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The paper explores the influence of
Maslach’s three burnout dimensions
(Depersonalization, Personal Accom-
plishment and Emotional Exhaustion) on
various Job Attitudes in combination
with Work Environmental factors, rep-
resented by Organizational Politics and
Distributive Justice. Job Satisfaction is
conceptualized as Intrinsic and Extrin-
sic components to identify the relative
importance in the development of Turn-
over Intention. Results indicate the rela-
tive importance of Intrinsic Satisfaction;
there was no empirical support for hy-
potheses involving Extrinsic Satisfac-
tion. Results also indicate that process
model of burnout is not applicable
among software professionals. Organi-
zational Politics became a central vari-
able through multiple significant rela-
tionships with other study variables.
The paper discusses the theoretical and
managerial implications of these results
and identifies various themes for future
research.

Introduction

During the past 20 years, In-
formation Systems function has
experienced arapid growth in al-
most every organization resulting
in the development of more com-
plex and specialized jobs for soft-
ware professionals (Hurang,
2001). Employment relationship
has also undergone a dramatic
shift wherein employees prefer to
MOVe across various organi zations
during the course of their work-
ing life without any commitment.
For most of the software firms,
retention of the organizational
knowledge is closely linked with
the ability to retain the employees.
Approximately two thirds of the
IT managers who participated in
Longenecker & Scazzero (2003)
study reported serious consider-
ation about leaving the current
organization. Turnover of Infor-
mation System professionals has
shown relationship with failed sys-
tem projects and inadequate de-
ployment of organization’s re-
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sources (Igbaria & Guinmaraes,
1999). Asone of the largest avoid-
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able expenses, preventing employeeturn-
over becomes an area of prime concern
for most of the software firms.

Organizational issues cause more
turnover than technol ogical issues among
managers in  software firms
(Longenecker & Scazzero, 2003). It
means majority of the factors driving
software professionals’ retention are con-
trollablefor most organizations. Thisstudy
isan attempt in that direction and makes
three important contributions to the re-
lated literature. An inverse relationship
between Turnover Intention and Job Sat-
isfaction has been established in the lit-
erature. As the first contribution, this
paper treats Job Satisfaction astwo com-
ponents, Intrinsic and Extrinsic Satisfac-
tion to identify therelative importance of
both in the development of Turnover In-
tention. Second, we consider the influ-
ence of three Burnout dimensions on
various Job Attitudesin combination with
Work Environmental factors, represented
by Organizational Politics and Distribu-
tive Justice. Third, Distributive Justice has
got comparatively less attention within
justiceliteraturein comparison with other
facets of justice. This study contributes
more towards the literature on this un-
derstudied facet of Justice.

Burnout among Software
Professionals

Burnout among software profession-
als has been examined only to alimited
extent in literature. Salanova, Peiro &
Schaufeli (2002) in their review on the
relationship between the use of informa-
tion technology and Burnout haveidenti-

fied just three empirical studies with
complementary results. Software profes-
sionals are reported to suffer from either
similar or higher stress than many of their
colleagues (Hurang, 2001). Analysis of
typical software professionals has pro-
vided evidence of work overload, role
ambiguity, and role conflict.

The three-dimensional conce-
ptualization used by Maslach and her
colleagues and its various modifications
(Maslach, Schaufeli & Leiter, 2001) isstill
the most popular inventory to measure
Burnout. Emotional Exhaustion is char-
acterized by the lack of energy and a
feeling that one’s emotional resourcesare
used up. It will usually coexist with feel-
ings of frustration and tension. Deper-
sonalization is characterized by the ten-
dency of employees to treat people as
objects. They start to display a detached
and emotional callousness, and become
more cynical towards coworkersand cli-
ents. Diminished Personal Accomplish-
ment refers to the tendency to evaluate
oneself negatively. Empirical evidence
suggests that Burnout is a process that
gradually develops over timeresultingin
various process models (Lieter &
Maslach, 1988).

We al so propose rel ationship among
the three dimensions, leading to the de-
velopment of Burnout among software
professionals. Depersonalization is con-
sidered adysfunctional coping and those
software professionals who are not able
to balance the work stressorswill exhibit
a tendency to distance themselves from
job. Decreasing involvement with work
may result in reduced accomplishments
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and inability to achieve success, asin past,
may lead to increasing Emotional Exhaus-
tion. A process model with Depersonal -
ization asthe starting point and Emotional
Exhaustion asthefinal stagewill help us
consider Emotional Exhaustion as the
connecting link between Burnout and
various Job Attitudes such as Job Satis-
faction, Organizational Commitment and
Turnover Intention as in existing litera-
ture (Brown & Benson, 2003; Moore,
2000). Hence

H1a: Burnout development among soft-
ware professionals follows a se-
guence wherein Depersonalization
leads to reduced Personal Accom-
plishment and reduced Personal Ac-
complishment leads to Emotional
Exhaustion.

Job Attitudes

Various review papers and meta-
analysis haveidentified Job Satisfaction
and Organizational Commitment asinter-
vening variables in turnover process
(Hom& Griffith, 1995; Tett& Mayer,
1993). Job satisfaction is generally rec-
ognized as amultifaceted construct with
intrinsic and extrinsic job elements and
research on software professionals em-
phasized the need to treat them sepa-
rately (Hars& Ou, 2002).

Highly motivated individuals, who are
strongly committed to their work, are
more prone to suffer from Burnout.
Working in a stressful environment will
result in development of Burnout among
software professionals with high intrin-
sic work motivation. Managers may fol-

low atendency to assign critical projects
to highly regarded employees, and these
high performers find themselves trapped
in an exhaustive situation which will ulti-
mately result in a higher propensity to
leave the job (Moore, 2000). Employees
who get trapped in an exhaustive situa-
tion may not be able to derive satisfac-
tion in those motivators which had been
intrinsically rewarding before. Hence,

‘ Employees who get trapped in an
exhaustive situation may not be
able to derive satisfaction in those

motivators which had been intrin-
sically rewarding before. \

H2a) Greater the Emotional Exhaustion
among software professionals,lower
their intrinsic Job Satisfaction.

While conducting research on profes-
sionalsinvolved in open-source projects,
Hars & Ou (2002) identified certain ex-
trinsic rewards important to software
professionals. Mainstream literature on
Burnout and Job Satisfaction has treated
both Extrinsic and Intrinsic Satisfaction
as a combined variable with a negative
relationship. Another objectiveisto com-
pare the relative strength of the relation-
ship of Emotional Exhaustion with both
Extrinsic and Intrinsic Satisfaction. Em-
ployees suffering from Burnout may not
be able to appreciate extrinsic factors
such as pay, quality of supervision and
administration of fringe benefits. Hence,

H2b) Greater the Emotional Exhaustion
among software professionals lower
their extrinsic Job Satisfaction.
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Studies that have analyzed the rela-
tionship with Job Satisfaction, Organiza-
tional Commitment and Turnover have
come up with conflicting results. While
some researchers predict a direct nega-
tive relationship between Job Satisfac-
tion and Turnover (Tett& Meyer, 1993)
majority of studies conducted across a
wide range of employees suggest a me-
diator role played by Organizational Com-
mitment (Griffeth, Hom& Gaertner, 2000;
Price & Mueller, 1986). Degree of Job
satisfaction is associated with specific
and tangible facets of job and requires
relatively lesser time to develop than
Organizational Commitment. Commit-
ment with an organization develops over
a period of time and more stable in na-
ture. Satisfaction/dissatisfaction with
extrinsic and intrinsic aspects of the job
influences the development of organiza-
tional commitment over aperiod of time.
Hence,

H3a) Greater the Intrinsic Job
Satisfaction,greater the Organiza-
tional Commitment.

H3b) Greater the Extrinsic Job Satisfac-
tion, greater the Organi zational Com-
mitment.

‘ Organizational Commitment is a
strong predictor of Turnover. \

Organizational Commitment is a
strong predictor of Turnover (Griffeth et
al, 2000; Tett & Meyer, 1993). Mayer &
Allen (1991) have come up with three-
component conceptualization of Organi-
zational Commitment involving affective,
continuance and normative commitment

components. Affective Commitment re-
fers to (a) strong belief and acceptance
of the goals and values of the organiza-
tion (b) readiness of employees to exert
considerable effort on behalf of the or-
ganization and (c) represents a strong
desire to remain as a member of the or-
ganization. Committed employees may
have a desire to remain within the com-
pany because they identify the success
and future of the organization with them-
selves and therefore exhibit a reduced
Turnover Intention. Hence,

H4) Greater the Organizational Commit-
ment lower the Turnover Intention.

Work Environment

Previous research has shown the in-
fluence of Work Environment factorson
Job Satisfaction and Turnover Intention
(Griffeth et al, 2000). This study focuses
on Work Environment factors such as
Organizational Politics and Distributive
Justiceto study itsinteraction with Burn-
out dimensionsin the development of Job
Attitudes.

Understanding Organi zational Justice
as a Work Environment is important for
organizations because of itsrelationship
with Job Attitudes such as Job Satisfac-
tion and Organizational Commitment and
subsequently to their propensity to search
for another job (DeConinck & Stilwell,
2004). It hasfour distinct justice dimen-
sions such as distributive, procedural, in-
terpersonal and informational justice.
Several studies have showed Distributive
Justice as a better predictor of Job Sat-
isfaction than procedural in linewith Dis-
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tributive Dominance M odel suggested by
Levanthal (1980). Distributive Justice has
its roots in Equity Theory. Employees
determine whether an outcome was fair
by calculating the ratio of one's contri-
butions such as experience and efforts
to outcome such as pay and promotion
and then comparing this ratio with that
of others. Any perceived inequity in this
comparison process may result in dissat-
isfaction. Some of the previous studies
(DeConinck & Stilwell, 2004) have stud-
ied the relationship of Distributive Jus-
tice with extrinsic factors such as pay
but not on intrinsic factors. In line with
Equity Theory we hypothesize a positive
relation with both extrinsic and intrinsic
factors. Hence,

H5a) Greater the Distributive Justice
greater the Intrinsic Satisfaction.

H5b) Greater the Distributive Justice
greater the Extrinsic Satisfaction.

Despite the sound theoretical
grounding, very few studies have tested
the linkage between Burnout and Justice
(Brown & Benson, 2003). Most of the
employees consider themselves as good
performers and expect equitable and fair
returns for the same. Lack of Distribu-
tive Justice may prohibit the fulfillment
of this expectation, and the employee
who believes in the inability of the sys-
tem to reward him fairly may feel emo-
tionally depleted. Repeated occurrence
of such incidents resulting in emotional
depletion will finally lead to Emotional
Exhaustion. Hence,

H5c) Greater the Distributive Justice
lower the Emotional Exhaustion

Organizational Politics refers to the
set of behaviors designed to maximize
the self-interest, either in short term or
long term and has a dysfunctional con-
notation in this study. Work Environment
with a dominant political atmosphere
could result in development of negative
attitude among employees such as di-
minished Job Satisfaction (Witt,
Andrews & Kacmar, 2000), Organiza-
tional Commitment (Cropanzano,
Howes, Grandey & Toth, 1997) and
greater Turnover Intentions
(Cropanzano et al., 1997). In thiscon-
text individual’s perception about the
politics attains more significance rather
than the objective reality that exists in
an organization. While individual em-
ployees perceive themselves as a vic-
tim of Organizational Politics, they get
dissatisfied with both the extrinsic and
theintrinsic rewards allotted to them, and
exhibit a drop in Organizational Com-
mitment. Other set of employees, who
consider politics as undesirable may
choose to withdraw from the organiza-
tion asameansto avoid political activi-
ties. Hence,

H6a) Greater the Perceived Organiza-
tional Politicslower thelntrinsic Sat-
isfaction, Extrinsic Satisfaction and
Organizational Commitment, and
greater the Turnover Intentions.

A Work Environment characterized
by high-perceived Organizational Politics
will not ensure fairness among every
employee of the firm. Unfairnessin dis-
tributing outcome can occur in two ways
(Brown & Benson, 2003) in apolitically
dysfunctional Work Environment (a) al-
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location of high rewards to favorites (b)
setting up of unrealistic targets for the
employees who are not considered as
favorites of power centers. Hence,

H6b) Greater the Perceived Organi zational

Politicslower the Distributive Justice.

All hypothesi zed rel ationswith direc-

tionsaregiveninFig. 1

Fig. 1 Hypothesized Model & Variables Included in the Study
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M ethodology

The participants were software
professionals working in a medium
sized firm in Bangalore, India. In or-
der to ensure the familiarity with or-
ganizational fairness and established
practices we limited our sample to
those empl oyees who have a minimum
experience of two yearsin the current
firm. Through HR department of the
organization, we contacted the em-
ployees and 100 of them volunteered
to participate in the study and filled
the questionnaire. The mean age was

Job Satisfaction

29.8 years with a standard deviation
of 4 within the range between 23 and
46 years. Eighty percent of the re-
spondents were males representing the
typical gender ratio existing in most of
the IT firms. 63 percent of the par-
ticipants were married while 30 per-
cent of the entire sample has one or
more kids. Average work experience
of the participants was 6.7 years with
a standard deviation of 3.8 years. To
ensure the confidentiality, researcher
visited the organization and collected
the filled questionnaires directly from
respondents.
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M easur es

To measure Burnout, twenty-two-
item Maslach Burnout Inventory (Maslach
& Jackson, 1981) was used generating
separate scores for the three sub
dimensions,viz., Emotional Exhaustion,
Depersonalization and Reduced Personal
Accomplishment. Emotional Exhaustion
was measured with nine items (a= 0.82)
like*l feel emotionally drained during my
work’; Depersonalization measured with
five items (a = 0.64) like ‘| feel | treat
people in an impersonal manner’; and,
Reduced Personal Accomplishment mea-
sured by eight reverse coded items (a=
0.75) likeitem ‘| have accomplished many
worthwhilethingsinthisjob’.

Spector (1997) developed a 36 job
item measure for Job Satisfaction with
nine sub dimensions such as pay, promo-
tion, supervision, fringe benefits, contin-
gent rewards, operating conditions, co-
workers, nature of work and communi-
cation. Two sub dimensions that failed
to report acceptable reliability were re-
moved from further analysis. Seven of
the remaining sub dimensionswere clas-
sified into Extrinsic and Intrinsic Satis-
faction. Thus Extrinsic Satisfaction is
measured by adding all items under the
sub dimensions of Pay, Supervision,
Fringe Benefits and Communication (ex-
cept one item), while Intrinsic Satisfac-
tion had Promotion, Contingent Reward
and Nature of Work as sub dimensions.
Reliability scoresfor both were 0.87 and
0.79 respectively.

Ferris & Kacmer’s (1992) five-item
measure for Organizational Politics was

used, with a scale reliability of 0.78. A
sample item was ‘ There are cliques and
in-groups which hinder effectiveness
here’. Distributive Justice was measured
by a six-item scale developed by Price
& Muller (1986) with a scale reliability
of a= 0.88. Items reflect the way in
which management considers the effort,
results produced, roles and responsibili-
tiesin deciding rewards. Allen and Mayer
(1990) devised a measure for Affective
Commitment with six items. One sample
itemis'thisorganization hasagreat deal
of personal meaning to me'. This study
reported areliability of a= 0.73, for this
measure. A six point Likert scale was
used to measure Burnout dimensions, Job
Satisfaction measures, Organizational
Politics, Distributive Justice and Affec-
tive Commitment.

Turnover Intention measured using a
single reverse coded item reads as
‘length of time you planned to stay in the
company’. Options given were ranged
from less than one year to more than five
years as five possible answers. Other
studies have either supported or used a
similar kind of measure for similar con-
structs (Wanous, Reichers & Hudy,
1997).

Analysis

Path Analysis using Structural
Equation Modeling (SEM) was em-
ployed to test the model presented in
Fig. 1, sinceit provides a simultaneous
test for various study hypotheses.
Model parameters were estimated
through the maximum likelihood method
using LISREL 8.5. Several commonly
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used fit indices were used to assess the © ggo
overall model fit (Joreskog & Sorbom, s
1993): the Chi-square statistic; the '
Adjusted Goodness-of-Fit Index ™ L&
(AGFI); the Normed Fit Index (NFI), esey
and the Comparative Fit Index (CFl)
and the Root Mean Square Error of © e s
Approximation (RMSEA). Insignificant % i I &
Chi-square value isdesirable for SEM, S
since it suggests sufficient closeness o RV
between the model developed from o J22d 8
samples covariance matrix and the true < E
population covariance matrix. Signifi- < o~ . oulws
cance of the specific relationships was g RS S|3
estimated by t-values. =8 AR =
o
(]
Results © TR x5rxg|s
g gae Sdeo|l
Descriptive statistics and correla- = s < §
tions are presented in Table 1. 3 _ g
Chronbach's areliabilitiesareinparen- 2 |©| 8283 fiihkl7D
thesis along the diagonal. ;’;; S S3s%|s
- &
Initial analysis of the hypothesized o || ~, © w0 « » » <| 2
model has produced fitindicesbelow the & Sa2S8s &553|8
acceptable levels. Hypothesized model 8 = coo |
indicated a significant (p < 0.001) Chi- 5 =)
square value of 51.72 with 21 degreesof 3 BlBYCRE 2238|7
freedom. Since all other fitindices(AGFI £ oo o So-l g
= 0.78, NFI = 0.74, CFl = 0.80) are be- © T
low the suggested limit of 0.90, we ex- & il
amined theModification Indicesfortheo- & |cloagogn ooae|S 8
. . . = © O MO~ nox - o.2
retically feasibleimprovement. Twoad- £ [2|dodada oova| 2D
ditional paths were added to the model o "=
in two steps based on suggested M odifi- g €9
cation Indices. We added a path from = R c_E s B
Depersonalization to Emotional Exhaus- & ZEgg._ 25Eg|5E
tion (M1 = 29.79) first and then another SEsSEg 88 Eg|eZ
onefrom Reduced Personal Accomplish-  § ZonNBE i g 82|58
ment to Affective Commitment. Final f gl 8 % I g % %__o 59 § =
model indicated a non-significant (p > o |8|§£2 35S g.%’ 288 gg
0.001) Chi-squarevalueof 11.92with18 8 |E|SZE8BSRES 5|0
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degrees of freedom with acceptable fit  result of incorporating paths based ontwo
indices (AGFI =0.93, NFI =0.94, CFI = Modification Indices are presented in
1.00). Improvements in fit indices asa Table 2.

Table 2 Fit Indices for Various Nested Models

Nested Chi square Df pvalue RMSEA AGFI NFI CFl Largest Ml
Models

| 49.53 20 <0.001 0.12 0.77 0.75 0.80 29.79
I A 20.19 19 >0.1 0.03 0.90 0.90 0.98 8.58
I B 11.92 18 >0.1 0.00 0.93 0.95 1.00 3.09

Among Burnout dimensionsthe path
estimate from Depersonalization to Re-
duced Personal Accomplishment (t value
= -1.15) and Reduced Personal Accom-
plishment to Emotional Exhaustion (t
value = -1.26) turned out to be insignifi-
cant, while the path estimate from Dep-
ersonalization to Emotional Exhaustion,
as suggested by Modification Index re-
mained significant (Standardized path
coefficient = 0.53, t value = 6.60). Thus
results do not support Hypothesis 1 sug-
gesting a process model on Burnout de-
velopment.

Hypothesis 2 received partial support
wherein the path coefficient from Emo-
tional Exhaustion to Extrinsic Satisfac-
tion has not got empirical support (t value
= 0.80), while the path coefficient to In-
trinsic Satisfaction got strong support
(standardized path coefficient = -0.22, t
value = -2.86). In a similar manner the
path towards Organizational Commit-
ment from Intrinsic Satisfaction (stan-
dardized path coefficient = 0.60, t value
= 5.25) got empirical support, while the
path from Extrinsic Satisfaction became
insignificant (t value = 0.45). Thus re-
sults produce partial support for Hypoth-
esis 4. Organizational Commitment ex-

hibited a very strong significant path
(standardized path coefficient = -0.43, t
value =-3.76) in expected direction sup-
porting Hypothesis 5.

Thetwo hypotheses dealing with the
relationship between Work Environment
factors and two forms of Job Satisfac-
tion got partial support. The path from
Distributive Justiceto Intrinsic Satisfac-
tion (standardized path coefficient = 0.27,
t value = 4.94) got very strong empirical
support whilethe path to Extrinsic Satis-
faction became insignificant (t value =
0.32). Therewasavery strongly signifi-
cant path from Organizational Politicsto
Intrinsic Satisfaction (standardized path
coefficient = -0.26, t value = -4.05), and
an insignificant path (t value = -1.18)
between Organizational Politicsand Ex-
trinsic Satisfaction. Results also exhib-
ited moderately strong path to Organiza-
tional Commitment (standardized path
coefficient = -0.21, t value = -2.42), in-
significant path to turnover (t value = -
0.49) and finally very strong path to Dis-
tributive Justice (standardized path co-
efficient = -0.59, t value = -5.16) sup-
porting hypothesis6(b). Final model with
significant path coefficients is given in
Fig. 2.
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Discussion

The effects of Job Attitudes on turn-
over under various contexts have been
well documented. But the combined ef-
fects of Work Environment and Burnout
dimensions are yet to be explored. Ex-
amination of various facets of Job Satis-
faction is useful, in understanding the
reasons behind employee dissatisfaction
and in subsequent preparation of an ac-
tion plan for resolving the dissatisfaction
(DeConinck et al., 2004). Categorization
of satisfaction measuresinto Intrinsic and
Extrinsic factors and identification of the

relativeimportance in aturnover model,
servesastheinitial attempt in thisdirec-
tion.

Any study on the combined effect on
two distinctive sets of psychological con-
structs starts with identification of its
connecting link. Our path analysisresults
clearly point to Intrinsic Satisfaction as
the connecting link between work envi-
ronment and Burnout dimensions in the
development of various Job Attitudes.
This constitutes the major theoretical
contribution of this study and has great
significanceto practitioners.

Fig. 2 Final Model and Standardized Solution from Path Analysis
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Most of the software jobs are highly
demanding intermsof: (1) high workload
requiring the employees to put in addi-
tional hours of extrawork, (2) role ambi-
guity dueto the inherent need towork in
close relation with people outside their
respective fields, (3) lack of sufficient
and timely information and (4) nearly
impossible deadlines.

According to conservation of re-
source theory, Burnout occurs as a re-
sult of losing certain valuable resources
required to meet demands. Lack of re-
source will lead to Burnout and result in
certain behavioral and attitudinal out-
comes like coping responses, Turnover
Intentions, and attitudinal changes like
erosion of Organizational Commitment,
Job Involvement and Job Satisfaction.
Since certain demands that could trigger
strain in the form of Physical and Emo-
tional Exhaustion are inherent and in-
separableto this profession, one solution
istoincreasethe availability of resources
within thejjob context. Empirical findings
of this study emphasize on the need to
provide more Intrinsic Satisfaction in
terms of higher autonomy, regular feed-
back about performance, and identifiable
piece of work requiring variety of skills.
Theseinitiativeswill keep their Intrinsic
Satisfaction high and help them derive
better satisfaction from their job. It will
result in positive cascading effect on other
related Job Attitudes like increased Or-
ganizational Commitment and lower
Turnover Intentions.

Previous research has also failed to
get empirical support for the link between
Intrinsic Satisfaction and Emotional Ex-

haustion. Houkes et al., (2003) has lon-
gitudinally studied the relation among In-
trinsic Motivation, Emotional Exhaustion
and Turnover Intention in two samples
consisting of bank employees and teach-
ers. While proving empirical evidencefor
Intrinsic Motivation and Turnover Inten-
tion, they failed to establish a link be-
tween Intrinsic Motivators and Emotional
Exhaustion.

‘ Work Environment factors have a

direct impact on Intrinsic Satisfac-

tion while the same is lacking with
Extrinsic Satisfaction. \

Work Environment factors have a
direct impact on Intrinsic Satisfaction
while the same is lacking with Extrinsic
Satisfaction. Huang & Van de (2003) in
their study across 46 nations conclude that
certain basic necessities are a must to
ensure Intrinsic Satisfaction. In our study,
similar results were not obtained due to
two possible reasons. Software profes-
sionalsare getting arelatively higher pay
and better working conditions than their
counterparts in other professions and
hence Extrinsic Satisfaction in terms of
pay cease to motivate them further. They
have already shifted to next level of needs
(Maslow, 1954) and the current needs are
better represented by factorsincludedin
Intrinsic Satisfaction. Another possible
reason can be explained in terms of the
job market condition wherein software
professionals are always in demand.
Hence, those software professionals who
are extrinsically dissatisfied with the or-
ganization start searching for alternative
employment and move out of the organi-
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zation within a short span of time. Orga-
nization may try to retain crucial employ-
ees by revising their extrinsic rewardsto
the possible extent. As a result, at any
point of time, the number of extrinsically
dissatisfied employeesin an organization
isnegligible.

‘ At any point of time, the number
of extrinsically dissatisfied em-

ployees in an organization is neg-
ligible. \

Our study has not found any support
for the relation between Extrinsic and
Intrinsic Satisfaction. Highest Modifica-
tion Index between these two variables
is1.75, which isnot significantly strong
enough to add a path between them. This
indicates partial support for two-factor
theory (Herzberg, 1959). Further studies
are required to confirm the same in the
context of software professionals.

Organizational Politics (OP) seems
to be the central variable in this model
influencing Distributive Justice, Intrinsic
Satisfaction, and Organi zational Commit-
ment. Consistent with existing literature,
our study found an inverse relation be-
tween OPand Job Attitude. Given thefact
that politicsisinevitablein every organi-
zation, management should take proac-
tive stepsto minimize the selfish motive
arising out of it, by increasing available
supportive mechanisms within the orga-
nizational context.

Lack of alink between Work Envi-
ronment factors and Burnout dimensions
was a surprise finding, which requires

further exploration in future studies. In
line with the relationship between Work
Environment factors, Burnout dimensions
exhibit alink with Intrinsic Satisfaction
(but not Extrinsic Satisfaction) through
Emotional Exhaustion.

Our path analysis results failed to
support hypothesized process model of
Burnout development. While Emotional
Exhaustion remains as the core compo-
nent of Burnout, Reduced Personal Ac-
complishment seemsto devel op indepen-
dently with anegative impact on Organi-
zational Commitment. Thisresult iscon-
sistent with previous research (Lee &
Ashforth, 1996), which describes differ-
ential impact of Burnout dimensions on
Job Attitudes. While Emotional Exhaus-
tion exhibited an indirect relationship with
Organi zational Commitment through In-
trinsic Satisfaction, Reduced Personal
Accomplishment has shown a direct re-
lation. Realization of aparallel (or simul-
taneous?) development of these dimen-
sions, will help the managers develop a
range of concurrentpreventive and sup-
portive measures to tackle the develop-
ment of Burnout.

While our analysis has revealed in-
teresting findings, many of them are in-
dicative due to some limitations associ-
ated with thiswork.The study was based
on the perceptual data collected from a
single organization. In such a scenario,
actual turnover data would have helped
in building a better model, rather than
Turnover Intention. In ajob market domi-
nated scenario, many of the turnover in-
cidentsare guided by impulsive decisions
rather than rational decisions. Finally,
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cross sectional nature of this study, may
result in inherent weaknesses associated
with most of the contemporary research
of thistype.
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