitment factor, is very close to the factor load of 0.70. 

In this case, this variable was included in the analysis because it is thought that the extraction of this variable from the analysis 

would adversely affect the analysis results. When the scale is evaluated as a whole, we can say that its validity is acceptable. 

Table 3 Standardized Factor Loads of the Perception of Occupational Ethics Scale 

Variables 

Expressions 

Factors Standardized 

Factor Load 

<Estimate> 

Ethics20 Customer Ethics 705 

Ethics18 Customer Ethics 639 

Ethics17 Customer Ethics 673 

Ethics15 Customer Ethics 604 

Ethics12 Customer Ethics 578 

Ethics8 Customer Ethics 526 

Ethics7 Customer Ethics 524 
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Ethics23 Job Ethics 711 

Ethics22 Job Ethics 523 

Ethics14 Job Ethics 607 

Ethics11 Job Ethics 603 

Ethics10 Job Ethics 505 

Ethics9 Job Ethics 605 

Ethics21 Colleagues Ethics 642 

Ethics19 Colleagues Ethics 573 

Ethics16 Colleagues Ethics 650 

Ethics13 Colleagues Ethics 622 

The P Value for DFA Analysis is 0,000. Since P <0.05, the results obtained are meaningful 
 

Table 3 the standardized factor loads of the Occupational Ethics Perceptions scale. As seen in the table, all items were 

statistically and significantly (p<.000) loaded to the relevant items and standardized β values were found to be over 0.70 (Hair 

and Others, 2009: 679; Anderson and Gerbing,1988: Avcılar, 2010: 232) which is the ideal level in the literature. However, it is 

seen that the factor load of some variables is below 0.70. These values are included in the analysis because they are very close 

to 0.70 and because the analysis results would be adversely affected if they are excluded. When the scale is evaluated as a 

whole, we can say that its validity is acceptable. 

Table 4 Standardized Factor Loads of the Burnout Scale 

Variables 

Expressions 

Factors Standardized 

Factor Load 

<Estimate> 

Burnout20 Emotional burnout 640 

Burnout13 Emotional burnout 771 

Burnout8 Emotional burnout 806 

Burnout6 Emotional burnout 711 

Burnout3 Emotional burnout 568 

Burnout1 Emotional burnout 600 

Burnout21 Personal Success 680 

Burnout19 Personal Success 733 

Burnout18 Personal Success .717 

Burnout12 Personal Success 577 

Burnout7 Personal Success 567 

Burnout22 Depersonalization 569 

Burnout11 Depersonalization 827 

Burnout10 Depersonalization 856 

Burnout5 Depersonalization 601 

The P Value for DFA Analysis is 0,000. Since P <0.05, the results obtained are meaningful 
 

Table 4 shows the standardized factor loads of the burnout scale. As seen in the table, all items were statistically and 

significantly (p<.000) loaded to the relevant items and standardized β values were found to be over 0.70 (Hair and Others, 2009: 

679; Anderson and Gerbing,1988: Avcılar, 2010: 232) which is the ideal level in the literature. However, variables that are well 

below the standardized factor load of 0.70 and that affect the model compliance goodness values negatively have been removed 

from the scale. Later, the analysis is done again and necessary changes suggested by the program are done. However, it is seen 

that factor loads of some variables are below 0.70 on the scale. These values are included in the analysis because they are very 

close to 0.70 and because the analysis results would be adversely affected if they are excluded. When the scale is evaluated as a 

whole, we can say that its validity is acceptable  

Table 5 Results of Confirmation Factor Analysis Compliance Goodness of Scales 

Scale / Model  Δχ²  p  df  Δχ² / df  RMSEA  CFU  NFI  GFI 

3. Job 

Satisfaction 

400.357 .000 99 4.044 0.084 905 903 0,865 

O. 

commitment 

169.431 .000  41  4,132 0,085 930 911 0946  

J. Ethics  509.489 .000 112 4,549 082 838 803 0.855 
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Burnout  297.262 .000  83  3,581 0,087 904 ≤ 873 901 

 

Note: RMSEA = Root Mean Square Error Of Approximation; CFI = Comparative Fit Index; NFI = Normed Fit Index, GFI = Goodness Of Fit Index, * P <.001. 

According to Table 5, the data obtained from the DFA analysis results of the "Job Satisfaction Scale, Organizational 

Commitment Scale, Occupational Ethics Perceptions Scale and Burnout Scale" were confirmed by the measurement models and 

their validity was observed at acceptable levels. 

 
Figure II: Structural Equation Model of the Relationship of Organizational Commitment, Perceptions of Occupational Ethics, Job Satisfaction and Burnout of 

the Salespeople in the Retail Sector 
 

Table 6 Structural Equation Model Results and Relations between Variables 

Relations Between Variables 

 

Standardized 

 β 

P 

3. Job Satisfaction < Burnout 148 0.016 

3. Job Satisfaction < Occupational Ethics 247 *** 

3. Organizational 

Commitment 

< Burnout 112 0.015 

3. Organizational 

Commitment 

< 3. Job Satisfaction 752 *** 

Burnout  <> Occupational Ethics 218 *** 
 

According to the analysis results of SEM in Table 6, it is seen that the level of burnout affected the level of job satisfaction 

(β = -, 148, p <0,016) significantly and negatively. This result is statistically significant. In this case, the H5 hypothesis was 

accepted. That is, as the level of burnout diminishes, the level of job satisfaction is expected to increase. It was observed that 

occupational ethics perceptions affected job satisfaction level (β = -, 247 p <, 000) significantly and negatively. In this case, the 

H5 hypothesis was accepted. It is expected that job satisfaction levels will increase as the occupational ethics perceptions of the 

sales staff decrease. However, it was observed that the level of burnout negatively affected organizational commitment (β = -, 

112, p <0,015). In this case, the H5 hypothesis was accepted. That is, as the level of burnout of the salespeople increases, the 

level of organizational commitment is expected to decrease. Moreover, it was observed that the level of job satisfaction affected 

the level of organizational commitment significantly and positively (β =, 752 p <0,000). In this case, our hypothesis H1 was 

accepted. That is, the level of organizational commitment of a salesperson with a high level of job satisfaction is expected to be 

high. Since the effect on the level of organizational commitment of professional ethics perceptions (β = -, 070 p <, 101) was not 

statistically significant, this one-way effect was removed from the analysis (see Figure 1). In this case, our hypothesis H2 was 
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rejected. In other words, there is no direct influence on the level of organizational commitment of sales staff perceptions of 

professional ethics. It is seen that the relationship between the perception of occupational ethics and the burnout level (β =, 218 

p <0, 000) is positive and this effect is statistically significant. In this case, our hypothesis H6 was accepted. In other words, the 

burnout level of a salesperson with high perception of occupational ethics is expected to be high.    

Table 7 Conformity Goodness Results of Structural Equation Model 

Scale / Model  Δχ²  P  df  Δχ² / df  RMSEA  CFU  NFI  GFI 

Model  5043.663 .000  1630  3,094 0,078 720 637 0.645  

Note: RMSEA = Root Mean Square Error Of Approximation; CFI = Comparative Fit Index; NFI = Normed Fit Index, GFI = Goodness Of Fit Index, * P <.001. 
 

From Table 7, we can say that in general, our model has acceptable values, according to the results of our Structural 

Equation Model (Model 2) analysis. The chi-square value in Table 7 is the most fundamental value used in the evaluation of 

general harmony in SEM (Hair and Others, 2009: 641, Schumacker and Lomax, 2010: 85, Şimşek, 2007: 14, (Khine, 2013: 14), 

If this value is less than 3, it shows good fit and if it is below 5, it shows acceptable fit (Şimşek, 2007: 14, Çelik and Yılmaz, 

2013: 32). However, with this value, RMSEA, GFI, CFI, NFI and many other goodness of fit values are considered. There is no 

complete consensus in the literature as to which values to use. Maccallum and Austin (2000) suggest the use of SRMR and 

RMSEA values in their extensive research (Simsek 2007: 14). For RMSEA, values less than or equal to 0.05 indicate excellent 

fit, values less than or equal to 0.08 correspond to an acceptable fit, and values greater than 0.10 correspond to poor fit. GFI, 

CFI, and NFI take values ranging from 0 to 1. It is stated that as these values approach to 1, the model goodness fit improves 

and corresponds to acceptable fit (Yılmaz and Others, 2006: 176; Hair and Others, 2009: 642-648; Schumacker and Lomax, 

2010: 75-76; (Khine, 2013: 14), Meydan ve Şeşen, 2015: 35).  

IX.IV.The Results of Intermediary Effects of Variables in SEM 

External variables that have no direct effect on the internal variables in SEM can also have effects via other internal 

variables. This situation is defined as the mediating effect in the structural equality models. That is, the relationship between the 

two variables is mediated by a third variable (Şimşek, 2007: 22, Bayram, 2010: Çelik and Yılmaz, 2013: 20, 6-7, Meydan and 

Şeşen, 2015: 35). It is estimated that there are direct or indirect effects of the external variables of occupational ethics and 

burnout in our model on organizational commitment through job satisfaction internal variable. This can be tested with the help 

of the "Indirect, Direct & Total Effects" tab in path analysis at SEM. According to a research conducted by Baron and Kenny 

(1986) on the measurement of mediation effect in SEM, three models have to be present in order to be able to talk about 

mediation effect in a model: (1) Independent variables (occupational ethics perception and burnout level) should have an effect 

on mediating variables (job satisfaction level); (2) Independent variables (perceptions of occupational ethics and level of 

burnout) should have an effect on the dependent variable (organizational commitment); (3) When the mediating effect is 

included in the variable (job satisfaction) model, the effect of independent variables (occupational ethics perception and burnout 

level) on the dependent variable (organizational commitment) decreases while the mediating variable (job satisfaction) should 

have a significant effect on the dependant variable (organizational commitment) (Şeşen, 2011: 80). Accordingly, when Table 8, 

Table 9 and Table 10 are examined together, 

Table 8 Standardized Values of Total Effects of SEM 

 Burnout Occupational Ethics 3. Job Satisfaction 

3. Job Satisfaction 148 247 .000 

3. Organizational Commitment 223 -,186 ,752 

*p.<0,05    
 

In Table 8, when the values of the standardized total effects of SEM were examined, it was found that the effect of burnout 

level on job satisfaction was (β = ,-148 p< 0, 000), and, the effect of occupational ethics perception on job satisfaction was (β = 

-, 247 p< 0,000). Accordingly, the first condition for mediation effect is provided. The effect of burnout level on organizational 

commitment was (β = -, 223 p <0, 000), the effect of perception of occupational ethics on organizational commitment was (β =, 
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186 p <0, 000). Accordingly, the second condition is provided in the mediation effect.  The effect of the job satisfaction variable 

is on the organizational commitment is (β =, 752 p <0, 000). 

Table 9 Standardized Values of Direct Effect of YEM 

 Burnout Occupational Ethics 3. Job Satisfaction 

3. Job Satisfaction 148 247 .000 

3. Organizational 

Commitment 

112 .000 752 

*p.<0,05    
 

When the standardized values of direct effects between variables in the SEM are examined in Table 9, the direct effect of 

the level of burnout on job satisfaction is (β = -, 148 p <0, 000), and its direct effect on organizational commitment is (β =-,112  

p< 0 ,000). According to Table 8, this effect is -223. The direct effect of occupational ethics perception on job satisfaction is (β 

= -, 247p <0, 000) while it does not directly affect organizational commitment. This is because the effect of perceptions of 

occupational ethics on organizational commitment is not statistically significant, so a one-way arrow showing this effect is 

extracted in the model (see Figure 1). This effect according to Table 8 is (β = -186 p <0, 000). The direct effect of job 

satisfaction on organizational commitment is (β =, 752 p <0, 000).  Accordingly, the third condition for mediation effect is 

provided. 

Table 10 Standardized Values of Indirect Effects of SEM 

 Burnout Occupational Ethics 3. Job Satisfaction 

3. Job Satisfaction .000 .000 .000 

3. Organizational 

Commitment 

112 ,186 .000 

*p.<0,05    
 

When the standardized values of the indirect effects of the variables in the SEM are examined in Table 10, the level of 

burnout does not have any indirect effect on job satisfaction. Because according to Table 9, this effect is a direct effect. 

However, its indirect effect on organizational commitment according to Table 10 is (β = -, 112 p <0, 000). In this case, job 

satisfaction variable has an intermediary role in the effect of burnout level on organizational commitment. In this case, the H7 

hypothesis was accepted. At the same time, perceptions of occupational ethics have no indirect effect on job satisfaction. 

Because according to Table 9, this effect is a direct effect. However, its indirect effect on organizational commitment according 

to Table 10 is (β = -, 112 p <0, 000). In this case, it is observed that job satisfaction variable has mediating effect in 

occupational ethics perceptions' effect on job satisfaction, In this case, the H8 hypothesis was accepted. Job satisfaction has no 

indirect influence on organizational commitment. The reason for this is that job satisfaction directly affects organizational 

commitment as seen in Table 9.  

X. CONCLUSION AND RECOMMENDATIONS 

The fact that retailers have adopted a customer-focused approach nowadays makes them organizations that not only think 

about making profit. For this reason, the enterprises have to provide their customers' requests and needs with the right service 

and at the right time and place. For this reason, there is an increasing need for salespeople who have established communication 

bridges between retailers and their customers, have the ability to represent the company in the best way possible, have adopted 

organizational culture and are at an upper level of organizational commitment, and while doing so, have achieved the job 

satisfaction expected from the organization and have also achieved individual happiness with the values they provide to the 

business.  

When the results of the research are examined in general, it is seen that job satisfaction is the most important variable 

affecting the level of organizational commitment of salespeople. However, it was observed that burnout levels and perceptions 

of occupational ethics had direct and indirect effects on both organizational commitment and job satisfaction. At the same time, 

the burnout level of salespeople and perceptions of occupational ethics are also affected by each other.  
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In a study on the effects of job satisfaction on organizational commitment, gender, age, wage, level of organizational 

commitment, perceptions of occupational ethics and accompanying burnout levels were found to have an effect on job 

satisfaction. A study on the network connections between organizational commitment, job satisfaction and business managers 

suggests that the relations of women with the managers differ than that of men, moreover, these differences provide different 

benefits and these benefits caused different perceptions of job satisfaction level between men and women. In other words, while 

there was a positive relationship between job satisfaction level of women and their connections with managers, this positively 

affected the level of organizational commitment of women (Macintosh and Krush, 2014: 2628). According to the results 

obtained from the research, the effect of job satisfaction level on organizational commitment level (β =, 752 p <0,000) was 

significant and positive. These results are similar to other research results. That is, the level of organizational commitment of a 

salesperson with a high level of job satisfaction is expected to be high. There are many individual (demographic characteristics, 

personality, level of culture, attitudes towards work, intention to leave work) and organizational factors (wage, promotion, job 

and job characteristics, relationship with colleagues, management style, position at work, organizational ethical climate, 

motivation, competitive strategies) that influence job satisfaction. It is considered that businesses will increase their level of 

organizational commitment by identifying the effects of these factors and directing employees to actions to ensure job 

satisfaction.  

A number of studies have examined the effect of burnout on job satisfaction and the individual success of salespeople. 

According to this, burnout is a concept that directly affects the productivity, job satisfaction and organizational commitment of 

the salesperson with multiple components. In addition, it causes many problems such as sleep disorders, physical illnesses, and 

absenteeism in the individual. In addition, job satisfaction, burnout and life satisfaction interact with each other it is stated that 

family life and work life of individuals with high burnout level are negatively affected by this situation (Swider and 

Zimmerman, 2010: 488). In another study, it is stated that there is an indirect and direct link between burnout level and 

absenteeism and the turnover rate of enterprises. According to this, it is stated that organizational and individual costs increase 

with the burnout levels of employees (Lewin and Sager, 2007: 1217). Belicki and Wollcott (1996) observed that if an employee 

establishes good relations with his/her colleagues, if he/she is involved in the changes within the organization and realizes that 

his/her opinions are values, his/her job satisfaction level will increase while emotional burnout and depersonalization will 

reduce (Şeşen, 2011: 74). We can say that all these results are in accordance with the research results. Findings from the study 

show that the level of burnout affects job satisfaction (β = -, 148, p <0,016) significantly and negatively. This result is 

statistically significant. That is, as the level of burnout diminishes, the level of job satisfaction is expected to increase. These 

results are similar to other research results. In this case, a salesperson with high burnout levels is expected to have low job 

satisfaction. It has already been noted that there are many individual and organizational factors that influence job satisfaction. 

At the level of burnout, many individual (demographic characteristics, individual expectations, motivation, personality, 

performance, stress in private life, non-formal relations, support from superiors, etc.) and organizational factors (workload, role 

uncertainty, belief of being the centre of audit, rewarding and values, organizational justice, organizational culture, etc.) are 

effective. Job satisfaction levels of salespeople will be positively affected if the enterprises determine the effects of these factors 

and direct the actions to ensure the job satisfaction of the employees. 

In a survey of the effects of factors affecting perceived occupational ethics on job satisfaction, it is stated that the level of 

organizational culture in a retail sector is effective for salespeople to feel safe, feel comfortable and have confidence in 

communicating. However, employees who perceive that their marketing executives behave in an ethical manner while doing 

business are more satisfied with their work. If the practices of the management within the organization are not accepted by the 

employees, the confidence of the employee in the institution will decrease and insecurity will increase. (İslamoğlu, 2007: 91). 

According to another research, basic qualities such as reliability, expertise, empathy ability, sincerity, enthusiasm, uniqueness 

and professional appearance possessed by the sales staff in the retail sector have a positive influence on customer feelings (Lee 

and Dubinsky, 2003: 26). In another study, it was stated that the job satisfaction of the salespeople who were supported by the 
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retailer manager in establishing ethical climate in their organizations was affected positively In order to obtain the highest yield 

from the talents of salespeople, it is thought that opportunities must be created within the business (Jaramillo and Others, 2012: 

2301). Furthermore, when ethical behaviors are supported by top management in the enterprise, it was determined that job 

satisfaction increased, positive ethical climate perceptions of employees and managers directly affected the job satisfaction of 

employees (Mulki and Others, 2006: 19). We can say that all these results are in accordance with the research results. According 

to this, perceptions of occupational ethics affect the level of job satisfaction (β = -, 247 p <.000) significantly and negatively. In 

this case, the job satisfaction level of the sales staff with low perception of professional ethics is expected to be low. These 

results are similar to other research results. It has already been noted that there are many individual and organizational factors 

that influence job satisfaction. Many individual (demographic characteristics, different interpretation of ethical rules, 

selfishness, ethical dilemma, inadequacy of professional knowledge etc.) and organizational factors (different ethical 

perceptions of managers, market structure and competition, wage, mutual insecurity, stretching of ethical behaviors etc.) are 

also influential in the level of perception of professional ethics of sales staff. While establishing the effects of these factors and 

avoiding the negative effects of employees' perception of occupational ethics on job satisfaction, businesses can also increase 

positive effects. 

According to researches on the effect of burnout level on organizational commitment, it is stated that the levels of burnout 

experienced by many of the labor force, such as salespeople, have reached critical levels. It has been observed that burnout 

levels have a number of effects on salespeople, such as reduced self-esteem, reduced job performance, alienation of the work 

done, customers and organization, and increasing drug use. In a study conducted by Maslach and Jackson, the level of burnout 

was found to have a negative effect on one's desire to develop him/herself and his workplace, and moreover, in another study 

conducted in 1976, the degree of burnout was associated with the intention to leave the workplace (Maslach and Jackson, 1981: 

112). In a survey conducted to determine the personal and contextual priorities that are effective in the level of emotional 

attachment of retail staff members, it is revealed that high level of emotional commitment of the sales personnel influences the 

sales skills, job level of love and duration of duty (Simintiras and Others, 2012: 1377). We can say that all these results are in 

accordance with the results of our research. However, it was observed that the level of burnout negatively affected 

organizational commitment (β = -, 112, p <0,015). That is, as salespeople’s burnout level increases, the level of organizational 

commitment is expected to decrease. 

According to the researches that examined the influence of perceived professional ethics of salespeople on the level of 

organizational commitment, the ethical behavior of the salesperson has a positive effect on customer satisfaction, trust, and 

organizational commitment. Moreover, the satisfaction and trust of the salesperson have a positive influence on the customer's 

commitment to the salesperson. Moreover, the positive attitudes of the salespeople in the client's attitudes towards the business 

have a positive effect compared with their negative approaches (Roman and Ruiz, 2005: 439). It was determined that ethical 

perceptions of sales personnel working in the retail sector and their perceptions differ in terms of demographics, salespeople 

generally do not approve of unethical sales practices while they approve ethical practices (İnci and Kurtoğlu, 2005: 1). We can 

say that all these results are in accordance with the results of our research. However, the effect of perceptions of professional 

ethics on organizational commitment (β = -, 070 p <, 101) was not statistically significant. In other words, the ethical 

perceptions of salespeople do not have a direct effect on organizational commitment. However, it has been observed to have an 

indirect effect through job satisfaction variable.   

Surveys on the relationship between occupational perceptions and burnout levels of salespeople working in the retail sector 

have found that salespeople give less importance to the communication with the customers as their machiavellist tendencies 

increase, tend to be stingier about sharing their market and customer information and pay less attention to details about 

customer complaint (Torlak, 2002: 776). In another study, burnout is seen as a factor that is perceived as cynical, emotionless 

and negative attitudes towards customers, colleagues or managers and causes unethical behavior (Lewing and Sager, 2007: 
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1217). In a study that examines the effects of secondary traumatic stress on burnout levels in people's internal organizational 

ethical behavior, internal control and supervision, support of colleagues and correct managerial interventions have positive 

effects in preventing and reducing burnout (Evarell and Paulson, 2004: 25). We can say that all these results are not in 

accordance with the results of our research. It is seen that the relationship between the perception of occupational ethics and the 

burnout level (β =, 218 p <0, 000) is positive and this effect is statistically significant. In other words, the burnout level of a 

salesperson with a high perception of occupational ethics is expected to be high. This is a case that is not generally accepted in 

the literature. It is expected that the level of burnout will generally have negative effects on ethical perceptions. However, 

according to some researches, most marketing managers in the retail sector and other sectors do not believe that unethical 

behavior causes failures. Moreover, successful marketing executives think that in some special cases, the non-ethical behavior 

will bring success (Chonko and Hunt, 2000: 235). 

As stated above, the main purpose of our research is to establish a visual model of the relationship between abstract 

concepts such as job satisfaction, occupational ethics perceptions, and burnout level, which influence the level of organizational 

commitment of salespeople However, even though the sub-factors of each variable and the direct and indirect relationships 

between these sub-factors are not included in the visual presentation of the model in this model, the results are expressed with 

the help of the table. According to this, when the standardized values of the direct and indirect effects among the variables 

included in the SEM are examined as a whole, there is a direct effect of the burnout level on the job satisfaction, and both a 

direct and an indirect effect through job satisfaction on organizational commitment. However, perceptions of occupational 

ethics have a direct influence on job satisfaction, but it has no direct effect on organizational commitment. However, 

perceptions of occupational ethics have indirect implications through job satisfaction on organizational commitment 

When the research results were evaluated as a whole, it was observed that organizational commitment consisted of three 

sub-factors (emotional commitment, normative commitment, obligatory commitment). The survey did not mention the variables 

affecting the sub-dimensions of this scale directly or indirectly. Further examination of these topics may be another research 

topic. Nevertheless, it has been found that job satisfaction variable has a strong positive influence on organizational 

commitment. Nevertheless, the indirect and direct effects of sub-factors of this variable (internal satisfaction and external 

satisfaction) on organizational commitment and its sub-factors are not included in the research. It is recommended that this topic 

be examined in more detail in future works. It has been observed that the perceptions of professional ethics consist of three 

factors (ethical perceptions of client ethics, work ethics and business associates). The effect of these factors on job satisfaction 

and its sub-factors and on organizational commitment and its sub-factors have not been examined in our research. These issues 

need to be examined in detail in future research. In addition, burnout level was observed to consist of three factors (emotional 

burnout, depersonalization and low personal achievement level). The effect of these factors on job satisfaction and its sub-

factors, on organizational commitment and its sub-factors, and on perceptions of occupational ethics and its sub-factors have not 

been examined in our research. It is suggested that indirect and direct relationships between all these variables and sub-factors 

should be examined in other researches. 

Our research topics include evaluations of salespeople in terms of organizational commitment, job satisfaction, and 

perceptions of occupational ethics and burnout levels in an individual sense. Since these concepts are abstract and difficult to 

assess, it is the most important limitation of the research that evaluations obtained as a result of the research are not objective 

evaluations. Another important limitation of the research is that the sample size is composed of the employees working in 

information technology, food, textile, construction markets and basic food market sectors, and all these businesses operate in 

Antalya, which impedes the generalization of research results.  For this reason, it is not possible for the research results to 

reflect the whole of the retailing sector and Turkey in general.  Our research results reflect only the thoughts of salespeople who 

are included in the sample.  Retailers' evaluations of organizational commitment, job satisfaction, perceptions of occupational 

ethics and levels of burnout may differ from those operating in other sectors or other cities.   
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