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INTRODUCTION 

Academic faculty serve as the cornerstone of institutional success in higher education, particularly within 

healthcare institutions where the triad of teaching, research, and service creates uniquely demanding 

environments. Unlike other faculty groups, healthcare academic educators shoulder dual responsibilities— the 

academic duties such as teaching and research, and clinical supervision of students in real-world healthcare 

settings. This dual role exposes them to high levels of stress and makes them more vulnerable to burnout. 

This study is undertaken in response to the recommendation of the International Organization for Standardization 

(ISO), acknowledging that the target institution has not yet conducted any formal assessment of job satisfaction 

among its faculty. Recognizing this gap, the research aims to determine how burnout, perceived organizational 

support (POS), and psychological safety predict job satisfaction among healthcare academic faculty. It seeks to 

understand whether these educators feel recognized, supported, and safe to express themselves within their 

academic environment, and how such perceptions affect their well-being and professional fulfillment. The 

significance of this inquiry extends beyond institutional boundaries. Healthcare faculty members are 

instrumental in shaping the competencies and values of future nurses, pharmacists, radiologic technologists, and 

other allied health professionals who will serve society. Their level of job satisfaction and psychological well-

being thus has far-reaching implications—not only for the quality of education but also for the quality of care 

delivered by future health practitioners. 

If this study is not undertaken, the institution may continue to overlook important factors affecting the job 

satisfaction and well-being of its healthcare academic faculty. Without a clear understanding of how burnout, 

perceived organizational support, and psychological safety influence faculty experiences, existing workplace 

challenges may remain unaddressed and potentially worsen over time. This may result in increased emotional 

exhaustion, reduced motivation, lower teaching effectiveness, absenteeism, and even faculty turnover. In the 

long term, failure to assess and respond to these concerns may not only affect faculty performance and retention 

but may also compromise the quality of instruction, student learning experiences, and the preparation of future 

healthcare professionals. Thus, conducting this study is essential in generating evidence that can guide 

institutional interventions and promote a healthier, more supportive academic environment. 

Balancing academic, clinical, research, and administrative duties poses a major challenge that may lead to 

chronic fatigue and emotional depletion. Nassar et al. (2019) found that clinician-educators are at heightened 

risk of burnout, which can diminish confidence in teaching skills and lifelong learning habits. Such outcomes 

threaten not only the personal health of faculty members but also the educational standards of their institutions. 

Hewitt et al. (2020) defined burnout as a multifaceted state characterized by exhaustion and detachment of 

professional efficacy due to prolonged workplace stress—conditions that often result in dissatisfaction, 

absenteeism, or turnover. Psychological safety, as highlighted by Edmondson et al. (2016), is crucial in helping 

individuals navigate interpersonally challenging work environments. When faculty members feel respected, 

heard, and accepted, they are more likely to engage in open communication and collaboration (Newman et al., 

2017). A psychologically safe environment, therefore, becomes a vital component of job satisfaction and 

professional growth. 
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Similarly, perceived organizational support (POS)—the extent to which employees believe their organization 

values their contributions and cares for their well-being—has been shown to influence motivation, performance, 

and emotional resilience (Eisenberger et al., 2020; Claudia, 2016). In healthcare academia, strong organizational 

support can mitigate burnout, enhance motivation, and promote satisfaction, even amidst heavy workloads and 

complex responsibilities. Job satisfaction itself remains a crucial indicator of faculty well-being and institutional 

health. It encompasses contentment with workload, recognition, interpersonal relationships, and institutional 

support (Dwiyanti et al., 2022). In the context of healthcare education, understanding how burnout, 

psychological safety, and POS interact to influence job satisfaction is essential for crafting effective human 

resource and faculty development strategies. 

While prior research has explored these variables individually, limited studies have examined their combined 

effects on job satisfaction among healthcare academic faculty in private higher education institutions in the 

Philippines. This study, therefore, seeks to fill that gap by providing empirical evidence on the predictors of job 

satisfaction within this critical yet underexplored sector. Ultimately, by examining burnout, psychological 

safety, and perceived organizational support as predictors of job satisfaction, this research aligns with the global 

call to promote mental health and well-being (SDG 3) and advance decent and productive work (SDG 8) in 

academic environments. By fostering a more supportive and psychologically safe institutional climate, the study 

aims to contribute to a sustainable and effective healthcare education system—one that values its educators as 

much as it prepares future health professionals to serve humanity. 

Theoretical and Conceptual Framework  

The theoretical and conceptual framework of this study serves as the foundation for understanding how burnout, 

psychological safety, and perceived organizational support (POS) collectively influence job satisfaction among 

healthcare academic faculty. It provides the lens through which the relationships among these variables are 

examined, guided by established theories.  

In this study, one theory is anchored on the Job Demands–Resources (JD-R) Model, which explains how 

workplace conditions influence employee well-being and job satisfaction. According to Galebovic (2025), the 

JD-R model highlights that occupational burnout arises when continuous and excessive job demands are not 

balanced by sufficient resources to cope with those demands. Within the context of the Job Demands–Resources 

(JD-R) Model, this study conceptualizes burnout because of excessive job demands—such as workload and 

emotional strain—that deplete an individual’s physical and psychological energy. In contrast, psychological 

safety and perceived organizational support (POS) are viewed as vital job resources that can mitigate these 

negative effects. When faculty members feel supported by their institution and safe to express their ideas without 

fear of judgment, they are better able to cope with stress and maintain engagement in their work. These resources 

not only buffer against burnout but also enhance job satisfaction, which reflects the overall sense of fulfillment 

and well-being derived from one’s professional role. 

Figure 1 Job-Demands Resources Model 
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This framework therefore illustrates a dynamic interaction: high job demands increase the risk of burnout, 

while strong job resources (such as POS and psychological safety) reduce its impact and promote satisfaction. 

When job resources sufficiently balance or exceed job demands, faculty experience greater motivation, 

commitment, and satisfaction. Conversely, when demands outweigh resources, the likelihood of burnout and 

dissatisfaction rises. 

Psychological Safety 

Psychological safety describes people’s perceptions of the consequences of taking interpersonal risks in a 

particular context such as in the workplace. Edmondson and Lei (2014) noted that organizational research has 

identified psychological safety as a critical factor in understanding phenomena such as teamwork, team learning, 

and organizational learning. Additionally, psychological safety enables individuals to feel safe to engage in 

difficult conversations (Brown & McCormack, 2016).  Edmondson and Bransby (2022) also stated that a 

growing body of conceptual and empirical work has focused on understanding the nature of psychological 

safety.   When faculty perceive greater psychological safety, they are more likely to feel valued and creatively 

engaged, which enhances job satisfaction. Based on the model theory from the article the People Performance 

People (n.d.), they discovered that the higher the level of trust is between colleagues, the more psychologically 

safe they feel to share their ideas and opinions, show emotion, express concerns and disagree with others. This 

represents trust.  While the other factor, feeling free to show vulnerability, discuss mistakes and have the 

opportunity to truly understand between colleagues all contribute towards feeling truly psychologically safe at 

work.  

Figure 2 Two factors of Psychological Safety at Work 

 
 

Perceived Organizational Support (POS) 

Organizational support theory (OST) proposes that employees form a generalized perception concerning the 

extent to which the organization values their contributions and cares about their well-being (perceived 

organizational support, or POS) (Kurtessis et al., 2017).  Research in organizational behavior draws some 

researchers’ attention on a narrow range of job-related attitudes, and POS is one of them. To establish proposed 

associations, the theoretical underpinning of POS is organizational support theory based on the study of Maan 

et al., (2020) model. Psychological empowerment fosters high-quality relationships by motivating an 

individual’s behavior. 
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Figure 3 Maan et al.’s OST Theory  

 

 

POS can improve individuals’ trust and beliefs in the organization, identifies their performance and reward them 

accordingly. As a consequence, individuals will reciprocate the organizational support received by them in 

several ways and possibly will experience more satisfaction with their job. Therefore, the result of their 

study was that POS is positively related to job satisfaction (Maan et al., 2020).   Higher POS is linked to greater 

job satisfaction because employees feel supported, leading to better morale and motivation.  

Figure 4 Schematic Diagram 

 

Statement of the Problem 

This study seeks to understand how job satisfaction relate to the following variables: burnout, psychological 

safety and perceived organizational support,  which are essential in helping institutions improve faculty support, 

reduce turnover, and strengthen  healthcare academic quality. 

1. What is the level of burnout among healthcare academic faculties in terms of;  

1.1. Emotional Exhaustion; and 
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1.2. Depersonalization? 

2. What is the level of perceived organizational support among healthcare academic faculties in terms of the 

following;  

2.1. Organizational Climate; and 

2.2. Organizational Transparency?   

3. What is the level of Psychological Safety among healthcare academic faculties among the following; 

3.1. Mutual Respect; and 

3.2. Interpersonal Risk Taking?  

4. What is the level of job satisfaction among healthcare academic faculties among the following;  

4.1. Salary; and 

4.2. Benefits?  

5. Is there a significant relationship between job satisfaction and;   

5.1 Burnout;  

5.2. Psychological Safety; and 

5.3. Perceived Organizational Support?  

6. What factors influence job satisfaction among Healthcare academic faculties?  

Hypothesis 

This study aims to explore the relationship between burnout, psychological safety, and perceived organizational 

support (P.O.S.) as predictors of job satisfaction among healthcare academic faculty. 

H₀1: There is no significant relationship between job satisfaction and the three independent variables 

namely; Burnout, Psychological Safety, Perceived Organizational Support. 

Significance of the Study 

This study is significant for several key stakeholders in higher education, particularly in the field of healthcare 

academics. 

Commission on Higher Education (CHED), the findings of this study would provide a guide to the CHED in 

refining policies related to faculty development, workload standards, and institutional support systems to 

enhance academic performance in healthcare education. 

Educational institutions, especially private colleges and universities offering health-related programs, this study 

would serve as a diagnostic tool for assessing faculty well-being and institutional climate. The result can help 

school administrators identify areas needing improvement and design targeted interventions to increase job 

satisfaction, which in turn can improve student outcomes and institutional reputation. 

Teachers (Healthcare Academic Faculties) would give voice to the experiences and perceptions of healthcare 

academic faculty regarding their work satisfaction and organizational ties. By shedding light on the factors that 

contribute to or hinder their professional fulfillment, this study can support to improve faculty morale, 

recognition, and professional growth. 
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For Human Resources (HR) managers and academic affairs departments, the study would offer evidence-based 

guidance on how to design more effective faculty retention strategies. Understanding the burnout, psychological 

safety and perceived organizational support that most strongly relate to job satisfaction enables HR units to tailor 

their recruitment, seminars, and support systems to better align with faculty needs and motivations. 

Future researchers, this study would be a valuable resource for those who are interested in organizational 

behavior, educational management, and healthcare education. It provides a localized framework and set of 

findings that can be built upon in future studies. 

Scope and Delimitation of the Study 

This study focuses on faculty members who are engaged in academic instruction within healthcare-related 

courses. These include educators teaching in programs such as Nursing, Pharmacy, Medical Laboratory Science, 

Radiologic Technology and Rehabilitation Science. The study is limited to those whose primary role is in 

healthcare-academic instruction, and it aims to explore how their levels of burnout, perceived organizational 

support and psychological safety relate to their job satisfaction. The research is concerned only with full-time 

faculty members currently employed with at least 1 year of service during the academic year in which the study 

is conducted. 

The study will be conducted at Liceo de Cagayan University, Paseo del Rio Campus, where the majority of the 

university’s paramedical and healthcare academic programs are offered. This campus was selected as the study 

site because it houses the largest concentration of healthcare-related academic departments within the institution. 

The location provides a focused context in which the experiences and perspectives of healthcare academic 

faculty can be studied.  

The variables examined in this study include job satisfaction as the dependent variable, and burnout, 

psychological safety and perceived organizational support—as the independent variables. This study seeks to 

determine the relationship between the following independent variables and the overall job satisfaction of 

healthcare academic faculty. 

Definition of Terms 

The following terms are defined based on the context of the research variables. These include burnout, 

psychological safety, perceived organizational support, and job satisfaction, along with their respective sub 

variables. The definitions are presented to ensure that the readers interpret the terms consistently as they are 

applied in the study. 

Burnout a psychological syndrome experienced by healthcare educators as a response to prolonged occupational 

stress, reduced sense of personal accomplishments and emotional exhaustion.  

Benefits pertain to the indirect or non-monetary rewards provided by the institution to support the welfare of 

faculty members. These may include health insurance, leave entitlements, retirement plans, tuition discounts, 

and other institutional incentives that contribute to employees’ overall well-being. 

Depersonalization a psychological response where individuals develop a detached or impersonal attitude 

toward the people they work with, often as a coping mechanism in high-stress environments.  

Emotional Exhaustion a state of feeling emotionally overextended and drained by one's work, often resulting 

from excessive demands and prolonged stress in the workplace.  

Healthcare academic teaching professionals who are engaged in the instruction and academic service within 

healthcare-related programs in higher education institutions. These programs may include nursing, medical 

technology, pharmacy, physical therapy, radiologic technology and other allied health sciences.  

Interpersonal Risk-Taking an engagement in behaviors such as admitting mistakes, asking questions, or 

offering dissenting views in team settings, reflecting a sense of psychological safety in the organization.  
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Job Satisfaction the level of contentment an individual feels toward their job. It is treated as the dependent 

variable and is measured by how positively healthcare academic faculty perceive their current roles and 

responsibilities within their institution. 

Mutual Respect interactions characterized by mutual respect, dignity, and consideration among colleagues and 

leaders, contributing to a psychologically safe and inclusive workplace environment. 

Organizational Climate the overall work conditions and available resources perceived by employees within 

their academic workplace. It encompasses the level of support, recognition, autonomy, and fairness experienced 

by faculty members in their daily work environment.  

Organizational Transparency the degree to which an organization openly shares information regarding 

decisions, policies, and performance, fostering trust and alignment among healthcare faculties. 

Perceived Organizational Support (POS) the degree to which healthcare academic employees believe that 

their institution values their contributions and cares about their well-being. High levels of POS are expected to 

enhance job satisfaction and reduce burnout.  

Psychological Safety shared belief among healthcare faculty members that they can express ideas, raise 

concerns, and admit mistakes without fear of embarrassment, rejection, or punishment. A psychologically safe 

work environment fosters open communication, collaboration, and trust.  

Salary the direct financial compensation received by faculty members in exchange for their professional 

services. It includes the regular monthly pay or wage provided by the institution based on academic rank, 

workload, and teaching or clinical responsibilities.  

REVIEW OF RELATED LITERATURE AND STUDIES 

This chapter presents a comprehensive review of literature and empirical studies that support the current 

investigation on the predictors of job satisfaction among healthcare academic faculty. The discussions are 

organized around key constructs relevant to the study—burnout, psychological safety, perceived organizational 

support (P.O.S.), and job satisfaction. 

Burnout  

Below is the review of related literature on Burnout, focusing on its sub variables Emotional 

Exhaustion and Depersonalization. This section presents studies that explore how prolonged exposure to job 

stress, excessive workload, and insufficient resources contribute to the development of burnout among 

professionals, particularly in healthcare and academic settings. It also discusses how emotional fatigue and 

detachment from work can influence overall well-being and job performance. 

Surguladze (2018) mentioned in her study that burnout is a syndrome of extreme exhaustion and loss of work 

efficacy, which results from chronic occupational stress. It has become the focus of health and vocational 

research over the last three decades, due to its detrimental impact on human service providers and their clients. 

Burnout research has typically focused on professions such as medical doctors, nurses, social workers, 

psychologists, counselors, psychiatrists, and teachers.  

Educator burnout is a prevalent global issue adversely affecting productivity and contributing to elevated 

turnover rates, depression, and diminished personal accomplishments. Despite the relentless demands placed on 

educators, school systems often overlook collecting data from those directly impacted by burnout. teachers 

exhibit the highest levels of burnout when compared to other professionals in the social services sector. 

Historically, teachers have consistently faced elevated rates of “job strain,” which is a robust indicator of stress 

characterized by high demands and low control in their work (Mayes, 2024). Also Faculty often experience 

mental and cognitive decline when job demands appear overwhelming and trump their ability to cope in the 

teaching environment. When faculty dealing with job stress manifested the balance of work-related demands 

https://rsisinternational.org/journals/ijrsi
https://rsisinternational.org/journals/ijrsi
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND SCIENTIFIC INNOVATION (IJRSI) 

ISSN No. 2321-2705 | DOI: 10.51244/IJRSI |Volume XIII Issue III March 2026 

Page 1752 

www.rsisinternational.org 

 
 

    

 

and pressures appeared to be out of balance, negatively impacting a faculty's drive to meet job requirements as 

skills, knowledge, and capabilities declined with extreme opposition (Turley, 2022).  

Kinkade (2025) stated in her study that the use of adjunct faculty continues to grow in higher education 

institutions, many can factors linked to burnout but found an increased use of technology can foster collaborative 

social and professional development, and should be encouraged for online adjunct faculty. Finding that 

employees can prevent burnout by investing in resources (i.e., voicing ideas for improvement and taking charge) 

before burnout starts and stating that faculty need more attention to obtain the resources needed to be successful. 

Expanding on the concept of being mindful of the needed resources to prevent burnout in faculty. Moreover, 

there are reviews of existing literature highlights various methods used to mitigate burnout, such as relaxation 

techniques, physical wellness activities, and therapeutic interventions; however, their effectiveness has shown 

considerable variation. Despite numerous studies on burnout prevention, limited attention has been given to how 

faculty behaviors influence this phenomenon. Consequently, recent discussions emphasize the need to shift focus 

from solely enhancing individual resilience to examining institutional and faculty-related strategies that promote 

well-being and prevent burnout within academic settings. Exploring proactive approaches and supportive 

organizational practices becomes essential in understanding and addressing burnout more effectively (Wegert, 

2025).  

Emotional Exhaustion 

It has been observed that emotional exhaustion is a state of feeling emotionally worn out and drained due to 

accumulated stress from one’s personal or work life, or a combination of both. It is one of the signs of burnout 

(Cafasso, 2025). Teacher burnout is a chronic phenomenon that continues to be a main cause of teacher exodus 

in this 21st century. Teaching also can be an emotionally draining and physically exhausting profession if a 

teacher fails to handle burnout effectively. They are likely to experience poor quality student interaction, 

counterproductive instruction, increased absenteeism, which eventually leads to teacher attrition. Burnout is a 

precursor to teacher attrition (Rumschlag, 2017). In addition, feeling exhausted due to insufficient rest while 

working can result not only in long-term mental health problems but also in lower productivity. Overwhelmed 

and emotionally drained due to long working hours, experienced mental strain signs and need asynchronous 

workflows. Burnout and emotional exhaustion are negatively related to work engagement.  

Based on their study conducted by Costin et al., (2023) emotional exhaustion was associated with depression 

and anxiety symptoms among remote workers during the Covid-19 pandemic. Reduced social interactions and 

excessive workload negatively affect social and psychological health, leading to emotional exhaustion and 

increased burnout. In fact, Rink et al., (2023) indicate that challenging psychological symptoms such as 

depression share a positive relationship with burnout that can lead to emotional exhaustion.  There was also a 

study highlighted how emotional exhaustion and burnout are shaped by each teacher’s unique experiences during 

a disaster, emphasizing the deeply personal and individualized nature of these responses. The use of a mood 

meter during the interviews provided nuanced insights into how teachers internally processed their emotions, 

offering a clearer picture of the emotional toll caused by their working conditions (O’Toole, 2018). This deeply 

personal and situational nature of burnout mirrors the context within healthcare academic settings, where faculty 

members face complex challenges—such as dual roles in teaching and clinical practice, institutional pressures, 

and emotional labor.  

Just as the emotional well-being of teachers in crisis was found to influence their resilience and professional 

engagement, this current study considers how burnout and support structures can significantly affect job 

satisfaction among healthcare academic faculty.  It suggests that understanding faculty members' internal 

emotional responses and the organizational context in which they work is essential to fostering healthier, more 

sustainable academic environments. 

Depersonalization  

Depersonalization is defined as persistent or recurrent episodes of feeling detached or estranged from a sense of 

self and the world (Thomson & Jaque, 2018). In the study conducted by Schweden et al., (2018), 

depersonalization contributes to a higher intensity of safety behaviors and post-event processing among their 
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participants experiencing test anxiety. Their findings revealed that nearly half of the participants experienced 

moderate depersonalization symptoms, and these were significantly predicted by high levels of test anxiety and 

negative appraisals of those symptoms. While depersonalization is often viewed as a coping mechanism during 

stressful situations, the study highlights that it may become maladaptive when it reinforces anxiety-related 

patterns. Although depersonalization was not linked to actual performance, its role in maintaining test anxiety 

suggests its broader psychological impact, which may also be relevant in high-pressure professional 

environments like healthcare academe.  

Fardous and Afzal (2022) argue that emotionally exhausted teachers tend to withdraw from social activities and 

often become alienated from their surroundings, leading them towards depersonalization. They further defined 

depersonalization as a state of mind in which an individual keeps their distance from others and views others 

impersonally. It is the callous attitude of an individual with a detached response to others, feelings of aloofness, 

and an indifference towards people and work.  Faculty members in universities are potential candidates for 

burnout due to their interactions with numerous students, colleagues, and administrators. They are especially 

prone to experiencing burnout—particularly depersonalization. According to Dinibutun et al. (2020), 

depersonalization refers to an uncaring and negative attitude toward various aspects of the job, especially within 

the teaching environment. It is often associated with a lack of emotional and cognitive connection to one’s work. 

Faculty members who encounter this issues are more likely to have burnout; those with higher levels of burnout 

can display their intention toward turnover as well as poor job performance, and absenteeism. Moreover, Dres 

et al., (2023) stated that good relationships with colleagues, meaningful interactions with learners, and protected 

time for personal life were crucial for full-time university hospital faculty. On their findings, facilitated small-

group curriculum reduced depersonalization. 

Below is the review of related literature on Perceived Organizational Support (POS), focusing on its sub 

variables Organizational Climate and Organizational Transparency. This section presents studies that examine 

how employees’ perceptions of support, fairness, and open communication within the organization influence 

their attitudes and performance. It also highlights how a positive work environment and transparent management 

practices contribute to higher job satisfaction and reduced burnout. 

Perceived Organizational Support 

Support from supervisors coincides with practical instruction and how the administration in the universities 

chose to work with the academic departments and is often a primary determinate as to how faculty in higher 

learning institutions perform research and instructional duties and overcome the rigors of their job (Turley, 

2022).  Additionally, Employees have become the new customers of work and keeping employees feeling 

connected to organizations and each other is especially important.  Understanding ways of doing so is vital to 

organizational success. Interest in organizational resources and attributes associated with employee experience 

and work-related attitudes is growing (Bullard, 2022).   

Perceived Organizational Support (POS) often reflects the overall belief of employees that their organization 

values their contribution and cares about their well-being. Researchers frequently use the concepts of social 

exchange and the norm of reciprocity to explain why employees show positive behaviors toward their company, 

like loyalty, even when the company does not require those behaviors nor are the employees compensated for it. 

When an employee perceives they are receiving organizational support, they are more likely to feel good about 

the organization and the employer, which strengthens the relationship and makes them feel more obligated to 

return the favor through the norm of reciprocity concept.  Numerous research outcomes support the idea that 

POS should have a negative relationship with turnover intentions and a positive relationship with affective 

organizational commitment (Sanders, 2024). Moon (2025) also mentioned that a core theme emerges from the 

organizational support literature is the profound influence of Perceived Organizational Support (POS) on 

employee well-being and job satisfaction. This indicate that when employees perceive strong organizational 

support, their overall well-being is significantly improved, leading to higher levels of job satisfaction. Some 

researchers also introduced the concept of thriving, revealing a positive relationship between POS and employee 

work engagement, which ultimately enhances well-being. These findings emphasize the importance of POS in 

enhancing both employee well-being and job satisfaction, reinforcing the value of nurturing a supportive 

organizational environment. Likewise, Shaw (2025) mentioned in her study that some researchers correlated the 

https://rsisinternational.org/journals/ijrsi
https://rsisinternational.org/journals/ijrsi
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND SCIENTIFIC INNOVATION (IJRSI) 

ISSN No. 2321-2705 | DOI: 10.51244/IJRSI |Volume XIII Issue III March 2026 

Page 1754 

www.rsisinternational.org 

 
 

    

 

POS with teachers' performance as measured by their power of expression, knowledge of work, analytical ability, 

supervision and guidance, ability to make decisions, and work output. The study broke perceived organizational 

support into three components and found positive relationships between teachers' overall performance levels and 

the support components fairness and organizational reward and job conditions. Their findings, while applied to 

the educational population of teachers, did not consider similar application to principals. Moreover, Parker 

(2022) described Perceived organizational support (POS)  as the way an employee perceives how the 

organization values their work and cares about his or her well-being. High levels of POS cause employees to 

feel more fulfilled and aligned with the company goals and possess a strong obligation to assist the company in 

meeting its desired outcomes. They found that perceived organizational support has been shown to help 

employees manage the emotional requirements of their work. Thus, it appears that perceived organizational 

support may enhance employees' commitment to stay with the organization and reduce thoughts of turnover or 

turnover intentions.  

Organizational Climate 

The organizational climate represents the global impression of an organization and personal impact of the 

workplace atmosphere which affects the employees’ work behavior. It also has a great influence on the attitudes 

of employees as it relates to their sense of belonging and relationships in the workplace (Hall, 2025). It serves 

as a mediating factor in the interplay between school demographics and teacher attrition. The findings revealed 

that schools where teachers rated their working conditions as more satisfactory had lower attrition rates, even in 

schools with higher proportions of low-income students (Geiger & Pivarova, 2018). Unfavorable working 

conditions are associated with poor mental health and many studies show that teachers are at risk of this (Borelli 

et al., 2014).  

Additionally, teachers’ attitude about the volume of their work depends on the perceptions of specific features 

of their environments such as when the size of their classes is perceived to make unreasonable demands on the 

time required for preparation and marking. Excessive paper work and the burden of such non-teaching demands 

as hall monitoring and lunchroom supervision also add to teachers’ feelings of stress, reduce their morale and 

commitment to the school, and increase the likelihood of moving to another school because of decrease in job 

satisfaction (Liethwood & Mcadie, 2007).   

Taken as a whole, Yeh (2015) in his study, found that a strong main effects of job demands and resources on job 

satisfaction but weak interactions between them on job satisfaction. Japan, Taiwan and Korea share many 

determinants of job satisfaction, in particular, workplace relation is the most important determinant of job 

satisfaction in the three countries. In East Asia, the non-financial aspects of job quality have a greater effect on 

job satisfaction than the earning factor. The findings of this study further indicate that job resources (i.e., 

earnings, job content, and workplace relations) increase job satisfaction more than job demands (i.e., working 

hours, workloads, and work/family conflict) decrease job satisfaction. 

Organizational Transparency 

Transparency is an increasingly prominent area of research that offers valuable insights for organizational 

studies. It is associated with the sharing of information and the perceived quality of the information shared (Albu 

& Flyverbom, 2019).  As stated by Anant (2015), organizational efficiency and effectiveness significantly 

depend on the motivation, involvement and efforts of employees across all levels. Employee performance is 

affected by the quality of interpersonal communications within the organization. In his study found a positive 

relation between openness and the quality of interpersonal relationships within the organizations. He suggests 

that, within organizations, the quality of interpersonal relationships across the levels is influenced more by 

perceptions of openness than by the levels of trust between employees.  

For instance, there was a study conducted by Dehgani-Soltani et al., (2021) that showed transparent information 

has a significant positive effect on organizational trust and employee acceptance of change. There has been a 

growing interest in the jobs of leaders in the field of higher education institutions. Selection of expert leaders 

affects the growth and development of higher education institutions and is considered a key factor in achieving 

university standards and enhancing performance. Therefore, there should be a clear communication bridge 
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between the university and the administration sites to ensure the flow of information between them. This requires 

adopting an open system and applying a democratic approach to decision-making, following the scientific 

method of organization, taking into account functional specialization and dealing with its problems and problems 

of society (Al Shobaki et al., 2017). 

 In addition, research conducted by Hofman and Strobel (2020) that shows perceived transparency has significant 

positive effect on satisfaction with the current work based on the answers of over 1600 professors from the 

German Federal State (Bavaria), indicating that higher perceived transparency is associated with higher 

satisfaction with working conditions.  

Psychological Safety 

Psychological Safety serves as one of the main independent variables in this study, encompassing two sub 

variables—Respectful Interaction and Freedom to Speak Up.  

One of the findings of Walden (2025) defined psychological safety by likening it to brainstorming, where all 

ideas are welcomed without criticism or judgment. His study emphasized the importance of hearing from those 

directly involved in tasks or processes, as they possess the most relevant insights. Though Chung (2025) argued 

psychological safety generally found to be challenging to develop and maintain in virtual teams. It is important 

to note that, teachers who are psychologically safe in their work take feedback as a challenge to rise to instead 

of an insult. It is a level of comfort where people are engaged in with others while being vulnerable. Teachers 

who were satisfied with their work were less likely to withdraw and quit the profession (Andriaccio, 2025). 

Furthermore, a psychologically safe workplace allows employees to voice concerns about hazards without 

fearing retaliation. In a psychologically safe environment, employees feel comfortable raising concerns about 

workplace issues, leading to increased reporting of incidents and near misses. As a result, organizations can 

quickly identify potential workplace hazards and develop preventive measures against recurring problems. These 

prompt preventive measures ultimately contribute to a reduction in workplace incidents (Kpagniel, 2025).  

McClure (2025) also elaborated that if psychological safety can promote the necessary environment in schools 

to increase teacher retention and create a fertile place for the needed skills of innovation and risk-taking, among 

others then it seems more work should be put toward establishing the direct links between these factors.  In the 

end, his findings reinforced the idea that psychological safety, a construct historically applied in corporate and 

healthcare settings, holds substantial potential in educational contexts, particularly within high-need schools. 

The study highlighted that efforts to improve psychological safety are not just beneficial for individual teachers 

but have broader implications for school culture and stability. His research contributed to the field of educational 

leadership by offering evidence-based recommendations on how administrators and policymakers can create 

environments that support and retain teachers.  It emphasized the transformative potential of psychological 

safety, providing a clear message: creating a psychologically safe workplace is essential not only for teacher 

satisfaction but building resilient, high-performing schools.  Psychological safety in the workplace is influenced 

by individual perceptions of person-environment fit and trust, highlighting the need for understanding these 

relationships to foster a psychologically safe environment (Stonefish, 2019).  

Mutual Respect 

When we create a welcoming environment that is respectful, inclusive, and equitable, we ensure that all who 

practice it have every opportunity to be successful. If marginalized individuals and communities feel excluded 

and not welcome, it can reduce their productivity and career advancement (Thoenessen, 2020). Research by 

LaGree et al., (2023), shows that there was a significant positive relationship between job satisfaction and job 

engagement. Their study examined the relationship of respectful engagement, autonomous respect, and 

occupational resilience on job outcomes with their respondents of 1,036 U.S. young workers aged 21 to 34, 

employed full-time, revealed that the relationship of both respectful engagement and autonomous respect on job 

outcomes was positively mediated by occupational resilience, further substantiating the positive benefits of 

respectful communication on employees’ wellbeing and, ultimately, positive long-term business benefits. 

Nevertheless, many organizations, irrespective of their geographic location, are characterized by high power 

distance (e.g., uniformed services, health-care) and suffer from practices that tolerate incivility, especially when 
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the perpetrators are top performers and higher-ranking employees. Dealing with such challenges is not easy but 

is necessary, and they believe that lessons learned from addressing these issues can offer valuable insights to 

managers around the globe (Lim & Yao, 2021).   

Though the collaboration and teamwork highlight information sharing between occupational groups as central 

to tailoring primary care to the needs of patients' healthcare practice. Some literatures tend to employ a variety 

of sub-concepts (e.g. shared/team goals, mutual acquaintanceship, connectivity, information exchange, decision 

making) as constitutive parts of teamwork and collaboration are central to cooperation between occupational 

groups (DiCicco-Bloom, 2016).  Therefore, Gerpott et al., (2020) states that the success of organizations is tied 

to employees’ motivation to engage in knowledge sharing, defined as the “act of making knowledge available 

to others within the organization”. Their research has demonstrated that knowledge sharing can improve 

important outcomes, such as decision-making, innovation, and performance. The valuable and specialized 

knowledge resides within the minds of individual employees, who share knowledge with others to enable 

collective utilization of the available informational resources.  

Interpersonal Risk Taking  

It is a belief that risk-taking is a stable personality trait, often referred to as risk attitude or risk preference. The 

belief implies that a given individual will take similar risks across a range of situations and that some people 

will be more risk-averse (or more risk-seeking) across situations than others (Figner & Weber, 2015). It is the 

conscious choice to be vulnerable in social interaction, accepting the potential for negative social or emotional 

consequences. To illustrate, in a study by Hübner and Pfost, (2024), there were 381 university students involved 

across 38 seminars. They examined how ART varied by seminar group and teaching quality. The findings 

highlight ART’s potential benefits for learning, as it encourages students to operate in Vygotsky’s zone of 

proximal development, fostering skills like resilience, self-agency, and purposeful communication.  

ART means Academic Risk Taking, it refers to constructive, socially acceptable behaviors in which individuals 

risk making errors or appearing less competent in front of others, such as contributing uncertain answers during 

discussions or seeking feedback on incomplete work.  In higher education contexts, ART parallels the workplace 

construct of interpersonal risk taking, where individuals openly share ideas, voice concerns, or admit mistakes 

despite uncertainty, contributing to collective growth and innovation. In the context from the study of Michailidis 

and Banks (2016). They identify mechanisms by which burnout leads to risky decision-making, their findings 

suggest that employees’ sense of professional inefficacy determines their risky decision-making. By displaying 

overconfident behavior, a person could retain their high rank, even after group members learned this person was 

less capable than their behavior suggested. Given this, they further explained that the act of taking a risk at 

work—independent of outcome—could cause risk-takers to be perceived more positively by observers than risk-

avoiders. These positive perceptions could, in turn, produce positive workplace outcomes even in the event of 

failure (Fisk & Overton, 2020). Overall, there were significant relationships among risk taking behavior and job 

satisfaction of different professionals, in which highly satisfied workers will be able to take risks in their assigned 

jobs (Saha et al., 2017).  

Job satisfaction 

Satisfaction is an evaluative term that describes an attitude of liking or disliking. Hence, job satisfaction is a 

positive emotional state resulting from work appraisal of one’s job experience (Danish, 2010).  It is also said 

that job satisfaction has been a matter of growing interest for the individuals concerned with the quality of 

working life and organizational efficiency. It is a function of the perceived relationship between what one expects 

and obtains from one's job and how much importance he or she attributes to it (Saha et al., 2017). That said, the 

results from the study of Harrison et al., (2023) suggest that teachers' job satisfaction and the quality of 

classroom-level relationships may be important for positive instructional outcomes.  

While schools focus on student outcomes, they should also address teachers' job satisfaction and priorities the 

importance of relationships between teachers and students in classrooms. Because of this burnout symptoms will 

have many wide-ranging consequences for teachers. Some studies showed that burnout is associated with lower 

levels of job commitment and worse physical and mental health, and may cause reduced effectiveness of 
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classroom practices and actual absence from the classroom (Madigan & Kim, 2021).  Robinson et al., (2019) 

indicated in their study that there was a statistically significant relationship between job satisfaction and burnout 

among education teachers. This is parallel to a study related to the healthcare academe, as it also examines 

whether there is a significant relationship between burnout and job satisfaction among higher education 

institutions offering healthcare programs.  

A research by Zumrah and Boyle (2015), shows that the role of perceived organizational support (POS) and job 

satisfaction on the effectiveness of transfer of training in the workplace has begun to receive attention among 

recent studies. However, there is still limited understanding of how these factors may work together to affect the 

transfer of training.Their findings show that job satisfaction plays an essential role as a mediator in the 

relationship between POS and transfer of training. When the faculty members are more supported by universities, 

they can actually participate in the process of planning and setting goals for the organization. As a result, more 

achievements would be achieved in the organizations. There is a direct relationship between perceived 

organizational support and job satisfaction which is in agreement cited by Afif (2018).  

Based on the theories of organizational behavior management, jobs could be done more efficiently if support by 

the organization is well performed. A safe environment is a critical factor to achieve job satisfaction. When 

employees feel safe, learning occurs more quickly, peers rely on each other, and team performance improves. 

Trust in peers and management influences psychological safety development. Therefore, understanding the role 

of psychological safety and trust in the development of engaged employees is essential (Mitterer, D. & Mitterer, 

H., 2023).  Moreover, existing studies reported that the psychological safety of employees enhances their level 

of job satisfaction. When an employee feels psychological safety in an organization, he or she may feel protected 

and valued by the organization. Considering that the quality of the relationship with their colleagues or 

organization is an important factor that determines their overall job satisfaction, those kinds of positive feelings 

toward the organization are likely to increase the level of job satisfaction (Kim, M. & Kim, B., 2020). All in all, 

studies have explored job satisfaction among university faculty and have proven that job satisfaction can be used 

to mediate workload, performance, organizational commitment (Chen, 2023).   

Furthermore, this study aligns with several international standards that emphasize people-centered management 

and organizational well-being. The ISO 10018:2020 (Quality Management – People’s Engagement) highlights 

the importance of fostering employee involvement, motivation, and empowerment as essential elements in 

achieving organizational success. Similarly, the ISO 30414:2018 (Human Capital Reporting) underscores the 

value of measuring and managing human capital by promoting transparency, accountability, and data-driven 

decisions that enhance employee experience and satisfaction. In addition, the ISO 45003:2021 (Occupational 

Health and Safety Management – Psychological Health and Safety at Work) provides guidelines for managing 

psychosocial risks in the workplace, ensuring that employees’ mental well-being is protected and supported. 

Collectively, these standards reinforce the premise of this study that promoting psychological safety, 

organizational support, and overall employee well-being contributes significantly to job satisfaction, especially 

in the context of healthcare academia. 

Benefits Satisfaction 

Benefits satisfaction refers to an employee's contentment with the benefits offered by their employer, such as 

health care, paid time off, and professional development, and leads to increased employee satisfaction, higher 

productivity, better retention rates, and a more positive workplace culture. Employees perform at their best when 

they are happy at work and feel like their feedback is being met with action and accountability.  When employees 

are satisfied at their company, they are more likely to perform at a higher level, contribute positively to business 

outcomes, and be engaged at work (Radley, 2025).  However, Vasquez (2025) cited in his study that constructed 

job satisfaction included security, promotion opportunities, recognition, the participant's supervisor, ability to 

use all skills in the job, loyalty, and career advancement. Over 51% of U.S. workers noted positive job 

satisfaction, and over 62% were satisfied with their supervisory relationships. With only just over a third of 

workers were satisfied with their salaries and opportunities for promotion, and 44% were satisfied with the 

opportunity for additional training. This only proves that not all employee’s job satisfaction were happy with 

employer’s benefits. Nevertheless, the impact of benefits and incentives satisfaction were found to have an 

impact towards job satisfaction (Jaworski et. al., 2018).   
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Barber et al., (1992) pointed out that if flexible benefits (or other benefit innovations) influence employee 

behaviors, they likely do so through their impact on benefit satisfaction. Thus enhanced benefit satisfaction may 

be a prerequisite for other outcomes. As job satisfaction is frequently viewed as the sum of satisfaction with a 

number of independent job elements, such as pay, promotions, and working conditions. More recently, 

researchers have argued that pay satisfaction can be subdivided into independent elements such as satisfaction 

with benefits, pay level, pay administration, and pay structure supported the existence of the benefit satisfaction 

dimension. Also, a study conducted among employees in Spanish firms revealed that satisfaction with employee 

benefits significantly contributes to the development of perceived organizational support (POS). Grounded in 

social exchange theory and organizational support theory, the research demonstrated that when employees 

perceive their benefits—such as compensation, incentives, and welfare programs—as fair and well-

administered, they are more likely to feel valued and supported by their organization. This sense of support, in 

turn, strengthens organizational commitment and reduces turnover intentions. Specifically, the study found that 

satisfaction with benefit determination and administration influences employees’ intention to remain in their 

workplace through the mediating role of POS and commitment. These findings align with the present study’s 

focus, highlighting how benefit satisfaction can enhance perceived organizational support, which may ultimately 

improve faculty well-being and job satisfaction in healthcare academic institutions (De la Torre-Ruiz et. al, 

2019).   

Salary Satisfaction 

Loomis (2025) confirmed that compensation, in instance, salary, is a large consideration for employees when 

examining whether to remain with an employer or separate. His research supports that most employees are 

motivated to increase their effort at work because of the perceived reward provided by the organization regarding 

salary. Other research’s findings also reveal that salary satisfaction, irrespective of actual salary levels, 

significantly enhances teacher retention. High job satisfaction and support from administrators  further contribute 

to lower attrition rates, while overwhelming job demands and insufficient support are closely associated with 

burnout and increased departures (Alberts, 2024).  Also one study indicated that among novice teachers who 

work at high-poverty urban public schools in the United States, there were statistically significant relationships 

between salary satisfaction  and teachers’ decisions to remain in the profession for as long as possible. This 

indicates that while salary satisfaction did contribute to teacher attrition, their findings found that principal 

support and cooperation among peers did not (Ziegler, 2025).  

Although salary satisfaction is often seen as an advantage for increasing teacher retention, Siddique (2025) found 

that there is no statistically significant relationship between teacher salary and teacher retention in online 

alternative learning environments. Their study included motivation as a drive for teacher’s determination to 

achieve their performance goal outcomes and return to working in the online when their goals are achieved, even 

if they are12 dissatisfied with their salary. There are also several studies that support this topic. For 

instance, Babcock (2024) mentioned in his study that the issue of adjunct faculty salary remains a constant topic 

of interest, particularly regarding its influence on job satisfaction. However, in the present study, which focuses 

on full-time healthcare academic faculty, it is yet to be determined how salary satisfaction affects their overall 

job satisfaction as educators. 

METHODOLOGY 

This chapter presents the research methodology employed in the study, outlining the systematic procedures used 

to investigate the relationships of burnout, psychological safety, and perceived organizational support as 

predictors of job satisfaction in healthcare academia. It details the research setting, research design, participants 

and sampling procedure, research instruments, validity and reliability of the instruments, data gathering 

procedure and statistical technique.  By establishing a clear methodological framework, this chapter ensures that 

the study is conducted with rigor, validity, and reliability, thereby providing a sound basis for the interpretation 

of results in the succeeding chapter.  

Research Setting 

The study will be conducted at the Paseo del Rio Campus in Macasandig, Cagayan de Oro City. It is a newly 

established campus intended for various health-related programs and was actively being constructed by mid-

https://rsisinternational.org/journals/ijrsi
https://rsisinternational.org/journals/ijrsi
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND SCIENTIFIC INNOVATION (IJRSI) 

ISSN No. 2321-2705 | DOI: 10.51244/IJRSI |Volume XIII Issue III March 2026 

Page 1759 

www.rsisinternational.org 

 
 

    

 

2017, likely becoming operational shortly thereafter. This campus will serve as the primary research site because 

it houses the institution’s paramedical and allied health programs, which are directly related to the respondents 

of this study. Its location provides an ideal setting for exploring the experiences of healthcare faculty members.  

The campus accommodates faculty members who are actively involved in teaching healthcare-based programs, 

the Nursing, Medical Technology, Pharmacy, Rehabilitation Science and Radiologic Technology. These faculty 

members will serve as the main respondents of the study since they are at the forefront of healthcare academia, 

where challenges such as burnout, psychological safety, perceived organizational support, and job satisfaction 

are most evident.  

Figure 5 

 

Research Design 

This study utilized a cross-sectional descriptive-correlational design, which limits the ability to establish causal 

relationships and temporal directionality among the variables. Although regression analysis identified predictors 

associated with job satisfaction, it cannot confirm whether burnout causes lower job satisfaction or vice versa. 

The study also relied solely on self-reported survey data, which may be affected by common method bias, social 

desirability, and response fatigue. Furthermore, since the study was conducted in a single private higher 

education institution with a relatively small sample of 96 full-time healthcare academic faculty members, the 

findings may have limited generalizability to other institutional settings or faculty populations. 

Weighted mean and standard deviation were also used to describe and evaluate the relationships between 

burnout, psychological safety, perceived organizational support, and job satisfaction among faculty members in 

healthcare academia. This approach will help in identifying patterns and relationships that may contribute to a 

deeper understanding of the factors influencing job satisfaction. Thus, this design will enable the study to explore 

not only the prevalence of burnout and its effects but also how psychological safety and organizational support 

may mitigate its impact on job satisfaction.  

Participants and Sampling Procedure 

Given the relatively small population (N=96), the preferred approach will be total enumeration sampling 

procedure—that is, all eligible full-time faculty members will be invited to participate. Total enumeration 

sampling is a research method where the entire population of interest is included in the study. This approach 

ensures that every member of the population is represented, eliminating sampling bias and providing 

comprehensive insights into the group (Steffy, n.d.). Conducting a census will maximize statistical power, avoid 

sampling error, and ensure representation from programs with small headcounts, such as the allied health 

programs with only eight to ten full-time faculty members. 
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The study will involve full-time faculty members teaching healthcare programs at the Paseo del Rio Campus, 

Macasandig, Cagayan de Oro City. After obtaining permission from the Human Resource Office to access the 

detailed number of respondents, the accessible population will consist of 96 faculty members distributed as 

follows: College of Nursing (n=61), College of Rehabilitation Science (n=9), College of Pharmacy (n=8), 

College of Medical Laboratory Science (n=10) and College of Radiologic Technology (n=8). 

Research Instruments 

The study made use of self-administered, standardized questionnaires to collect data from respondents. While 

these instruments were appropriate for measuring the constructs of interest, the use of self-reported responses 

may introduce response-related biases such as social desirability, common method bias, and respondent fatigue. 

Nevertheless, the instruments were adopted from established sources and were selected for their relevance and 

prior validation in related studies. 

Part 1 will determine the demographic profile of the respondents.  

Part 2 will measure the level of burnout among healthcare academic faculty members. This section will consist 

of 14 items; with 9 items are for the sub-variable emotional exhaustion and 5 items for depersonalization.  

Part 3 will measure the level of perceived organizational support (POS) of the respondents. It will also consist 

of 22 items, including 6 items for the sub-variable organizational transparency and 16 items for organizational 

climate.  

Part 4 will measure the level of psychological safety of the respondents.  This section icludes 12 items, with 5 

items allotted for interpersonal risk-taking and 7 items for mutual respect.  

Part 5 will measure the level of job satisfaction among the respondents. This section consists of 9 items, 5 items 

for the sub-variable satisfaction with salary and 4 items for satisfaction with benefits. 

Scores will then be computed using mean and standard deviation for the second up to 

fifth research question of the study. Scale range will use in all variables of the study. “Strongly Agree” will have 

a score from 4.51 – 5.00, “Agree” with a scale range from 3.51 – 4.50, “Neutral” with a range of 2.51 – 3.50; 

“Disagree” with a scale range from 1.51 – 2.50 and “Strongly Disagree” with a scale range from of 1.00 – 1.50. 

Level of Burnout 

Emotional Exhaustion 

Scale Range Descriptive Rating Rating level            

  5 4.51 – 5.00 Strongly Agree Very High        

  4 3.51 – 4.50 Agree High                  

  3 2.51 – 3.50 Neutral Moderate             

  2 1.51 – 2.50 Disagree Low                  

  1 1.00 – 1.50 Strongly Disagree Very Low              

Depersonalization 

Scale Range Descriptive Rating Rating level            

  5 4.51 – 5.00 Strongly Agree Very High           
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  4 3.51 – 4.50 Agree High                 

  3 2.51 – 3.50 Neutral Moderate            

  2 1.51 – 2.50 Disagree Low                   

  1 1.00 – 1.50 Strongly Disagree Very Low            

Level of Perceived Organizational Support 

Organizational Transparency 

 Scale Range Descriptive Rating Rating level              

     5 4.51 – 5.00 Strongly Agree Very High       

      4 3.51 – 4.50 Agree High            

      3 2.51 – 3.50 Neutral Moderate         

      2 1.51 – 2.50 Disagree Low              

      1 1.00 – 1.50 Strongly Disagree Very Low         

Organizational Climate 

Scale Range Descriptive Rating Rating level                       

   5 4.51 – 5.00 Strongly Agree Very High             

   4 3.51 – 4.50 Agree High                   

   3 2.51 – 3.50 Neutral Moderate               

   2 1.51 – 2.50 Disagree Low                     

   1 1.00 – 1.50 Strongly Disagree Very Low              

Level of Psychological Safety 

Mutual Respect 

  Scale Range Descriptive Rating Rating  

     5 4.51 – 5.00 Strongly Agree Very High           

      4 3.51 – 4.50 Agree High              

     3 2.51 – 3.50 Neutral Moderate            

     2 1.51 – 2.50 Disagree Low                  

      1 1.00 – 1.50 Strongly Disagree Very Low            
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Interpersonal risk-taking 

    Scale Range Descriptive Rating Rating level                          

       5 4.51 – 5.00 Strongly Agree Very high                

       4 3.51 – 4.50 Agree High                     

       3 2.51 – 3.50 Neutral Moderate                 

       2 1.51 – 2.50 Disagree Low                      

       1 1.00 – 1.50 Strongly Disagree Very Low                  

Level of Job Satisfaction  

     Scale Range Descriptive Rating Rating level               

         5 4.51 – 5.00 Strongly Agree Highly Satisfied 

         4 3.51 – 4.50 Agree Satisfied 

         3 2.51 – 3.50 Neutral Neutral/Moderately satisfied 

         2 1.51 – 2.50 Disagree Dissatisfied 

   1    1.00 – 1.50 Strongly Disagree Highly dissatisfied 

Validity and Reliability of the Instruments 

Reliability in research refers to the degree to which an instrument yields consistent and reproducible results. A 

study is considered reliable when it can be repeated under similar conditions and produce comparable outcomes 

(Caroll, 2023). Reliability may be assessed across time or across different samples, ensuring that the 

measurement tools used are stable and dependable. This study utilized adopted questionnaires developed by four 

different authors, each with previously established reliability (see appendix C).  

The burnout scale employed in this study was adopted from the instrument of Ceballo-Hernandez (2025). To 

assess its internal consistency, the researcher referred to the Cronbach’s Alpha interpretation criteria cited in 

Dalyanto (2021), where values ranging from 0.00–0.20 indicate poor reliability, 0.20–0.40 fair reliability, 0.40–

0.60 acceptable reliability, 0.60–0.80 good reliability, and 0.80–1.00 very good reliability. Based on these 

criteria, the Professional Quality of Life scale (ProQOL) tool reported a total reliability coefficient of 0.78, 

indicating good reliability. Specific subscales of the MBI-ES also demonstrated acceptable to good internal 

consistency, with emotional exhaustion yielding a reliability coefficient of 0.68 and depersonalization yielding 

0.53. These values confirm that the adopted burnout instrument possesses sufficient internal consistency for 

measuring burnout among faculty members. 

For the independent variable, perceived organizational support (POS), the questionnaire items were adopted 

from the study of Aranas (2016), which evaluates different dimensions of organizational support. Reliability 

testing was conducted through a pilot test with 30 participants who were not included in the final sample. 

Analysis using SPSS produced a Cronbach’s alpha of 0.772, indicating acceptable internal consistency of the 

instrument. 

The psychological safety scale, another independent variable, was adopted from the study of Alongge (2024), 

who utilized the validated Psychological Safety Inventory (PSI) originally developed by Plouffe et al. (2023). 

While the complete PSI consists of 30 items across five domains, the present study selected 12 items specifically 
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aligned with the subvariables interpersonal risk-taking and mutual respect. Items 1–5 correspond to interpersonal 

risk-taking, while items 6–12 reflect mutual trust and respect. These items have been previously validated and 

exhibit established reliability, supporting their suitability for use in this research. 

For the dependent variable, job satisfaction, this study adopted items from the instruments reported in the study 

of Vasquez (2025). The job satisfaction subscale demonstrated a high reliability coefficient of 0.874. 

Additionally, the subscales adapted from Smerek and Peterson (2007), which include satisfaction with salary 

and satisfaction with benefits, showed Cronbach’s alpha values of 0.833 and 0.840, respectively. These values 

indicate very good internal consistency. Since these same subscales are used in the current study, they provide 

strong evidence that the measures for assessing satisfaction with compensation-related aspects are reliable and 

appropriate for evaluating job satisfaction among faculty respondents. 

Overall, the reliability evidence from the original authors confirms that each adopted instrument demonstrates 

acceptable to very good levels of internal consistency, validating their use in this study. 

Data Gathering Procedure 

This study employed a cross-sectional descriptive-correlational research design, which allowed the researcher 

to examine the relationships among burnout, psychological safety, perceived organizational support, and job 

satisfaction at a single point in time. However, this design limits the ability to establish causality or temporal 

directionality among the variables. Likewise, the study was unable to capture changes in faculty experiences 

over time, including possible variations related to workload cycles or academic demands across different periods. 

To ensure strict adherence to the approved research protocol, the administration of the research instruments will 

be conducted personally by the researcher. Prior to data collection, formal letters of request will be submitted to 

the Deans of each paramedical program and to the university administration of Liceo de Cagayan University, 

seeking permission to conduct the study among eligible healthcare faculty members at the institution. Data 

collection will commence only after approval has been granted by the Research Ethics Board (REB), ensuring 

that the study complies with established ethical standards and institutional research guidelines. The inclusion 

criteria for participation are healthcare academic faculty members who are currently employed at this institution, 

actively engaged in teaching and/or clinical supervision, and willing to provide informed consent. Faculty 

members who are on extended leave during the data collection period or who do not consent to participate will 

be excluded from the study. Participation is entirely voluntary, and respondents may withdraw from the study at 

any time without penalty or effect during on their employment, professional standing, or access to institutional 

services. If a participant chooses to withdraw, their responses will be excluded from the data analysis.  

A cover letter and informed consent form will accompany the survey questionnaire, clearly explaining the 

purpose of the study, the procedures involved, and the rights of the participants. The informed consent 

emphasizes transparency by informing participants of the study’s objectives, expected duration, potential risks 

and benefits, and the intended use of the data. Participants will be given sufficient time to review the consent 

form and may ask questions before deciding whether to participate. Confidentiality and privacy will be strictly 

maintained throughout the research process. No identifying information, such as names or employee numbers, 

will be recorded on the questionnaires. Each completed survey will be assigned a code number solely for data 

analysis purposes. Only the principal investigator will have access to the raw data. The data protection plan 

ensures that all collected information will be used exclusively for academic research purposes and will not be 

shared with employers, administrators, or third parties. Aggregated results will be reported to prevent 

identification of individual respondents or departments. The survey questionnaires will be distributed in person 

with clear and concise instructions, allowing respondents to complete them at their convenience. Completion of 

the questionnaire is expected to take approximately 10–15 minutes. There are no follow-up interviews, focus 

group discussions, or additional data collection activities required after submission of the questionnaire. This 

study involves minimal risk to participants. Some questions address work experiences, stress, exhaustion, 

perceptions of organizational support, and job satisfaction, which may cause mild discomfort or emotional 

unease. Participants are informed that they may skip any question they find uncomfortable and may discontinue 

participation at any point without consequence. There are no incentives, payments, or compensation provided 

for participation, as involvement does not result in any financial expense to the respondents. 
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The anticipated benefits of the study include contributing to a better understanding of faculty well-being within 

healthcare academia, which may inform institutional policies, faculty development programs, and organizational 

support mechanisms. While participants may not receive direct personal benefits, the findings may help improve 

working conditions, promote psychological safety, and enhance job satisfaction among faculty members. At the 

community and institutional level, the results may support evidence-based initiatives aligned with quality 

assurance and ISO accreditation requirements, particularly in assessing job satisfaction among faculty members. 

Once data collection is complete, the gathered data will be carefully reviewed, encoded, and analyzed using 

appropriate statistical tools. The results will be disseminated through the researcher’s master’s thesis and may 

be shared in academic presentations or publications, with all identifying information removed. Participants will 

be informed that the study findings may contribute to broader academic and professional discussions while 

maintaining confidentiality and ethical integrity. 

To minimize potential response bias and ensure ethical rigor, respondents were informed that their participation 

was entirely voluntary and that their responses would remain anonymous and confidential. No identifying 

personal information was collected, and participants were assured that their responses would be used solely for 

academic and research purposes. These measures were intended to encourage honest responses and reduce the 

influence of social desirability during data collection.  

Statistical Techniques 

Data for this study will be collected through a survey instrument and analyzed using the Statistical Package for 

the Social Sciences (SPSS). The mean and standard deviation will be used to address Problems 1, 2, 3, and 4. 

The mean provides a central value but no information about where it came from. According to Livingston (2004), 

to be meaningful, there must also be a measure of the data sets dispersion. The simplest representation of 

dispersion is the mean difference, i.e., the sum of differences between each value and the arithmetic mean. Given 

that the mean represents the true center and that there are an equal number of values higher and lower than the 

mean, the mean difference is always zero. 

For Problem 5, the Pearson Product-Moment Correlation will be employed to determine the significant 

relationship between job satisfaction and the independent variables: burnout, perceived organizational support, 

and psychological safety. Pearson’s product moment correlation coefficient (more commonly Pearson’s r) tends 

to underestimate correlations that exist in the underlying population. The use of Pearson’s r as the classical 

measure for correlation is widespread in ecology, where manipulative experiments are impractical across the 

large spatial scales concerned (Humphreys et al., 2019).   

For Problem 6, The researchers will select few faculties to interview for what are the influencing factors affecting 

job satisfaction in healthcare academic programs.  

Presentation, Analysis, And Interpretation of Data 

This chapter presents the analysis and interpretation of the data collected from the healthcare academic faculty 

of Liceo de Cagayan University regarding burnout, perceived organizational support, psychological safety, and 

job satisfaction. The data were analyzed using descriptive statistics such as mean and standard deviation to 

determine the level of each variable. Pearson Product–Moment Correlation was used to determine the significant 

relationship between job satisfaction and the independent variables, while multiple regression analysis was 

utilized to identify which variables significantly predict job satisfaction. 

Problem 1. What is the level of burnout among healthcare academic faculties in terms of: 

1.1.  Emotional Exhaustion 

1.2. Depersonalization 
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Table 1 Emotional Exhaustion 

Indicators Mean Standard 

Deviation 

Interpretation Verbal Interpretational 

1. I feel emotionally drained from my work. 2.750 1.056 Neutral Moderately exhausted 

2. I feel used up at the end of the workday.  2.688 1.089 Neutral Moderately exhausted 

3.I feel tired when I get up in the morning and 

have to face another day on the job. 

2.771 1.269 Neutral Moderately exhausted 

4. Working with people all day is really a strain 

for me. 

2.396 1.218 Disagree Low level of emotional 

exhaustion 

5. I feel burned out from my work. 2.563 1.141 Neutral Moderately exhausted 

6. I feel frustrated by my job.  2.406 1.210 Disagree Low level of emotional 

exhaustion 

7. I feel I’m working too hard on my job.  2.406

  

1.210 Disagree Low level of emotional 

exhaustion 

8. Working with people directly puts too much 

stress for me. 

2.375 1.207 Disagree Low level of emotional 

exhaustion 

9. I feel like I’m at the end of my rope. 2.208 1.239 Disagree Low level of emotional 

exhaustion 

Total Mean 2.531 1.055 Neutral  Moderately exhausted 

Legend:   Scale       Range           Descriptive Rating       Rating level            

    5        4.51 – 5.00      Strongly Agree               Very High       

    4        3.51 – 4.50          Agree                           High                  

   3        2.51 – 3.50          Neutral                       Moderate             

    2        1.51 – 2.50         Disagree                        Low                  

   1        1.00 – 1.50       Strongly Disagree          Very Low              

Table 1 presents the level of emotional exhaustion among healthcare academic faculties based on the indicators. 

The overall mean score of 2.531 (SD=1.055) indicates a moderate level of emotional exhaustion among 

respondents. This suggests that faculty members sometimes experience emotional fatigue related to their work, 

but it is not consistently severe. 

Among the indicators, the statement “I feel tired when I get up in the morning and have to face another day on 

the job” obtained the highest mean score of 2.771 (SD=1.269). This finding indicates that healthcare academic 

faculty members moderately experience anticipatory fatigue, reflecting the emotional demands and 

psychological preparation required to perform their professional responsibilities. This suggests that the daily 

workload and job expectations may contribute to feelings of tiredness even before the workday begins.  

Meanwhile, the indicator, “I feel like I’m at the end of my rope” obtained the lowest mean score of 2.208 

(SD=1.239), indicating that respondents generally do not frequently experience extreme emotional exhaustion 
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or feelings of being completely overwhelmed. This suggests that although faculty members experience moderate 

emotional strain, they are still able to maintain emotional resilience and cope with work-related stress.  

The moderate level of emotional exhaustion suggests that healthcare academic faculty are experiencing 

noticeable levels of stress and emotional fatigue. If left unaddressed, emotional exhaustion may lead to decreased 

teaching effectiveness, reduced motivation, and lower job satisfaction. This highlights the importance of 

strengthening organizational support systems and promoting psychological safety, as these resources can 

mitigate burnout and improve faculty well-being.  

Emotional exhaustion refers to a condition where individuals feel emotionally overextended and fatigued due to 

prolonged exposure to work stressors In healthcare academic settings, faculty members carry dual roles 

involving academic instruction and clinical supervision, which increases emotional strain and vulnerability to 

burnout. This finding is consistent with Cafasso (2025), who stated that emotional exhaustion is a key component 

of burnout caused by prolonged stress and excessive job demands. Similarly, Costin et al. (2023) found that 

emotional exhaustion results from excessive workload and reduced social support, which negatively affects 

psychological well-being and job performance. Furthermore, Turley (2022) explained that faculty members 

often experience emotional exhaustion when job demands exceed available coping resources, resulting in 

decreased motivation and productivity. This aligns with the Job Demands–Resources Model, which states that 

excessive demands increase burnout when not balanced with adequate resources such as organizational support 

and psychological safety.  

Table 2 Depersonalization 

Indicators Mean Standard 

Deviation 

Interpretation Verbal Interpretational 

1. I feel I treat some students as if they were 

impersonal objects. 

2.125 1.088 Disagree Low level of depersonalization 

2. I’ve become more callous toward people 

since I took this job.  

2.281 1.102 Disagree Low level of depersonalization 

3. I worry that this job is hardening me 

emotionally. 

2.302 1.162 Disagree Low level of depersonalization 

4. I don’t really care what happens to some 

students. 

2.000 1.016 Disagree Low level of depersonalization 

5. I feel students blame me for some of their 

problems.  

2.292 1.169 Disagree Low level of depersonalization 

Total Mean 2.200 0.983 Disagree Low level of depersonalization 

Legend:   Scale       Range           Descriptive Rating       Rating level            

    5        4.51 – 5.00      Strongly Agree               Very High       

    4        3.51 – 4.50          Agree                           High                  

   3        2.51 – 3.50          Neutral                       Moderate             

    2        1.51 – 2.50         Disagree                        Low                  

   1        1.00 – 1.50       Strongly Disagree          Very Low              
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Table 2 presents the level of depersonalization among healthcare academic faculties based on the five indicators 

above. The overall mean score of 2.200 (SD=0.983) indicates a low level of depersonalization among the 

respondents. This suggests that healthcare academic faculty members generally maintain a positive and 

professional attitude toward their students and do not frequently detached or impersonal responses in their work. 

Among the indicators, the statement “I worry that this job is hardening me emotionally” obtained the highest 

mean score of 2.302 (SD= 1.162). This finding indicates that respondents occasionally experience emotional 

hardening because of their professional responsibilities. This may reflect the emotional demands of teaching and 

managing students, which can sometimes lead faculty members to develop emotional distance as a coping 

mechanism. Meanwhile, the indicator “I don’t really care what happens to some students” obtained the lowest 

mean score of 2.000 (SD=1.016), indicating that the respondents rarely develop indifferent attitudes toward their 

students. This suggests that faculty members continue to demonstrate concern and responsibility for student 

outcomes, reflecting their professional commitment and ethical responsibilities as educators.  

The moderate level of depersonalization suggests that faculty members sometimes experience emotional 

distancing from their work. This may reduce teaching effectiveness, collaboration, and overall job satisfaction. 

This finding emphasizes the need for institutional interventions that promote psychological safety and 

organizational support to prevent burnout and improve faculty engagement.  

Depersonalization refers to a psychological state where individuals develop emotional detachment and 

impersonal attitudes toward their work and colleagues. This detachment often occurs as a coping mechanism in 

response to prolonged occupational stress. This finding supports the study of Fardous and Afzal (2022), who 

stated that emotionally exhausted teachers tend to withdraw socially and develop detached attitudes toward their 

work. Similarly, Dinibutun et al. (2020) found that faculty members experiencing burnout often demonstrate 

reduced emotional connection with their work, which negatively affects job satisfaction and performance. 

Moreover, Thomson and Jaque (2018) described depersonalization as a coping response to stress, but prolonged 

detachment can negatively affect professional relationships and job engagement.  

Overall, healthcare academic faculty experienced moderate levels of burnout in terms of emotional exhaustion 

and depersonalization. These findings confirm that healthcare academic faculty are exposed to moderate 

occupational stress, consistent with literature stating that healthcare educators are highly vulnerable to burnout 

due to their demanding roles. According to Surguladze (2018), burnout is common among healthcare 

professionals due to prolonged occupational stress, and if not addressed, it can negatively affect job satisfaction 

and organizational effectiveness. 

Problem 2. What is the level of perceived organizational support among healthcare academic faculties in 

terms of:  

2.1. Organizational Transparency 

2.2. Organizational Climate 

Table 3 Organizational Transparency 

Indicators Mean Standard 

Deviation 

Interpretation Verbal Interpretational 

1. Policies and administration are well-

defined and properly delegated. 

3.500 1.114 Neutral Moderate level of perceived 

transparency 

2. Instructions are properly disseminated to 

employees.  

3.552 1.025 Agree High level of perceived 

transparency 

3. Implementation of policies is consistent 

to all employees. 
3.385 1.118 Neutral Moderate level of 

perceived transparency 
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4. Information drive is disseminated well as 

far as new policies to be implemented. 

3.458 0.951 Neutral Moderate level of perceived 

transparency 

5. Management applies the policies and 

procedures objectively to all employees. 

3.406 0.969 Neutral Moderate level of perceived 

transparency 

6. Policies and administration fall within 

humane consideration. 
3.635 0.985 Agree High level of perceived 

transparency 

Total Mean 3.490 0.942   Neutral Moderate level of 

perceived transparency 

Legend:   Scale       Range           Descriptive Rating       Rating level            

    5        4.51 – 5.00      Strongly Agree               Very High       

    4        3.51 – 4.50          Agree                           High                  

   3        2.51 – 3.50          Neutral                       Moderate             

    2        1.51 – 2.50         Disagree                        Low                  

   1        1.00 – 1.50       Strongly Disagree          Very Low              

Table 3, presents the level of perceived organizational support in terms of organizational transparency among 

healthcare academic faculty, which obtained an overall mean score of 3.490 and an SD of 0.942, interpreted as 

moderate. This result indicates that faculty members generally perceive that institutional policies, decisions, and 

communications are fairly transparent, although there remains room for improvement in strengthening openness 

and clarity within the organization. Among the indicators mentioned in table 3, the statement “Policies and 

Administration fall within humane consideration” obtained the highest mean score of 3.65 (SD=0.985). This 

finding indicates that respondents strongly perceive institutional policies and administrative practice are 

implemented with fairness, compassion, and consideration for employee welfare. This suggests that the 

management demonstrates sensitivity toward the needs and well-being of faculty members when implementing 

policies and procedures. On the other hand, the indicator “Implementation of policies is consistent to all 

employees” obtained the lowest mean score of 3.385 (SD=1.118). Although this remains within the high level 

category, it suggests that some respondents may perceive slight inconsistences in policy implementation. 

However, the relatively high mean score still indicates that respondents generally view policy implementation 

as fair and consistent.   

The moderate level of organizational transparency suggests that while healthcare academic faculty generally 

perceive openness in institutional communication, there may still be areas where transparency can be further 

enhanced. Improving transparency through clear communication of policies, consistent dissemination of 

information, and inclusive decision-making processes may strengthen faculty trust, organizational commitment, 

and job satisfaction. Strengthening transparency may also help reduce uncertainty, enhance faculty engagement, 

and reinforce perceived organizational support, ultimately contributing to improved faculty well-being and 

institutional effectiveness. 

Organizational transparency refers to the degree to which an organization openly shares information regarding 

decisions, policies, and performance, fostering trust and alignment among employees. Transparency allows 

employees to understand organizational processes, reducing uncertainty and strengthening trust. This finding 

supports the study of Albu and Flyverbom (2019), who emphasized that transparency involves the openness and 

quality of information shared within organizations, which significantly influences employee perceptions and 

attitudes. Similarly, Dehgani-Soltani et al. (2021) found that transparent communication positively affects 

organizational trust and employee acceptance of institutional decisions, ultimately improving employee 

engagement and satisfaction. Furthermore, Hofman and Strobel (2020) found that perceived transparency 
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significantly enhances employee satisfaction, as transparency promotes trust, fairness, and confidence in 

organizational leadership. In higher education institutions, transparent communication helps faculty members 

feel informed, valued, and aligned with institutional goals. Within the framework of Organizational Support 

Theory, transparency strengthens employees’ perception that the organization values their contributions and 

cares about their well-being, thereby enhancing job satisfaction and organizational commitment.  

Table 4 Organizational Climate 

Indicators Mean Standard 

Deviation 

Interpretation Verbal Interpretational 

1. My workplace is pleasant. 3.833 0.970 Agree High level of organizational 

climate. 

2. The relationship with my bosses is good.  3.719 0.970 Agree High level of organizational 

climate. 

3. Management involves people when 

decisions are made that affect them. 

3.656

  

0.927 Agree High level of organizational 

climate. 

4.Supervisors show an understanding of the 

people who work for them. 

3.583 1.012 Agree High level of organizational 

climate. 

5. People are strongly encouraged to develop 

their skills. 

3.760 1.054 Agree High level of organizational 

climate. 

6. My suggestions about the job are listened to. 3.667 0.970 Agree High level of organizational 

climate. 

7. This company tries to be fair in its actions 

towards employees.  

3.542 1.004 Agree High level of organizational 

climate. 

8. Opportunities for training are offered.  3.729 0.946 Agree High level of organizational 

climate. 

9. It is considered extremely important here to 

follow the rules. 

3.646 1.086 Agree High level of organizational 

climate. 

10. This company is quick to respond when 

changes need to be made. 

3.510 1.005 Agree High level of organizational 

climate. 

11. The bosses are approachable. 3.688 0.998 Agree High level of organizational 

climate. 

12. People here always want to perform to the 

best of their ability. 

3.646 1.036 Agree High level of organizational 

climate. 

13. My efforts receive the recognition they 

deserve. 

3.510 1.056  Agree High level of organizational 

climate. 

14. The reasons for the decisions made are 

usually adequately explained. 

3.604 1.010 Agree High level of organizational 

climate. 

15. The contribution of new ideas is 

encouraged.  

3.615 1.019 Agree High level of organizational 

climate. 

https://rsisinternational.org/journals/ijrsi
https://rsisinternational.org/journals/ijrsi
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND SCIENTIFIC INNOVATION (IJRSI) 

ISSN No. 2321-2705 | DOI: 10.51244/IJRSI |Volume XIII Issue III March 2026 

Page 1770 

www.rsisinternational.org 

 
 

    

 

16. It is easy to find help when needed. 3.646 1.056  Agree High level of organizational 

climate. 

Total Mean 3.647 0.809  Agree High level of organizational 

climate. 

Legend:  Scale       Range           Descriptive Rating       Rating level            

    5        4.51 – 5.00      Strongly Agree               Very High       

    4        3.51 – 4.50          Agree                           High                  

   3        2.51 – 3.50          Neutral                       Moderate             

    2        1.51 – 2.50         Disagree                        Low                  

   1        1.00 – 1.50       Strongly Disagree          Very Low              

Table 4 presents the level of perceived organizational support in terms of organizational climate among 

healthcare academic faculty, which obtained an overall mean score of 3.647 and a standard deviation of 0.809, 

interpreted as high. This finding indicates that faculty members perceive their work environment as supportive, 

positive, and conducive to professional growth and well-being. Among the indicators, the statements “My 

workplace is pleasant” obtained the highest mean score of 3.833 (SD= 0.970). This finding indicates that 

respondents strongly perceive their work environment as comfortable, positive, conducive to productivity. This 

suggests that the institution provides a welcoming and supportive atmosphere, which may contribute to employee 

satisfaction, motivation, and over-all well-being. A pleasant workplace environment plays an important role in 

enhancing faculty morale and promoting positive professional relationships. Meanwhile, the following 

statements “This company is quick to respond when changes need to be made” and “My efforts receive the 

recognition they deserve” both obtained the lowest mean score of 3.510, with standard deviation of 1.005 and 

1.056, respectively. Although this scores still fall within high level category, they indicate that respondents may 

perceive relatively lower responsiveness to organizational changes and slightly less recognition of their efforts 

compared to other aspects of organizational climate. This suggests that while the overall organizational climate 

is positive, there may be opportunities for improvement in terms of timely organizational responsiveness and 

employee recognition.  

The high level of organizational climate suggests that healthcare academic faculty perceive their institution as 

supportive and conducive to their professional well-being. A positive organizational climate contributes to 

increased faculty engagement, motivation, and job satisfaction, while also helping reduce burnout. Maintaining 

and strengthening a supportive organizational climate through effective leadership, faculty recognition, and 

supportive policies is essential for sustaining faculty well-being and improving institutional performance. A 

strong organizational climate also reinforces perceived organizational support, which is a key factor in enhancing 

job satisfaction and overall faculty effectiveness.  

This finding supports Hall (2025), who stated that organizational climate significantly influences employee 

attitudes, work behavior, and sense of belonging within the organization. Similarly, Geiger and Pivarova (2018) 

found that supportive working conditions improve employee retention and job satisfaction. Additionally, Yeh 

(2015) emphasized that job resources such as supportive workplace relationships and positive work 

environments significantly enhance job satisfaction more than job demands decrease it. Faculty members who 

perceive a positive organizational climate are more likely to experience greater motivation, engagement, and job 

satisfaction. Furthermore, Parker (2022) explained that when employees perceive strong organizational support, 

they develop a stronger emotional connection with the organization, leading to increased job satisfaction, 

motivation, and organizational commitment. 
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Problem 3. What is the level of psychological safety among healthcare academic faculties in terms of: 

3.1. Mutual Respect 

3.2. Interpersonal Risk-Taking 

Table 5 Mutual Respect 

Indicators Mean Standard 

Deviation 

Interpretation Verbal Interpretational 

1. My team cares about my well-being.  4.021 1.005 Agree High mutual respect 

2. I trust my team members. 3.802 1.042 Agree High mutual respect 

3. My team makes me feel included.    3.979 0.973 Agree High mutual respect 

4. I have a good relationship with my team 

members.  

4.010 0.946 Agree High mutual respect 

5. I have a good relationship with my team 

members.  

4.010 0.946 Agree High mutual respect 

6. I feel a sense of belonging on my team.  4.031 0.923 Agree High mutual respect 

Total Mean 3.951 0.945 Agree High mutual respect 

Legend:  Scale       Range           Descriptive Rating       Rating level            

    5        4.51 – 5.00      Strongly Agree               Very High       

    4        3.51 – 4.50          Agree                           High                  

   3        2.51 – 3.50          Neutral                       Moderate             

    2        1.51 – 2.50         Disagree                        Low                  

   1        1.00 – 1.50       Strongly Disagree          Very Low                 

The results showed that healthcare academic faculty experienced a high level of mutual respect, with a mean 

score of 3.951 and a standard deviation of 0.945. This suggests that faculty members generally perceive strong 

interpersonal relationships, trust, and a sense of belonging within their team, which contributes to a supportive 

and collaborative work environment. Mutual respect refers to the presence of trust, dignity, and professional 

regard among colleagues, which promotes psychological safety in the workplace.  

Among the indicators, the statement “I feel a sense of belonging on my team” obtained the highest mean score 

of 4.031 (SD= 0.923). This finding indicates that respondents strongly perceive themselves as valued and 

accepted members of their team. This suggests that the workplace fosters inclusivity and emotional support, 

which strengthens teamwork, cooperation, and psychological well-being among faculty members. On the other 

hand, the statement “I trust my team members” obtained the lowest mean score of 3.802 (SD= 1.042). Although 

this score still falls within the high-level category, it suggests that trust among team members, while strong, is 

slightly lower compared to other aspects of mutual respect. This may indicate that while faculty members 

maintain generally positive relationships, there may still be minor areas where interpersonal trust can be further 

strengthened. 
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The high level of mutual respect suggests that faculty members experience a supportive and respectful work 

environment. This contributes positively to faculty well-being, engagement, and job satisfaction. Maintaining 

mutual respect is essential for sustaining psychological safety and organizational effectiveness. 

This finding is consistent with LaGree et al. (2023), who found that respectful workplace interactions 

significantly enhance job satisfaction and employee well-being. Similarly, Lim and Yao (2021) emphasized that 

mutual respect improves collaboration, motivation, and organizational performance. Edmondson and Lei (2014) 

also explained that psychological safety enables employees to express themselves freely, contributing to 

improved learning, engagement, and satisfaction.  Overall, the findings indicate that healthcare academic faculty 

members experience a high level of mutual respect, particularly in terms of their sense of belonging within the 

team, while slightly lower perceptions were observed in terms of trust among team members. Nonetheless, the 

high overall mean reflects a positive and respectful team environment that supports effective collaboration and 

professional relationships.  

Table 6 Interpersonal Risk Taking 

Indicators Mean Standard 

Deviation 

Interpretatio

n 

Verbal Interpretational 

1. I am not afraid to ask for honest feedback 

from my team.  
3.875 1.049 Agree High interpersonal risk-taking 

2. I do not worry about repercussions when 

I seek help from my team. 

3.875 0.997 Agree High interpersonal risk-taking 

3. When I disagree with the team, I feel 

comfortable voicing my opinion. 

3.740 1.145 Agree High interpersonal risk-taking 

4. I am not afraid to speak up to my team 

about concerns. 

3.802 1.175 Agree High interpersonal risk-taking 

5. I am not afraid to advocate for others 

within my team. 

3.865 1.193 Agree High interpersonal risk-taking 

Total Mean 3.831 1.034 Agree High interpersonal risk-taking 

Legend:  Scale       Range           Descriptive Rating       Rating level            

    5        4.51 – 5.00      Strongly Agree               Very High       

    4        3.51 – 4.50          Agree                           High                  

   3        2.51 – 3.50          Neutral                       Moderate             

    2        1.51 – 2.50         Disagree                        Low                  

   1        1.00 – 1.50       Strongly Disagree          Very Low             

Table 6 presents the level of interpersonal risk taking among healthcare academic faculties based on the five 

indicators mentioned above. The overall mean of 3.831 and standard deviation of 1.034, indicates a high level 

of interpersonal risk taking, suggesting that respondents generally feel psychologically safe to express 

themselves, seek feedback, and communicate openly within their team. This reflects a supportive work 

environment where faculty members feel comfortable engaging in open communication without fear of negative 

consequences. Among the indicators, the statements “ I am not afraid to ask for honest feedback from my team” 

and “I do not worry about repercussions when I seek help from my team” both obtained the highest mean score 

of 3.875, with standard deviations of 1.049 and 0.997, respectively. These findings indicate that respondents 
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strongly feel comfortable seeking feedback and assistance from their colleagues. This suggests that the team 

environment promotes openness, trust, and supportive collaboration, which are essential components of 

psychological safety and professional growth. On the other hand, the statement “When I disagree with the team, 

I feel comfortable voicing my opinion” obtained the lowest mean score of 3.740 (SD = 1.145). Although this 

score still falls within the high-level category, it suggests that respondents may feel slightly less comfortable 

expressing disagreement compared to other forms of interpersonal interaction. This may reflect natural hesitation 

in challenging group opinions, which is common in professional environments, particularly where maintaining 

harmony and respect is valued.  

The high level of interpersonal risk-taking indicates that faculty members feel comfortable expressing 

themselves in their workplace. This contributes to improved collaboration, teaching effectiveness, and job 

satisfaction. 

This finding aligns with Edmondson et al. (2016), who explained that psychological safety encourages open 

communication, innovation, and collaboration. Similarly, Saha et al. (2017) found that employees who 

experience higher psychological safety demonstrate higher job satisfaction. Psychological safety is also essential 

for promoting organizational learning, innovation, and employee well-being.  

Overall, healthcare academic faculty experienced a high level of psychological safety, indicating a supportive 

and trusting workplace environment. According to Mitterer and Mitterer (2023), psychological safety enhances 

employee engagement, job satisfaction, and organizational effectiveness by fostering trust and open 

communication. 

Problem 4. What is the level of job satisfaction among healthcare academic faculties in terms of: 

4.1. Salary 

4.2. Benefits  

Table 7 Job Satisfaction with Salary 

Indicators Mean Standard 

Deviation 

Interpretation Verbal Interpretational 

1. My salary rate is competitive when compared 

to similar jobs at organization. 
3.198 1.219 Moderate Moderately satisfied 

2. I am fairly paid for the work I do. 3.302 1.198 Moderate Moderately satisfied 

3. Salary increases are appropriate. 3.635 1.162 High Satisfied 

4. My salary rate is a significant factor in my 

decision to stay in my current position.  

3.604 1.2773 High Satisfied 

5. I understand how my base salary is 

determined. 

3.458 1.160 Moderate Moderately satisfied 

Total Mean 3.440 1.055 Moderate Moderately satisfied 

Legend:  Scale       Range           Descriptive Rating       Rating level            

    5        4.51 – 5.00      Strongly Agree               Very High       

    4        3.51 – 4.50          Agree                           High                  

   3        2.51 – 3.50          Neutral                       Moderate             
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    2        1.51 – 2.50         Disagree                        Low                  

   1        1.00 – 1.50       Strongly Disagree          Very Low                 

The findings revealed that healthcare academic faculty experienced a moderate level of satisfaction with salary, 

with a mean score of 3.440 and a standard deviation of 1.055. The respondents are generally satisfied with their 

compensation and perceive salary as fair and reasonable in relation to their work and professional 

responsibilities.  Salary satisfaction refers to the degree of  contentment employees feel regarding their financial 

compensation. Among the indicators, the statement “Salary increases are appropriate” obtained the highest mean 

score of 3.635 (SD= 1.162). This finding indicates that respondents perceive salary adjustments as fair and 

aligned with their performance and professional contributions. This suggests that the institution provides 

reasonable salary progression, which may contribute to employee motivation, retention, and overall job 

satisfaction. While the other statement “My salary rate is competitive when compared to similar jobs at 

organization” obtained the lowest mean score of 3.198 (SD= 1.219). This suggests that respondents may have 

slightly lower perceptions regarding the competitiveness of their salary compared to similar positions. This may 

indicate some concerns about external salary comparisons, although overall satisfaction with compensation 

remains positive. 

The moderate level of salary satisfaction suggests that compensation is adequate but may not fully meet faculty 

expectations. Enhancing salary structures and providing financial incentives may further improve faculty 

motivation and retention.  

This finding supports the study of Loomis (2025), who stated that salary is a significant factor influencing 

employee motivation, retention, and job satisfaction. Similarly, Alberts (2024) found that salary satisfaction 

contributes to increased employee commitment and reduced turnover intentions. Additionally, Danish (2010) 

explained that job satisfaction is influenced by employees’ perception of fairness between their job efforts and 

the rewards they receive. Salary satisfaction plays a crucial role in determining overall job satisfaction and 

professional fulfillment. Nonetheless, the moderate overall mean score reflects general satisfaction with 

compensation, which plays an important role in employee motivation, retention, and professional commitment. 

Table 8 Job Satisfaction with Benefits 

Indicators Mean Standard 

Deviation 

Interpretation Verbal Interpretational 

1. My employer's benefits package (e.g., health 

insurance, leave credits, retirement plans, tuition 

discounts) meets my needs. 

3.396 1.174 Moderate Moderately satisfied 

2. The benefits package is a significant factor in 

my decision to stay in my position.   

3.323 1.183 Moderate Moderately satisfied 

3. My costs associated with the benefits plan are 

reasonable. 
3.302 1.097 Moderate Moderate satisfied 

4. My employer’s benefits package has been 

adequately explained to me. 

3.344 1.065 Moderate Moderately satisfied 

Total Mean 3.341 1.055 Moderate Moderate satisfied 

Legend:  Scale       Range           Descriptive Rating       Rating level            

    5        4.51 – 5.00      Strongly Agree               Very High       

    4        3.51 – 4.50          Agree                           High                  
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   3        2.51 – 3.50          Neutral                       Moderate             

    2        1.51 – 2.50         Disagree                        Low                  

   1        1.00 – 1.50       Strongly Disagree          Very Low               

Table 8 presents the level of job satisfaction with benefits among healthcare academic faculties based on the 

four indicators mentioned above. The overall mean score of 3.341 (SD= 1.055) fails within the range of 2.51-

3.50, which corresponds to a descriptive rating of neutral, interpreted as moderately satisfied. This indicates that 

respondents perceive the benefits package  as acceptable, but there is still room for improvement in fully meeting 

their expectations and needs. Among the indicators, the statement “My employer’s benefits package (e.g., health 

insurance, leave credits, retirement plans, tuition discounts) meets my needs” obtained the highest mean score 

of 3.396 (SD= 1.174), which is interpreted as Neutral or moderately satisfied. This finding suggests that 

respondents generally perceive the benefits package as adequate in supporting their needs, although it may not 

fully exceed their expectations.  On the other hand, the statement “My costs associated with the benefits plan are 

reasonable” obtained the lowest mean score of 3.302 (SD= 1.097), which is also interpreted as Neutral or 

moderately satisfied. This indicates that respondents may have some reservations regarding the affordability or 

cost-related aspects of the benefits plan, suggesting an opportunity for the institution to further improve the 

accessibility and financial suitability of its benefits. 

Benefits satisfaction refers to employees’ satisfaction with indirect compensation such as healthcare, leave 

benefits, and retirement plans. The moderate level of benefits satisfaction indicates that faculty members are 

generally satisfied but may benefit from enhanced benefits programs to further improve job satisfaction. 

This finding supports Radley (2025), who stated that benefits satisfaction enhances employee well-being, job 

performance, and organizational commitment. Similarly, Jaworski et al. (2018) found that employee benefits 

significantly influence job satisfaction and retention. 

De la Torre-Ruiz et al. (2019) further explained that employees who are satisfied with their benefits develop 

stronger perceived organizational support, which improves job satisfaction and organizational commitment. 

Overall, healthcare academic faculty experienced a moderate level of job satisfaction in terms of salary and 

benefits, indicating reasonable but improvable compensation satisfaction. According to Danish (2010), job 

satisfaction reflects employees’ overall evaluation of their job experience, including compensation, working 

conditions, and organizational support.  

Problem 5. Is there a significant relationship between job satisfaction and the following variables: 

5.1. Burnout 

5.2. Perceived organizational support 

5.3. Psychological safety 

Table 9 

Sub-Variables Pearson’s r p-value Interpretation 

Emotional Exhaustion -0.486 <0.001 significant 

Depersonalization -0.249 0.014 significant 

Organizational Transparency 0.629 <0.001 significant 

Organizational Climate 0.621 <0.001 significant 
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Mutual Trust 0.409 <0.001 significant 

Interpersonal Risk Taking 0.555 <0.001 significant 

Legend:   P-value        

    <0.05 -  significant 

  >0.05  - not significant  

Table 9 presents the significant relationship between job satisfaction and the six sub-variables: emotional 

exhaustion, depersonalization, organizational transparency, organizational climate, mutual trust and 

interpersonal risk taking among healthcare academic faculty. Pearson’s r was used to determine the strength and 

direction of the relationships, while the p-value was used to test their statistical significance.  

The results revealed that emotional exhaustion has a negative correlation with job satisfaction (r= -0.486, 

p<0.001), which is statistically significant. This indicates that as emotional exhaustion decreases, job satisfaction 

tends to increase. Faculty members who experience higher emotional fatigue and depletion are less likely to feel 

satisfied with their job, supporting the notion that burnout undermines professional fulfillment. Similarly, 

depersonalization shows also weaker negative correlation with job satisfaction (r= -0.249, p=0.014), which is 

also statistically significant. This suggests that the lower is emotional detachment or impersonal attitudes toward 

the students and work are associated with higher job satisfaction, although the relation is weaker compared to 

emotional exhaustion. This also indicates that as burnout increases, job satisfaction decreases. This finding 

supports Madigan and Kim (2021), who found that burnout significantly reduces job satisfaction and work 

performance. Similarly, Robinson et al. (2019) reported that burnout negatively affects job satisfaction among 

educators. These also align with the Job Demands–Resources Model, which explains that excessive job demands 

increase burnout and reduce job satisfaction. These findings also indicate that burnout components negatively 

influence job satisfaction among healthcare academic faculty. 

The findings show that organizational transparency has a strong positive correlation with job satisfaction (r= 

0.629,p<0.001), indicating that greater openness in policies, communication, and decision-making is associated 

with higher job satisfaction. Faculty members who perceive their institution as transparent are more likely to 

feel valued, informed, and satisfied with their work environment. Likewise, organizational climate demonstrates 

a strong positive correlation with job satisfaction (r= 0.621,p<0.001). This suggests that a supportive, fair, and 

pleasant workplace environment significantly contributes to higher levels of job satisfaction among faculty 

members. This indicates that faculty members who perceive higher organizational support experience job 

satisfaction. This finding supports Moon (2025), who stated that perceived organizational support improves 

employee well-being and job satisfaction. Similarly, Eisenberger et al. (2020) found that organizational support 

enhances employee motivation and commitment. 

Furthermore, psychological safety showed a significant positive relationship with job satisfaction, particularly 

interpersonal risk-taking (r = 0.555, p < .001) and mutual respect (r = 0.409, p < .001). This indicates that faculty 

members who feel psychologically safe experience higher job satisfaction. This finding also supports Kim and 

Kim (2020), who found that psychological safety significantly enhances employee job satisfaction by promoting 

trust and open communication. 

These findings confirm that burnout negatively affects job satisfaction, while perceived organizational support 

and psychological safety positively influence job satisfaction. Improving organizational support and 

psychological safety while reducing burnout is essential for enhancing faculty job satisfaction. This means that 

my study rejects null hypothesis (Ho1) stating that there is no significant relationship between job satisfaction 

and the independent variables. These also support the theoretical framework of the study, particularly the Job 

Demands–Resources Model, which posits that excessive job demands lead to burnout and reduced satisfaction, 

while organizational resources and psychological safety enhance employee well-being and job satisfaction 
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Problem 6. What factors influence job satisfaction among healthcare academic faculties? 

The findings revealed that workload and time demands are significant factors affecting job satisfaction among 

healthcare academic faculties. Few respondents reported experiencing heavy teaching loads due to a large 

number of enrolled students, coupled with overload teaching assignments and extended working hours beyond 

the regular schedule. Faculty members expressed that they often work beyond 5:00 pm to complete their 

responsibilities, including teaching, preparing lessons, and attending to academic requirements. These conditions 

indicate the presence of emotional exhaustion, as faculty members are continuously exposed to high job demands 

without sufficient time for recovery. As a result, excessive workload and prolonged working hours contribute to 

decreased job satisfaction. This findings imply that reducing emotional exhaustion should be a primary strategy 

for improving job satisfaction among healthcare academic faculty.  

Another prominent factor influencing job satisfaction is the limitation in workforce and institutional resources. 

Few respondents, particularly from programs with increasing student populations, highlighted that the number 

of faculty members is insufficient to accommodate the growing academic demands. This shortage of personnel 

leads to increased teaching responsibilities and workload for existing faculty members. Such conditions reflect 

gaps in perceived organizational support, as the institution may not be providing adequate staffing and resources 

necessary for effective teaching. Consequently, limited workforce and resource constraints contribute to stress 

and reduced job satisfaction among faculty. 

Compensation emerged as a critical concern among respondents, with some faculty members I interviewed 

expressing dissatisfaction regarding their salary. Respondents indicated that their compensation does not 

adequately reflect the volume of work, responsibilities, and academic requirements they handle, including 

teaching, laboratory preparation, and research tasks. Some respondents also mentioned that despite having 

advanced qualifications, such as a master’s degree, they do not feel that this is sufficiently recognized in their 

compensation. This perception suggests a lack of organizational support in terms of financial recognition, which 

may negatively affect motivation and overall job satisfaction. The findings also revealed that role overload and 

work-life imbalance significantly affect faculty job satisfaction. Respondents described the challenge of 

managing multiple responsibilities, including teaching, research, institutional programs, and personal roles such 

as family obligations. One respondent emphasized the difficulty of handling overlapping deadlines while 

fulfilling duties both at work and at home. These experiences indicate that faculty members are subjected to 

competing demands that can lead to stress and burnout. The inability to maintain a balance between professional 

and personal life may reduce overall well-being and, consequently, job satisfaction. 

Technological challenges also emerged as a factor influencing job satisfaction, particularly among faculty 

members who experience difficulty adapting to modern teaching technologies. One respondent mentioned 

struggling to keep up with advancements in technology due to age-related factors, which may affect their 

confidence and teaching effectiveness. The rapid integration of digital tools in education requires continuous 

learning and adaptation, which can be stressful for some faculty members. This challenge may contribute to 

feelings of inadequacy and pressure, ultimately affecting their job satisfaction. 

Chapter 4 presented the analysis of burnout, perceived organizational support, psychological safety, and job 

satisfaction among healthcare academic faculty. Results revealed that faculty experienced moderate emotional 

exhaustion and low depersonalization. Perceived organizational support and psychological safety were generally 

rated moderate to high. Correlation analysis demonstrated significant relationships between job satisfaction and 

all independent variables. Overall, the findings support the Job Demands–Resources Model, confirming that job 

demands decrease satisfaction while job resources enhance it. The study underscores the importance of 

strengthening institutional support systems and psychological safety mechanisms to improve faculty well-being 

and satisfaction in healthcare academia. 

The findings are also limited in terms of generalizability, as the study was conducted in a single private higher 

education institution with a relatively small population of 96 full-time healthcare academic faculty members. As 

such, the results may not fully represent faculty experiences in public universities, institutions in other regions, 

or faculty members with different employment arrangements or clinical teaching responsibilities. Although 

adopted instruments were used, future studies may further strengthen the research by including larger and more 
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diverse samples, longitudinal designs, and mixed methods approaches to provide a more comprehensive 

understanding of faculty job satisfaction.  

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

This chapter presents the summary of findings, conclusions, and recommendations of the study on burnout, 

perceived organizational support, and psychological safety as predictors of job satisfaction among healthcare 

academic faculty. The summary highlights the major results obtained from the data analysis in relation to the 

research problems stated in Chapter 1. The conclusions are drawn based on the empirical findings of the study. 

The purpose of this chapter is to synthesize the key insights generated from the investigation and to provide 

practical directions for improving faculty well-being, organizational support systems, and overall job satisfaction 

in healthcare academic settings. 

Summary  

This study was conducted to examine burnout, perceived organizational support (POS), and psychological safety 

as predictors of job satisfaction among healthcare academic faculty at Liceo de Cagayan University, Paseo del 

Rio Campus. The research sought to determine the levels of the independent variables and assess their 

relationship and predictive power toward job satisfaction. Findings revealed that healthcare academic faculty 

experienced a moderate level of emotional exhaustion and a low level of depersonalization, indicating that while 

faculty members encounter emotional strain, they generally maintain professional concern and connection with 

students. In terms of perceived organizational support, both organizational transparency and organizational 

climate were rated moderate, suggesting that faculty perceive reasonable levels of fairness, communication, and 

institutional support, though improvement is still possible. Psychological safety variables, including mutual 

respect and interpersonal risk-taking, were generally perceived at satisfactory levels, reflecting a relatively 

supportive academic environment. 

Correlation analysis (Problem 5) demonstrated significant relationships between job satisfaction and all 

independent variables. Emotional exhaustion and depersonalization showed negative relationships with job 

satisfaction, while organizational transparency, organizational climate, mutual respect, and interpersonal risk-

taking demonstrated positive associations. Multiple regression analysis (Problem 6) revealed that, when 

considered singly and in combination, emotional exhaustion, depersonalization, organizational transparency, 

organizational climate, and interpersonal risk-taking significantly predicted job satisfaction, while mutual 

respect did not significantly predict job satisfaction when controlling for other variables. Emotional exhaustion 

negatively predicted job satisfaction, while organizational transparency, organizational climate, and 

interpersonal risk-taking positively predicted job satisfaction. A suppression effect was observed between 

emotional exhaustion and depersonalization, explaining the positive regression coefficient of depersonalization 

despite its negative correlation with job satisfaction. Overall, the findings support the JD-R Model, emphasizing 

that job demands (burnout) reduce job satisfaction, while job resources (POS and psychological safety) enhance 

it. 

Conclusions 

Based on the findings of the study, the following conclusions are drawn in accordance with the research 

problems: 

Healthcare academic faculty experience moderate emotional exhaustion and low depersonalization, indicating 

manageable but present levels of occupational stress. 

Faculty perceive moderate levels of organizational transparency and organizational climate, suggesting that 

institutional communication and support systems are functional but may benefit from enhancement. 

Psychological safety, particularly interpersonal risk-taking, contributes positively to job satisfaction, indicating 

the importance of a safe environment for expressing ideas and concerns. 
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Burnout is significantly related to job satisfaction. Specifically, higher emotional exhaustion is associated with 

lower job satisfaction, consistent with existing literature on occupational stress and dissatisfaction. 

Perceived organizational support and psychological safety are significantly and positively related to job 

satisfaction, confirming that institutional resources enhance faculty well-being. 

Institutions should consider workload management, mental health programs, and faculty development support, 

consistent with ISO 45003:2021 guidelines on psychological health at work. Enhancing organizational 

transparency and climate can significantly improve faculty satisfaction. Overall, job satisfaction among 

healthcare academic faculty is influenced by a dynamic balance between job demands and job resources, 

consistent with the Job Demands–Resources Model.  

Recommendations 

Based on the findings of the study and its significance to various stakeholders, the following recommendations 

are proposed: 

Educational institutions, particularly those offering healthcare programs, may  implement comprehensive 

faculty support systems that address workload management, stress reduction, and wellness promotion to mitigate 

emotional exhaustion and prevent burnout, thereby enhancing job satisfaction and retention. 

University administrators may strengthen organizational transparency by improving communication channels, 

ensuring consistent implementation of policies, and involving faculty members in decision-making processes, 

as these measures can foster trust, organizational commitment, and overall satisfaction. 

Academic leaders and supervisors may sustain and enhance the positive organizational climate by promoting 

fairness, recognition, professional development opportunities, and supportive leadership practices that contribute 

to faculty morale and productivity. 

Human resource departments may review and enhance compensation structures and benefits packages to 

ensure that they are competitive, equitable, and responsive to faculty needs, thereby improving motivation, 

commitment, and long-term retention. 

Institutions may continue to cultivate psychological safety by encouraging respectful interactions, open 

dialogue, feedback mechanisms, and collaborative work environments that enable faculty to express ideas and 

concerns without fear of negative consequences. 

The Commission on Higher Education (CHED) and other policy-making bodies may utilize the findings of 

this study to develop policies and guidelines that support faculty well-being, professional development, and 

institutional effectiveness in healthcare education. 

Future researchers are encouraged to replicate this study in other academic settings or explore additional 

variables such as leadership style and work-life balance to further understand the factors influencing job 

satisfaction among faculty members. 
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organizational support on job satisfaction among faculty members in healthcare academia. Specifically, it seeks 

to determine how these psychological and organizational factors influence the overall job satisfaction of 

educators in the healthcare field, with the goal of providing evidence-based insights that can inform institutional 

policies and well-being initiatives to improve faculty retention, engagement, and performance. 

May I respectfully ask for the forms that are needed to comply with the requirements in obtaining REB Clearance 

prior to data gathering procedure. 

Thank you very much and more power.  

Very respectfully yours,  

Jessa M. Montemar, RRT  

MHCA Student 
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Appendix C 

Survey Questionnaires or Laboratory Results  

Or Diagnostic Results  

Liceo De Cagayan University 

Rodolfo N. Pelaez Campus Carmen 

Cagayan de Oro City, Philippines 9000 

School Of Business, Management, And Accountancy 

Part 1.  

Good day! I am conducting a thesis study entitled “Burnout, Psychological Safety, and Perceived 

Organizational Support as Predictors of Job Satisfaction in Healthcare Academia.” This study aims to examine 

the experiences of faculty members in healthcare-related programs and how these factors influence their job 

satisfaction. 

Your participation in this survey will be of great help, not only to this study but also to the institution as a whole. 

Your responses will be kept strictly confidential, and the data collected will be used solely for academic 

purposes. Kindly answer each item honestly and to the best of your ability. There are no right or wrong answers.  

Instructions: 

 Please put a check mark (✔) in the option that corresponds to your demographic profile. 

Demographic Profile 

1. College/Program Affiliation: 

☐ Nursing 

☐ Radiologic Technology 

☐ Medical Laboratory Science 

☐ Pharmacy 

☐ Rehabilitation Sciences 

2. Sex: 

☐ Male 

☐ Female 

☐ Prefer not to say 

3. Age: 

☐ 21–25 

☐ 26–30 
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☐ 31–35 

☐ 36–40 

☐ 41 and above 

Part 2. Burnout 

  1 2 3 4 5 

 Emotional Exhaustion      

1. I feel emotionally drained from my work.      

2. I feel used up at the end of the workday.       

3.  I feel tired when I get up in the morning and have to face another 

day on the job. 
     

4. Working with people all day is really a strain for me.       

5.  I feel burned out from my work.       

6. I feel frustrated by my job.       

7. I feel I’m working too hard on my job.       

8. Working with people directly puts too much stress on me.      

9. I feel like I’m at the end of my rope.      

 Depersonalization      

1. I feel I treat some students as if they were impersonal objects.       

2. I’ve become more callous toward people since I took this job.       

3. I worry that this job is hardening me emotionally.      

4. I don’t really care what happens to some students.      

5. I feel students blame me for some of their problems.      

This survey questionnaires are adopted by Ceballo-Hernandez, H. (2025) 

 Part 3. Perceived Organizational Support.   

  1 2 3 4 5 

 Organizational Transparency       

1. Policies and administration are well-defined and properly 

delegated.  
     

2. Instructions are properly disseminated to employees.       

https://rsisinternational.org/journals/ijrsi
https://rsisinternational.org/journals/ijrsi
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND SCIENTIFIC INNOVATION (IJRSI) 

ISSN No. 2321-2705 | DOI: 10.51244/IJRSI |Volume XIII Issue III March 2026 

Page 1790 

www.rsisinternational.org 

 
 

    

 

3. Implementation of policies is consistent to all employees.       

4.  Information drive is disseminated well as far as new policies to 

be implemented.  
     

5. Management applies the policies and procedures objectively to 

all employees.  

     

6. Policies and administration fall within humane consideration.       

 Organizational Climate      

7. My workplace is pleasant.       

8. The relationship with my bosses is good.       

9.  Management involves people when decisions are made that 

affect them.  

     

10.  Supervisors show an understanding of the people who work for 

them.  
     

11.  People are strongly encouraged to develop their skills.       

12.  My suggestions about the job are listened to.      

13.  This company tries to be fair in its actions towards employees.       

14. Opportunities for training are offered.       

15.  It is considered extremely important here to follow the rules.       

16.  This company is quick to respond when changes need to be 

made. 

     

17.  The bosses are approachable.      

18. People here always want to perform to the best of their ability.      

19.  My efforts receive the recognition they deserve.       

20.  The reasons for the decisions made are usually adequately 

explained. 

     

21.  The contribution of new ideas is encouraged.      

22. It is easy to find help when needed.       

This survey questionnaires are adopted by Aranas (2016) 

  Part 4. Psychological Safety  

  1 2 3 4 5 

 Mutual Trust/Respect      
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1. My team cares about my well-being.      

2. I trust my team members.      

3. My team makes me feel included.      

4. I feel respected by my team.      

5. I have a good relationship with my team members.      

6. I feel a sense of belonging on my team.      

7. I trust my team members.       

 Interpersonal Risk-taking      

1. I am not afraid to ask for honest feedback from my team.      

2. I do not worry about repercussions when I seek help from my 

team. 
     

3. When I disagree with the team, I feel comfortable voicing my 

opinion. 

     

4. I am not afraid to speak up to my team about concerns.       

5. I am not afraid to advocate for others within my team.       

This survey questionnaires are adopted by Alonge, O. (2024) 

  1 2 3 4 5 

 Satisfaction with salary      

1. My salary rate is competitive when compared to similar jobs 

at other organizations 
     

2. I am fairly paid for the work I do      

3. Salary increases are appropriate.      

4. My salary rate is a significant factor in my decision to stay in 

my current position. 
     

5. I understand how my base salary is determined.       

 Satisfaction with benefits      

1. My employer's benefits package (e.g., health insurance, leave 

credits, retirement plans, tuition discounts) meets my needs.  

     

2. The benefits package is a significant factor in my decision to 

stay in my position.  
     

3. My costs associated with the benefits plan are reasonable.       

4. My employer’s benefits package has been adequately 

explained to me. 
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Part 5. Job Satisfaction 

This survey questionnaires are adopted by Vasquez (2025). -end- 

Thank you so much for taking your time. 

Diagnostic Results 

1. What is the level of burnout among healthcare academic faculties in terms of; 

1.1. Emotional Exhaustion; and 

Descriptive Statistics  

  Valid Mean Std. Deviation 

EE1 96 2.750 1.056 

EE2 96 2.688 1.089 

EE3 96 2.771 1.269 

EE4 96 2.396 1.218 

EE5 96 2.563 1.141 

EE6 96 2.406 1.210 

EE7 96 2.625 1.207 

EE8 96 2.375 1.207 

EE9 96 2.208 1.239 

AvgEE 96 2.531 1.055 

1.2. Depersonalization? 

Descriptive Statistics  

  Valid Mean Std. Deviation 

D1 96 2.125 1.088 

D2 96 2.281 1.102 

D3 96 2.302 1.162 

D4 96 2.000 1.016 

D5 96 2.292 1.169 

AvgD 96 2.200 0.983 

2. What is the level of perceived organizational support among healthcare academic faculties in terms of the 

following; 
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2.1. Organizational Climate; and 

Descriptive Statistics  

  Valid Mean Std. Deviation 

OT1 96 3.500 1.114 

OT2 96 3.552 1.025 

OT3 96 3.385 1.118 

OT4 96 3.458 0.951 

OT5 96 3.406 0.969 

OT6 96 3.635 0.985 

AvgOT 96 3.490 0.942 

2.2. Organizational Transparency?   

Descriptive Statistics  

  Valid Mean Std. Deviation 

OC1 96 3.833 0.970 

OC2 96 3.719 0.970 

OC3 96 3.656 0.927 

OC4 96 3.583 1.012 

OC5 96 3.760 1.054 

OC6 96 3.667 0.970 

OC7 96 3.542 1.004 

OC8 96 3.729 0.946 

OC9 96 3.646 1.086 

OC10 96 3.510 1.005 

OC11 96 3.688 0.998 

OC12 96 3.646 1.036 

OC13 96 3.510 1.056 

OC14 96 3.604 1.010 

OC15 96 3.615 1.019 

https://rsisinternational.org/journals/ijrsi
https://rsisinternational.org/journals/ijrsi
http://www.rsisinternational.org/


INTERNATIONAL JOURNAL OF RESEARCH AND SCIENTIFIC INNOVATION (IJRSI) 

ISSN No. 2321-2705 | DOI: 10.51244/IJRSI |Volume XIII Issue III March 2026 

Page 1794 

www.rsisinternational.org 

 
 

    

 

OC16 96 3.646 1.056 

AvgOC 96 3.647 0.809 

3. What is the level of Psychological Safety among healthcare academic faculties among the following; 

3.1. Mutual Respect; and 

Descriptive Statistics  

  Valid Mean Std. Deviation 

MTR1 96 4.021 1.005 

MTR2 96 3.802 1.042 

MTR3 96 3.979 0.973 

MTR4 96 4.010 1.031 

MTR5 96 4.010 0.946 

MTR6 96 4.031 0.923 

MTR7 96 3.802 1.042 

AvgMTR 96 3.951 0.945 

3.2. Interpersonal Risk Taking? 

Descriptive Statistics  

  Valid Mean Std. Deviation 

IRT1 96 3.875 1.049 

IRT2 96 3.875 0.997 

IRT3 96 3.740 1.145 

IRT4 96 3.802 1.175 

IRT5 96 3.865 1.193 

AvgIRT 96 3.831 1.034 

4. What is the level of job satisfaction among healthcare academic faculties among the following; 

4.1. Salary; and 

Descriptive Statistics  

  Valid Mean Std. Deviation 

SWS1 96 3.198 1.219 
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SWS2 96 3.302 1.198 

SWS3 96 3.635 1.162 

SWS4 96 3.604 1.277 

SWS5 96 3.458 1.160 

AvgSWS 96 3.440 1.055 

4.2. Benefits? 

Descriptive Statistics  

  Valid Mean Std. Deviation 

SWB1 96 3.396 1.174 

SWB2 96 3.323 1.183 

SWB3 96 3.302 1.097 

SWB4 96 3.344 1.065 

AvgSWB 96 3.341 1.055 

5. Is there a significant relationship between job satisfaction and; 

5.1 Burnout; 

Pearson's Correlations  

Variable   AvgJS AvgEE AvgD 

1. AvgJS Pearson's r —     

 
p-value —     

2. AvgEE Pearson's r -0.486 —   

 
p-value < .001 —   

3. AvgD Pearson's r -0.249 0.699 — 

 
p-value .014 < .001 — 

5.2. Psychological Safety; and 

Pearson's Correlations  

Variable   AvgJS AvgOT AvgOC 

1. AvgJS Pearson's r —     

 
p-value —     
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2. AvgOT Pearson's r 0.629 —   

 
p-value < .001 —   

3. AvgOC Pearson's r 0.621 0.714 — 

 
p-value < .001 < .001 — 

5.3. Perceived Organizational Support? 

Pearson's Correlations  

Variable   AvgJS AvgMTR AvgIRT 

1. AvgJS Pearson's r —     

 
p-value —     

2. AvgMTR Pearson's r 0.409 —   

 
p-value < .001 —   

3. AvgIRT Pearson's r 0.555 0.743 — 

 
p-value < .001 < .001 — 

6. Which among the variables, singly or in combination, predicts job satisfaction? 

Linear Regression 

Model Summary - AvgJS  

Model R R² Adjusted R² RMSE 

M₀ 0.000 0.000 0.000 0.980 

M₁ 0.760 0.577 0.548 0.658 

Note.  M₁ includes AvgEE, AvgD, AvgOT, AvgOC, AvgMTR, AvgIRT 

  

ANOVA  

Model   Sum of Squares df Mean Square F p 

M₁ Regression 52.62 6 8.770 20.23 < .001 

  Residual 38.58 89 0.434     

  Total 91.21 95       

Note.  M₁ includes AvgEE, AvgD, AvgOT, AvgOC, AvgMTR, AvgIRT 

Note.  The intercept model is omitted, as no meaningful information can be shown. 
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Coefficients  

Model   Unstandardized Standard Error Standardized t p 

M₀ (Intercept) 3.396 0.100   33.957 < .001 

M₁ (Intercept) 0.292 0.592   0.493 .623 

  AvgEE -0.330 0.095 -0.355 -3.475 < .001 

  AvgD 0.363 0.104 0.364 3.509 < .001 

  AvgOT 0.300 0.111 0.289 2.705 .008 

  AvgOC 0.345 0.136 0.285 2.527 .013 

  AvgMTR -0.044 0.118 -0.043 -0.375 .709 

  AvgIRT 0.264 0.105 0.278 2.519 .014 
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