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ABSTRACT 

The environmental feature of the organizational climate, which surrounds an organization, unites 

features that affect people's activities within an organization. Burnout is recognized as a condition 

that frequently affects people who work together.Owing to their many interactions with students, 

staff, and administrators, university faculty members are potential burnout candidates. Maintaining a 

stable workplace environment is critical for reducing faculty burnout. Disparities in organizational 

environment are often expected to manifest in your own way amid public and deemed to be 

universities. Aim of this research is to look at impact of organizational environment on faculty 

burnout at both public and deemed to be universities. Survey tool was used to gather 984 responses 

from faculty members. The study's findings largely backed the hypotheses, indicating that all aspects 

of organizational environment had a detrimental impact on faculty members' emotional 

fatigue.While the organizational climate's manageable workload, consistency of mission, continuity, 

and ethical aspects all led to faculty members' depersonalization adversely impacted their personal 

achievement.Furthermore, the study found that state university faculty members who had a high 

level of cohesion in their organizational environment were less likely to be emotionally drained, 

while cohesion among deemed to be universityfacultymembers had a negative impact on 

depersonalization. Theoretical and functional consequences were explored in relation to workplace 

environment aspects and faculty burnout rate. 

Keyword: Organizational climate, Deemed to be University, state university, burnout, faculty 

members 

1. INTRODUCTION 

Burnout is described as a "psychological condition marked by a negative emotional response to one's 

job as a result of prolonged exposure to a stressful work atmosphere" [1],[2],[3], [4]. Employees who 

work in demanding jobs, according to this theory, are more likely to experience 

burnout.Furthermore, burnout has been found in people with high ideals and frequent encounters 

with others [5].Faculty members are also at risk of burnout when they teach in higher education. 

They are perfect targets for burnout because of their many interactions with teachers, employees, and 

administrators [11]. They also deal with a variety of problems, such as "pressures, tensions, 

demands, and very little emotional incentives, milestones, and victories" [12], as well as seeing 
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ambitious aspirations and standards set for them without their feedback, and being disappointed in 

their attempts to advance professionally [13].Faculty members who face problems mentioned above 

are more likely to experience burnout; those with higher levels of burnout are more likely to show 

signs of attrition, decreased work results, and absenteeism  [14][15]. The ambiance that accompanies 

a company is referred to as OC. The morale of the organization's members, as well as strength of 

their goodwill, emotion, and belonging, is all affected by the environment. 

Empirical research examining these partnerships at state and Deemed to be Universities 

independently are still incomplete.Over the past decade, state universities have been regarded as 

experts in delivering higher education by experienced researchers, but number of Deemed to be 

Universities that gives greater educational opportunities and facilities has exploded. This rise can be 

attributed to increased student demand, as well as a lack of research and teaching resources at state 

universities [16]. This has resulted in a new economic climate between deemed to be Universities 

and public universities, posing new obstacles for both universities and teaching workers [17]. These 

expectations, which exist in both deemed to be universities as well as public universities, have ability 

to damage faculty members' "personal and professional competencies, decrease efficiency, and 

contribute to burnout experiences" [18]. Possible consequences will have harmful impacts on the 

success of faculty members, on student learning and on institutional competitiveness [19]. In this 

context, it was important to investigate the causes that inhibit the probability of burnout in both 

deemed to be universities and state universities.All of these variables are OC. As a result, the aim of 

this research is to find out how OC dimensions affect faculty burnout in both public and deemed to 

be Universities in Odisha. 

Paper organization is as follows: Following literature review based on burnout and OC which is 

followed by research methodology that contains systems used and results of the model. Theoretical 

and managerial implications are described in discussion section. 

2. RELATED WORKS 

Literature reports indicate that tension sources are usually linked to burnout in jobs serving the 

public. People with high ideals who are still interacting with other people have been found to be 

burnout[20].Understanding the determinants is really necessary to avoid and reduce burnout [21]. An 

integrated burnout model has, however, represented the dimension of the relation between possible 

precedents and the burnout and burnout with its dimensions in the last three decades [22]. A research 

undertaken in the educational sense suggests that burnout studies should focus exclusively on the 

environmental impacts [23].Burnout is also product of relationship between job and person, and a 

previous burnout literature explored how to find remedies for burnout in the social workplace [24]. 

Thus, as one of the working environmental considerations, the subject of this research is OC. 

OrganizationalClimate 

OC "represents the workers' understanding of their objective employment situation, including the 

characteristics of the organization for which they work and the nature of their relationship with 

others in the course of their work" [25]. The literature focuses on shared and acquired experiences 

arising from structured and informal organizational strategies, activities and procedures [26].In this 

report, following OC variables are explored: leadership skills, manageable schedule, and 
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consistencyof mission, cooperation between collaborators, ethics and involvement. Management 

skills include managers' behavior and actions towards workers, including upholding their 

commitments and contact with their staff [27].Balanced workload is for how long workers ought to 

do their jobs in compliance with the predetermined levels of success [28]. Employees' freedom to 

work without feeling time pressures, enabling enough time to deal with their work-related challenges 

and the required cumulative workload generate the weight of their workload. 

3. THEORETICAL FOUNDATION 

One of the leading methods to the prediction of burnout precedents has been the Job Demands 

Resources Theory, [30] indicated that employment requirements are social, organizational and 

physical aspects of job which involve constant physical or mental efforts and are thus linked to 

possible psychological and physical problems such as extinction. By contrast, employee resources 

are aspects of a job that (1) reduce employment demand at associated physique or mental expense, 

(2) encourage the growth of an employee, and (3) help achieve labor-related goals.The theory of 

work demands and resources shows that "excessive demands for employment lead to stress, burnout 

and in turn low results. The association between work demand and poor results is therefore predicted 

to be entirely or partly mediated by Burnout". In the theory of Job Demands Resources, this 

mediation is described as the health injury phase. It shows a shortage of opportunities leading to 

greater fatigue and burnout, while an abundance of employment options is supposed to reduce 

negative impact of demand for work on burnout levels.Empirical results widely endorse suggestion 

of predicting burnout from task demands (e.g. job overloading, power, value) and job resources (e.g. 

engagement, supervisor assistance. Job Demands-Resources hypothesis is used as driving framework 

in this analysis to describe relationship between the OC dimensions and the degree of professional 

burnout. 

Relationship between Organizational Climate and Burnout 

Relationship between OC and burnout was confirmed by several literary studies [29]. A research on 

the service sector identified a close association between OC and burnout [30]. A new research has 

found that the OC in public institutions has clear and negative connection with burnout [31].With 

reference to OC and work burnout research, Cordes found that a lack of a partnership between 

subordinate managers as well as the effort to attain success at jobs with inadequate resources, poor 

supervision and issues of teamwork lead to emotional fatigue and depersonality. In another research 

tense interactions with the boss have been shown to increase mental fatigue [32]. Researchers find 

that OC is adversely associated with the burnouts of faculty members in the higher education setting 

[33] [34].The management's position projected complete burnout scores for example in a sample of 

300 academics in China. Furthermore, results of a survey on South African academics revealed that 

higher encouragement from supervisors foresees lower report burnout levels [35]. 

 (H1a):On Emotional Exhaustion, managerial competence has significant negative effect. 

(H1b):Ondecomposition, managerial competence has significant negative effect. 

 (H1c): On diminished personal accomplishment, managerial competence has significant negative 

effect. 
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Balanced workload means that faculty members are given enough time to complete their duties in 

accordance with predetermined standards of efficiency. Workload required in a university reflects 

relative time spent on faculty members' learning, study, service and professional advancement. 

Another research showed that professors with a better workload, with a lighter teaching load, 

experienced slightly less mental wear and tear than those with a strong teaching load. The following 

hypotheses are proposed on the basis of the aforementioned literature: 

 (H2a): On emotional exhaustion,balancedworkloadhassignificantnegativeeffect. 

 (H2b): On Depersonalization,balancedworkloadhassignificantnegativeeffect. 

(H2c):OnDiminishedPersonalAccomplishment,balancedworkloadhassignificant negative effect. 

Clarity of task concerns workers' awareness of their work success goals. Lack of clarification on 

work success resulted in emotional wear and tear [36]. There was a lack of clarification in the tasks 

and uncertainty in the job that led to lower perception and greater depersonality within the university 

[37]. For example, the failure of tasks and job clarification was found to prevent a greater emotional 

fatigue in a large scale analysis by 1067 academics in the Netherlands [38]. The following 

hypotheses are suggested by these earlier results: 

(H3a): On emotional exhaustion, clarity of task has significant negative effect. 

(H3b): On Depersonalizationclarityof taskhas significantnegative effect. 

(H3c): On DiminishedPersonal Accomplishment,clarity of task hassignificant negative effect. 

Cohesion is characterized as degree of mutual confidence and respect between managers and 

employees. Cohesion can only be formed within a university if faculty and human accommodation 

embrace each other collectively. A deficiency of cohesion among colleagues leads to emotional 

fatigue and depletion, and it forecasts complete burnout values. Study findings from South African 

and Dutch universities showed that increased assistance from the organization and the association 

decreased the burnout of academic staff. The following theories are presented based on this 

literature: 

 (H4a): On emotional exhaustion, cohesion has significant negative effect. 

(H4b): On Depersonalization, cohesion has significant negative effect. 

(H4c): On Diminished Personal Accomplishment, cohesion has significant negative effect. 

Ethics in OC is an instrument that forms ethical character of organization through the creation of 

standards and behavioral expectations. This environment component therefore allows participants to 

identify ethically suitable behavior within a company. Relations between workplace ethics and the 

results of workers have been central topics in literature. Research studies have shown that people 

who feel stressed by the insincerity of corporate ideals along with the conflict in ethical 

interpretation have in fact been driven to burnout. The following hypothesis is postulated on the basis 

of this literature: 

Hypothesis 5a (H5a): Onemotional exhaustion, ethics has significant negative effect. 
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Hypothesis 5b (H5b): OnDepersonalization, ethics has significant negative effect. 

Hypothesis 5c (H5c): OnDiminished Personal Accomplishment, ethics has significant negative 

effect. 

In the decision-making process participating corresponds to a working partnership between 

management and staff. The risk of burnout is influenced by participation in the decision making 

process, leading in particular to an improved sense of personal performance [39]. In the field of 

higher education, interest in decision making was found to have been more well viewed [40]. The 

following hypothesis is drawn from this literature: 

(H6a):On emotional exhaustion, participation has significant negative effect. 

(H6b):On Depersonalization, participation has significant negative effect. 

(H6c):On Diminished Personal Accomplishment, participation has significant negative effect. 

In terms of facilities and research facilities, deemed to be universities vary from state universities. In 

terms of the productivity of study and the quality of education, demands and aspirations of 

administrations of Deemed to be universities often vary from state universities. Because of these 

discrepancies, the views on their institutions of university employees working in deemed to be 

universities and state universities varied.Various researches showed that members of faculty serving 

in deemed to be universities and state institutions vary substantially in their organizational aspects 

[41].  

Research Objectives 

 To assess different dimensions of organizational role stress asstressor among the teaching and non-

teaching staff of both Deemed to be Universities andgovernment universities; 

 To examine the different dimensions of organization climate as stressor;among the teaching and 

non-teaching staffs of Deemed to be University and State FundedUniversity. 

4. RESEARCH METHODOLOGY 

The suggested theories were tested by using CB-SEM (Covariance-based structural equation 

modeling). A multivariate analytical methodology, the CB-SEM methodology, can simultaneously 

evenly test as well as estimate complex causal associations among latent variables. 

 

Figure 1.Proposed model. 
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When the relations are or are not directly detectable [42]. CB-SEM usesacovariance matrix to 

eliminate discrepancy betweenobserved and predicted covariancematrixwithout concentrating on 

explanatory uncertainty in a maxi-mum probability calculation [43]. In comparison with first-

generation predictive methods including regression analysis, CB-SEM provides several advantages 

that do not explicitly cause measured features to be evaluated such that latent variables need to be 

transformed into average human metrics.CB-SEM-based methods therefore require assessing human 

behavior [44].Figure1 indicates therelationship suggested betweenOCandBurnout in proposed model.  

5. RESEARCH DESIGN AND INSTRUMENTATION 

The research data was collected using a three-page questionnaire of three pages. First section 

included OC questions, second section included burnout issues. 

Sample and Data Collection Procedure 

The thesis focused on deemed to be universities and state-level scholars in Odisha. An on-line survey 

method (Survey Gizmo) was created for the survey instrument; the web connection was circulated 

via e-mail to all students. Since the target audience was large, faculty members could not hand-pick 

and compile the surveys.Therefore, the comfort sampling technique was used to gather information, 

which is a standard approach to non-probability. A total of 430 state university members answered, 

representing ratesof 5.50 per cent, while a rate of 11.80 percent were met by 554 participants from 

Deemed to be universities. In general, the survey was answered by 984 participants with a return rate 

of 7.86%. The sample size of 984 thus appropriately reflected the target population. 

Exploratory Factor Analysis 

To determine the underlying factors mechanisms before the theory was tested, the products 

underwent EFA. Principal Axis Factors Analyze (PAF) for factor extraction and Promax for factor 

rotation have been used to isolate the factors. Table 1 shows the effects of the EFA. 52 items from 

modified scales initially had to be subject to EFA, from which 9 items have been removed due to 

poor or cross-factor loading from the study.Furthermore, the overall difference ranged from 1,59 to 

34,08 for each factor, with the highest ethics and the least clarity of the task. 61.02% of the 9 

variables together were greater than recommended threshold value of 60%. In addition, the 

constructs' Eigen values after rotation ranged from 4.03 to 10.35. In the same table, you'll find 

descriptive figures for the products, including Mean and Standard Deviations. (KMO = 0.951). Since 

elements within each of the derived nine variables were strongly correlated, the convergent validity 

was satisfied. Furthermore, discriminate significance was met because the variables were distinct and 

uncorrelated, with high loadings within each factor and no significant cross-loadings within themes 

[45]. 

Table 1.Exploratory Factor Analysis 

Factor Items Factor 

loadings 

Variance 

(%) 

Cumulative 

variance (%) 

Eigenval

ues 

M SD 

Ethics OC_eth3 0.94 34.08 34.08 10.14 3.58 1.08 
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( = .94) OC_eth2 0.92    3.70 1.05 

OC_eth1 0.84    3.74 1.09 

OC_eth4 0.83    3.63 1.12 

OC_eth5 0.73    3.46 1.12 

OC_eth6 0.69    3.35 1.12 

Managerial 

competence 

( = .89) 

OC_mc1 0.83 5.13 39.21 10.70 3.32 1.04 

OC_mc5 0.78    3.10 0.87 

OC_mc3 0.76    3.28 0.90 

OC_mc2 0.74    3.06 1.04 

OC_mc8 0.71    3.47 1.00 

OC_mc6 0.55    2.66 1.06 

Cohesion 

( = .90) 

OC_coh2 0.92 3.93 43.14 8.09 3.52 0.91 

OC_coh3 0.87    3.38 0.95 

OC_coh4 0.76    2.95 0.99 

OC_coh1 0.71    3.05 1.00 

Balanced 

workload 

( = .87) 

OC_bw2 0.93 3.35 46.49 7.53 2.96 0.99 

OC_bw1 0.92    3.05 1.03 

OC_bw3 0.63    2.86 1.03 

OC_bw4 0.60    3.08 0.88 

Participation 

( = .91) 

OC_part2 0.89 1.81 48.30 8.50 2.65 1.11 

OC_part3 0.81    2.56 1.07 

OC_part1 0.80    2.70 1.05 

Clarity of task 

( = .86) 

OC_ct1 0.83 1.59 49.89 8.47 3.62 0.96 

OC_ct3 0.80    3.64 0.99 

OC_ct2 0.78    3.32 1.05 

Emotional 

exhaustion 

( = .92) 

BO_ee5 0.89 6.47 56.39 10.35 2.29 1.06 

BO_ee3 0.87    2.20 1.08 

BO_ee2 0.86    2.72 1.08 

BO_ee1 0.85    2.63 1.13 

BO_ee9 0.69    1.91 1.03 

BO_ee6 0.49    2.72 1.10 

Depersonalization 

( = .79) 

BO_dper2 0.89 2.01 58.37 7.06 2.06 0.98 

BO_dper3 0.73    2.08 1.11 

BO_dper1 0.62    1.54 0.80 

BO_dper4 0.46    1.63 0.81 

Personal BO_pad5 0.56 2.65 61.02 4.03 2.07 0.67 

 

Note:“”representsCronbach’salpha;Kaiser–Meyer–

OlkinMeasureofSamplingAdequacy=0.951;Bartlett’sTestofSphericity=28338.92,df=903,p value = 

.001 
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Confirmatory Factor Analysis (CFA) 

To test the reliability and validity of structures and fitness, EFA submitted CFA with neuf latent 

variables in a single model [46]. The output metrics for model-fitting Table 2 show how well the 

factor structure reflects the links between sample data variables, as well as structured regression 

weight and latent variable statistics for the product.The highest probability estimator was chosen for 

the CFA during the study.Results showed that the TFI was 2.07, 0.97Tucker-Lewisindex was0.96,the 

REFIwas0.964thefitness-index(GFI)was0.93andRMSEAwas0.033.Basedonproposedcut-offvalues 

themodel-fitoutputvalueswerefullya met [47].The model-fit calculations then showed that they fit 

well with the model proposed. 

Table 2. Confirmatory Factor Analysis. 

Latent variables Items Standardized regression weights t-statistics 

Ethics OC_eth6 0.78 Scaling 

OC_eth5 0.79 29.02 

OC_eth4 0.82 24.95 

OC_eth3 0.94 28.86 

OC_eth2 0.94 27.03 

OC_eth1 0.84 24.92 

Managerial competence OC_mc8 0.76 Scaling 

OC_mc6 0.75 23.54 

OC_mc5 0.78 24.96 

OC_mc3 0.78 24.67 

OC_mc2 0.70 21.29 

OC_mc1 0.76 23.90 

Cohesion OC_coh4 0.88 Scaling 

OC_coh3 0.83 24.94 

OC_coh2 0.81 24.47 

OC_coh1 0.81 26.15 

Balanced work OC_bw4 0.98 Scaling 

OC_bw3 0.64 14.17 

OC_bw2 0.87 21.75 

OC_bw1 0.83 21.25 

Participation OC_part3 0.92 Scaling 

OC_part2 0.88 40.73 

OC_part1 0.85 37.73 

Clarity of task OC_ct3 0.79 Scaling 

OC_ct2 0.82 26.62 

OC_ct1 0.84 27.20 

Emotional exhaustion BO_ee9 0.64 Scaling 

BO_ee6 0.76 19.56 

BO_ee5 0.90 23.54 
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BO_ee3 0.88 22.16 

BO_ee2 0.84 19.96 

BO_ee1 0.88 21.51 

Depersonalization BO_dper4 0.54 Scaling 

BO_dper3 0.82 13.97 

BO_dper2 0.78 13.99 

BO_dper1 0.60 14.02 

Personal 

accomplishment 

(diminished) 

BO_pad7 0.55 Scaling 

BO_pad6 0.66 12.55 

BO_pad5 0.65 13.09 

BO_pad4 0.49 11.26 

BO_pad3 0.62 12.39 

BO_pad2 0.48 10.85 

BO_pad1 0.45 6.54 

 

Measurement Model 

The internal stability and durability and validity of building structures is critical to the testing of the 

hypothesis using SEM before. Table 3 shows the correlation coefficients for each pair of latent 

variables, informative data, AVE value, CR, Cronbach’s alphas is and square AVE radiation of 

diagonal of correlation matrix. Table 3 shows correlation coefficients between the two Latin 

variables. The correlation analysis also found that each pair of latent variables did not show a high 

vicariate correlation.The efficiency of the building was achieved by more than the proposed 

threshold value of 0.70 with respect to CR and CR scales of the Cronbach’s (ranges of 0,71 to 0,94) 

(ranges between 0,81 and 0,95) [48]. The AVE values were also 0.52 to 0.85 indicating that the 

convergent validity is achieved as the AVE values are above the recommended 0.50 value[49].In 

conclusion the discriminating significance has been achieved as the AVE square root (range of 0.72 

to 0.92) values is far above the interrelationship values of the latent variables at the diagonal of the 

correlation matrix. 

Table 3.Correlation Analysis and Reliability Measures of Variables (N = 984). 

Variable

s 

 L1 L2 L3 L4 L5 L6 L7 L8 -L9 

1 Ethics 0.87         

2 Managerial 

competence 

.56** 0.80        

3 Cohesion .47** .59** 0.88       

4 Balanced work .38** .52** .37** 0.84      

5 Participation .52** .59** .44** .37** 0.92     

6 Clarity of task .48** .57** .43** .47** .46** 0.88    

7 Emotional 

exhaustion 

−.51** −.52** −.42** −.51** −.49** −.49** 0.85   
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8 Depersonalizati

on 

−.39** −.33** −.29** −.30** −.30** −.33** .58** 0.78  

9 Personal 

accomplishment 

−.30** −.24** −.19** −.15** −.20** −.30** .35** .34** 0.72 

AVE  0.76 0.64 0.77 0.71 0.85 0.78 0.73 0.61 0.52 

Composite reliability 0.95 0.91 0.93 0.91 0.95 0.91 0.94 0.86 0.81 

Cronbach’s alpha 0.94 0.89 0.90 0.87 0.91 0.86 0.92 0.79 0.71 

M 3.57 3.15 3.23 2.99 2.64 3.52 2.41 1.83 2.19 

SD 0.96 0.79 0.84 0.83 0.99 0.88 0.92 0.73 0.46 

 

Structural Equation Modeling 

To assess the study hypothesis, the CB-SEM technique has been used. The independent variables had 

no multi-linear problem, as their vector inflation factors (VIFs) were all less than proposed cut-off 

value of 10 (ranging between 1.48 and 2.47). Table 4 presents effects of SEM. Managerial 

competence had only a considerable negative relation to Emotional exhaustion, according to the 

findings revealed (p <.05).Balanced labor was related in a significant negative way to Emotional 

Engineering (p<001) and Depersonalization (p<001); Task clarity was significantly negative to 

Emotional Enduring. Cohesion was significantly adverse in comparison to Emotional Enforcement 

(p <.05) and Depersonalization (p <.05); ethics had substantial adverse effects on Emotional 

Enforcement (p <.001).Finally, participation had only an emotional exhaustion correlation (p<001). 

The findings indicated the complete acceptance of H3 and H5 while H1,H2,H4andH6wereaccepted 

in part. In addition, the variances in management expertise, balanced workload, task clarity, 

cohesion, ethics and participation accounted for 44.5 percent of variance in emotional 

exhaustion,20.6 percentofvarianceinpersonalizationand14.7 

percentofvariationinpersonalaccomplishment. 

Table 4.Structural Equation Modeling Results. 

Hypothesis Paths Beta t-stat Result 

H1a Managerial competence --emotional 

exhaustion 

−0.07* 1.95 Accepted 

H1b Managerial competence --- depersonalization −0.02 0.66 Rejected 

H1c Managerial competence --- personal 

accomplishment 

−0.03 0.82 Rejected 

H2a Balanced workload --- emotional exhaustion −0.26*** 8.58 Accepted 

H2b Balanced workload --- depersonalization −0.12*** 3.54 Accepted 

H2c Balanced workload --- personal 

accomplishment 

−0.005 0.21 Rejected 

H3a Clarity of task ---emotional exhaustion −0.14*** 4.29 Accepted 

H3b Clarity of task --- depersonalization −0.12*** 3.04 Accepted 

H3c Clarity of task --- personal accomplishment −0.19*** 4.60 Accepted 

H4a Cohesion --- emotional exhaustion −0.08* 2.31 Accepted 

H4b Cohesion --- depersonalization −0.07* 1.95 Accepted 
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H4c Cohesion --- personal accomplishment −0.05 1.53 Rejected 

H5a Ethics --- emotional exhaustion −0.19*** 5.30 Accepted 

H5b Ethics--- depersonalization −0.24*** 5.18 Accepted 

H5c Ethics --- personal accomplishment −0.21*** 4.95 Accepted 

H6a Participation --- emotional exhaustion −0.13*** 3.89 Accepted 

H6b Participation ---depersonalization −0.01 0.38 Rejected 

H6c Participation --- personal accomplishment 0.02 0.66 Rejected 

 

Comparison of Models between State and Deemed to be Universities 

In contrast, the same model has been tested by state and deemed to be universities. Thus a multi-

group study focused on bootstrapping findings compared the proposed pattern between state as well 

as Deemed to be Universities as group components. As shown above, the state universities' sample 

size was 430, and the deemed to be universities' sample size was 554. Table 5 provides a comparison 

of the model proposed. Consequently, the findings revealed that balanced work in government and 

Deemed to be Universities had a substantial negative correlation with emotional exhaust and 

decrease in personality. Moreover, the clarity of the task had a big downside; 

Table 5.Comparison of Proposed Model between State and Deemed to be Universities. 

 

Paths 

Beta (Deemed 

to be 

University ) 

t-values 

(Deemed to be 

University) 

Beta (state) t-values 

(state) 

Managerial competence  emotional 

exhaustion 

−0.056 1.20 −0.08 1.23 

Managerial competence  

depersonalization 

−0.01 0.08 −0.03 0.39 

Managerial competence  personal 

accomplishment 

−0.03 0.50 −0.01 0.01 

Balanced workload  emotional 

exhaustion 

−0.30*** 8.31 −0.19*** 3.95 

Balanced workload  depersonalization −0.13*** 2.92 −0.11* 2.10 

Balanced workload  personal 

accomplishment 

0.07 1.27 −0.06 1.06 

Clarity of task  emotional exhaustion −0.18*** 4.41 −0.09* 1.95 

Clarity of task  depersonalization −0.12* 2.27 −0.11* 1.95 

Clarity of task  personal 

accomplishment 

−0.16* 2.62 −0.25*** 4.33 

Cohesion  emotional exhaustion −0.06 1.61 −0.10* 1.96 

Cohesion  depersonalization −0.11* 2.12 −0.03 0.41 

Cohesion  personal accomplishment −0.04 0.84 −0.06 0.81 

Ethics  emotional exhaustion −0.22*** 4.81 −0.15* 2.51 

Ethics  depersonalization −0.29*** 4.30 −0.18* 2.62 
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Ethics  personal accomplishment −0.24*** 4.16 −0.18*** 2.96 

Participation  emotional exhaustion −0.12* 2.81 −0.14* 2.43 

Participation  depersonalization −0.01 0.18 −0.01 0.12 

Participation  personal 

accomplishment 

−0.09 1.56 0.150* 2.41 

*p < .05. **p < .01. ***p < .001.     

 

Emotional weariness, depersonalization and individual achievement in both categories. In both 

classes. At the deemed to be university community, Cohesion also had a strong negative connection 

with depersonalization, while at state university level it had a major negative association to 

emotional fatigue. For both deemed to be universities and public universities, Ethics has had a strong 

negative connection with moral fatigue, depersonalization and personal achievement. Finally, 

participation in both deemed to be universities as well as state universities has a significant negative 

connection with emotional fatigue. 

6. DISCUSSION 

Results of this analysis suggest that management skills and participation aspects of the OC affect the 

emotive fatigue of the burnout among faculty members significantly and negatively. Managers are 

important for constructive OCs for their workers to be able to interact successfully, in association 

with their actions and behavior. This form of environment establishes an open organization which 

allows staff to be actively involved in the decision-making process. Both of these aspects, in 

particular in universities, where the competitiveness of the teaching workforce is crucial, are 

important. The development of competitiveness depends on psychological wellbeing.The research 

shows that professors, both in state as well as deemed to be universities, who have a good 

understanding of their managerial competence and who were invited. This result is consistent with 

results of [50] andwhich suggest that high support levels from supervisors forecast lower burnout 

levels.The findings of this research are consistent with results of 1994 Pretorius study that suggest 

that inclusion in decision-making has been substantially associated with perceived accomplishments 

in South African academics. These two aspects, on the other hand, did not affect depersonalization 

and the reduced burnout level of personal performance in the report. Hypotheses 1 and 6 are also 

accepted partly. 

Results of study also showed that OC's balanced workload and cohesive dimension had a detrimental 

effect on faculty burnout levels of cognitive fatigue and depersonalization. Cohesion means mutual 

confidence and employee respect. Staffsthat have friendly relationships with their employees have a 

feeling of support and stability in an organization.The results of the study show that staff Members 

with greater Balanced Work and Cohesion OC scales reported less likely to experience emotional 

fatigue and depersonalization of burnout both within state and deemed to be  universities. Burnout is 

a strong link between workload and time constraint, especially the fatigue componentThe analysis 

thus indicates that faculty members who experienced greater consistency in tasks in state and 

Deemed to be Universities were not as likely to exhibit cognitive fatigue, depersonalization or 

reduced burnout. Several findings of this research have shown that the lack of mission specificity and 
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job complexity in a single-version context can lead to lower perceived achievement and greater 

depersonalization as well as a greater emotional fatigue. Hypothesis 3 is then approved. 

 

The study also shows that OC's ethical component has a significantly negative effect on emotional 

fatigue, depersonalization and reduced work burnout performance. Ethics in OC is management 

sensitiveness to conform to the organization's official as well as written ethical guidelines. 

Employees with a good view of their organization's ethics are less likely to experience burnout.The 

likelihood of mental distress, depersonalization, and reduction of burnout was reduced among faculty 

members with increased ethical sensibilities of state and deemed to be universities. Siegel and 

McDonald's (2004) results showed that the congruence between the importance of an individual and 

an entity is negatively associated with the exhaust level and the burnout level of depersonalization of 

the US faculty is consistent with the results of this research. Hypothesis 5 is also appropriate. 

In addition, study found that faculty members working in national universities where the OC aspect 

exists did not report declining levels of burnout as a personal achievement in light of the variance 

between the impacts of the OC dimension on their burnout level among faculty members working in 

state or deemed to be universities. This finding may come from the background of the analysis.If a 

professor starts working at an Odisha state university, he or she may be a permanent academic 

employee, whose appointment may only be made under extraordinarily exceptional circumstances by 

the university. Because of this approach, it may not be possible to insist on personal achievement. 

They focus more on their universities' teamwork. Any success story they have made in their 

universities by taking part in decision-making process will increase their satisfaction, reducing the 

chance of a declining sense of personal achievement contributing to burning out and emotional 

fatigue. The results in the study suggest that the Cohesion of State Universities has a detrimental 

association with the relative mental fatigue of the faculty members.There has been a difference 

between the OC dimensions and burnout ratios iAt the same time, research on these relationship-

ships between academics in universities has been scarce. Faculty representatives who served at 

Deemed to be Universities did not have this relationship. 

7. MANAGERIAL  IMPLICATIONS 

This research has many consequences for administrators at public and deemed to be universities who 

would be worried with the mental health of their faculty members.  

The analysis concludes that balanced workload/cohesion OC aspects have a negative impact on 

mental fatigue and depersonalization, resulting in a professorship burnout in both university groups. 

Burnout is strongly associated with the teaching task and the number of students under faculty 

supervision. This should be viewed as a preventive measure for faculty members to reduce the 

teaching burden and the number of students. 

In terms of university cohesion, good teaching and socialization, which includes family members, 

will improve faculty members' interactions with their peers. Final implication involves faculty 

members' differing attitudes to the Cohesion and Participation aspects of OC in public and deemed to 

be universities. While faculty members serving with cohesive OC are less emotionally drained at 

state universities, the availability of cohesion in Deemed to be Universities has little effect on 
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emotional fatigue of faculty members, but had a bad impact on their burnout level of 

depersonalization.Faculty members of public colleges, where they were allowed to engage in the 

decision-making process, have a lower degree of personal achievement. Faculty representatives of 

private colleges did not have this partnership. According to the results of this report, deemed to be 

Universities should place a greater emphasis on faculty cohesion at the university, student, and 

department levels. To improve both teamwork and professional performance, university 

administrators should allow faculty to collaborate on research with their colleagues in the same 

department.Faculty members' mental fatigue can be reduced as a result of this. Deemed to be 

university administrators should also be given priority to include faculty members in decision-

making process. These institutions can benefit greatly from the rewarding members of faculty who 

make important contributions to decision making. 

8. LIMITATIONS AND FURTHER RESEARCH 

There are a few flaws in this report. First, the study's findings were based on a small sample size. 

Similar surveys with larger sample sizes could yield different outcomes. Second, in this sort of 

responsive analysis, self-reported problems can be a constraint. With this in mind, survey was 

deliberately planned and implemented to mitigate this possible constraint. Another drawback is that 

faculty members who took part in this research were all from Istanbul's public and deemed to be 

universities. Future study may involve faculty members from other cities in Odisha to improve 

generalizability.The lack of variables in the literature is the final drawback of this research paper. 

Person variables such as work satisfaction and attrition plans, as well as organizational citizenship 

activity and organizational engagement elements, may be used in a potential report. 

9. CONCLUSION 

The effects of OC dimensions on faculty burnout rate in both public and Deemed to be Universities 

were investigated in this review. The findings of the study show that all aspects of OC have an effect 

on faculty members' emotional fatigue. Several aspects of OC, such as workload balance, mission 

consistency, cohesion, and ethical dimensions, can have a negative impact on faculty burnout's 

depersonalization dimension.Finally, faculty burnout was reduced in the dimension of decreased 

personal achievement due to a lack of mission consistency and the ethical aspects of OC. The report 

makes many proposals to university officials at both public and deemed to be universities. 
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