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Abstract: This study examines the relationship between organizational climate, organizational commitment,
and organizational role stress among academic employees in government-funded and private universities in
Odisha. The impact of demographic variables on workplace attitudes is examined, including age, gender,
marital status, and level of education. The results show significant disparities between age groups using
structured questionnaires and statistical tools like Duncan's Multiple Range Test and ANOVA. While older
workers express greater satisfaction with teamwork, the workplace, and individual importance, younger
workers frequently take a neutral stance on organisational climate. Workload, uncertainty, and
interpersonal disputes are examples of role stresses that have a detrimental impact on commitment and job
satisfaction. The study emphasises the necessity of supportive policies to boost institutional sustainability,
lower stress levels, and increase faculty motivation.

IndexTerms - Organizational role stress, Duncan's Multiple Range Test and ANOVA.

1. INTRODUCTION

A country's intellectual, social, and economic progress is greatly influenced by its higher education institutions. The fast
expansion of government-funded and private universities in India has presented both opportunities and difficulties for upholding
high standards of instruction and cultivating a positive work environment for academic staff. The contentment, drive, and
dedication of these institutions' faculty members who are the foundation of innovation and the spread of knowledge have a
significant impact on their efficacy. Thus, assessing organisational environment and its influence on institutional performance
requires an awareness of employees' personal and professional aspects.

The phrase "organisational climate" refers to how employees typically see their workplace, interpersonal relationships, and
institutional culture. Cooperation, recognition, independence, communication, and leadership styles are some of its components.
Positive workplace cultures boost job satisfaction, foster organisational commitment, and reduce role stress, all of which enhance
faculty performance and retention. On the other side, a bad work environment characterised by inadequate communication, a lack
of reorganisation and extreme stress can lead to dissatisfaction, absenteeism, and high turnover rates. This study indicates that
both institutional achievement and employee well being are significantly influenced by organisational climate.

This study uses a quantitative methodology, gathering data from academic staff at both public and private universities in Odisha
using standardised questionnaires. ANOVA and Duncan's Multiple Range Test are two statistical methods used to examine
differences in perceptions between demographic groups. The results show that employees' impressions of the organisational
climate varied significantly depending on their age, with older workers indicating higher levels of satisfaction with aspects like
individual importance and teamwork. Younger workers, on the other hand, typically take a more impartial position, which may
reflect generational disparities in experiences and expectations.

The study also emphasises how employee attitudes are shaped by organisational job stress. Workload, position uncertainty, and
interpersonal disputes are examples of stressors that have a detrimental effect on organisational commitment and job satisfaction.
Fostering a positive climate requires addressing these stressors through supportive policies, strong leadership, and open
communication channels. Furthermore, organisational commitment is revealed as a multifaceted concept impacted by stress
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management, motivation, and job satisfaction. Workers who experience a supportive environment are more likely to show
affective commitment, which supports the stability and expansion of the organization.

This study's conclusion emphasises how crucial it is to look at employees' personal and professional aspects in order to
comprehend organisational atmosphere, dedication, and job stress. Policymakers and administrators can create interventions that
improve teacher satisfaction, lower stress levels, and increase organisational commitment by using the research's identification of
demographic variances and stress factors. These steps are necessary to maintain high-quality instruction and guarantee the long-
term viability of Indian higher education institutions.

2. Review Of Literature

a) Three major categories can be used to classify the literature review for this study: Organizational
climate

e Arabaci (2011) emphasised that employees' psychological perceptions of their workplace
contribute to its design and have a beneficial influence on their behaviour. According to the
researcher, improved performance is directly related to the workplace. The results of the study
showed that organisational climate is dynamic and frequently shifts based on environmental
factors. According to the respondents’ opinions, age and employment status have an impact on
climate acceptability.

e Dorathi (2011) examined the connection between the institution's climate and teacher services. The
results showed that substantial work fosters a favourable knowledge based atmosphere in both
public and private schools. Results also showed that both teaching and non-teaching staff provide
the finest services to students when they receive the necessary attention.

e Ahmad et al. (2012) conducted research to determine how organisational atmosphere and
organisations chosen based on cluster behaviour and turnover relate to performance and deviance.
Seven Likert analysis criteria were used to gauge the opinions of 246 middle level managers.
According to the report, organisational climate establishes a clear internal organisational
framework and gives employees possibilities for growth. Additionally, this fosters improved
system and communication, as well as a professional atmosphere and personal development. It was
discovered that middle-level managers care more about possibilities for professional growth than
other factors.

e Maheshbabu et al. (2014) investigated the relationship between elementary school teachers' job
stress and organisational climate. A sample of one hundred teachers from various private and
public elementary schools was chosen. They discovered a strong correlation between anxiety and
job stress in both male and female educators. Additionally, they discovered that there was no
discernible difference in the opinions of male and female teachers about the organisational climate.

e Kumari (2018) sought to investigate the views of various secondary school teachers at Navodaya
Vidhyalaya, Haryana, about the organisational climate. For the study, she employed the descriptive
survey method. A sample of fifty-one instructors was drawn from 10 Nayodaya schools in Haryana.
The replies were examined using M. L. Sharma's School Organisational Climate Description
Questionnaire (SOCDQ). The study found that there was no discernible difference in the opinions
of male and female educators.

e Kawiana, I.G.P. et al. (2021) established that the relationship between organisational commitment
and leadership is mediated by the psychological and emotional milieu. The influence of
psychological factors as a mediator on the connection between cooperative leadership and
organisational commitment is also examined in this study. All of the study's participants are Bali
Cooperative Society members. This study used a saturation sampling approach to choose the
sample. Data was gathered via questionnaires and subsequently examined. The study came to the
conclusion that, in the age of digitalisation, leadership has a positive effect on fostering teamwork,
organisational commitment, psychological climate, and, eventually, improving organisational
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culture.

e Akter, et al. (2024) the impact of managers' transformational leadership practices on fostering a
climate of trust in the hotel sector was investigated in this study. It evaluated the mediating function
of organisational justice in the connection between managers' transformational leadership and trust
climate, and it was based on social exchange theory. 323 full-time workers at three-star hotels in
Bangladesh provided the data. To investigate the suggested hypotheses, the study used a PLS-SEM
method. The trust climate in hotels was found to be significantly impacted by managers'
transformational leadership, with organisational justice serving as a mediator in this interaction.
These results highlight the significance of organisational justice and managerial transformational
leadership in creating and preserving a trustworthy workplace. The study ends with
recommendations for future lines of inquiry as well as theoretical and practical ramifications.

b) Organizational commitment

e Bytyqi, Qendrim. (2020) investigated the relationship between organisational commitment and
professional achievement motivation. They found a strong and favourable relationship between
organisational commitment and achievement motivation. This demonstrates that organisational
commitment increases in tandem with the necessity for achievement.

e The purpose of Srivastava, S. (2013)'s study was to examine the connections between the three
behavioural constructs of organisational commitment, work satisfaction, and job involvement. As a
result, a structural model is created to outline how these concepts interact and investigate how work
satisfaction influences the connection between organisational commitment and job involvement.

e Jamal, M. (2011) was carried out to investigate the relationship between secondary school teachers'
organisational commitment and occupational stress. 615 government school instructors participated
in the study and supplied answers for the analysis. To gauge organisational commitment and
occupational stress, the researcher created a self-made scale. The results showed that organisational
commitment and occupational stress were negatively correlated in this group. The study also
highlighted a number of particular aspects of occupational stress, such as workload, misbehaviour
by students, insufficient classroom supplies, and strained relationships among co-workers, all of
which were demonstrated to have a substantial impact on instructors' organisational commitment.

e Bahrami, M. A, Barati, et al. (2016) investigated the connection between hospital teaching staff
members' organisational commitment and organisational atmosphere. Two hospitals in Yazd, Iran,
were compared. Data was gathered using a standard organisational commitment questionnaire. The
results showed that affective commitment and organisational atmosphere were positively
correlated.

e Amal Benkarim & Daniel Imbeau, (2021) the evaluation of instruments and the creation of plans
for the application of various organisational commitment mechanisms are the focus of research.
Only a few studies have thoroughly examined organisational commitment with Lean, despite the
fact that numerous writers highlight staff commitment as one of the key components of Lean. Our
primary goal in this narrative literature review article is (1) to locate and examine a substantial
body of research on the Lean Manufacturing strategy and its relationship to employee commitment,
with affective commitment being the key organisational commitment type that is positively
associated with Lean, and (2) should highlight the management techniques that are necessary to
sustain Lean's success and long-term viability while fostering this degree of commitment. This
study highlights related research issues and offers a comprehensive review that will help Lean
scholars and practitioners better appreciate the importance of employee commitment in this
methodology.

¢) Organizational role stress

e Farler, Liz et al. (2012) carried out a thorough investigation on the stress that non-teaching
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employees in a UK government college's library endure at work. The study examined how library
employees responded to stress using a variety of data collection methods. The results of the study
demonstrated that, depending on the situation, relationships with students can be either stressful or
enjoyable. The study also discovered that in order to lower the stress levels of librarians, institutions
must manage the noise pollution in the library and encourage students to behave politely toward the
institute's sub-staff. The importance of creating a positive work environment that contributes to
employees' satisfaction was also emphasised by the study. By addressing various stressors and
enhancing employee satisfaction and overall success, organisations can foster a more dynamic work
environment.

e Nirmala. R. (2015) carried out studies on bank employees' stress management. The goal of the study
was to determine the sources, intensities, and consequences of stress on bank workers' health. In
order to determine the main causes of stress among bank employees, the study used self-structured
questionnaires to gather data from 50 bank workers and performed statistical analysis. The results
showed that interpersonal stressors, role stressors, task-related stressors, and time-based stressors
were the main sources of stress among bank employees. Stress has been linked to both physiological
and psychological illnesses. Fixed working hours, job sharing, working from home, fixed lunch
hours, healthcare, employee assistance programs, and stress management programs are just a few of
the strategies that the study recommended banks implement to reduce the stress levels of its
employees. By following these guidelines, a company can foster a friendly and upbeat workplace
that enhances employee wellbeing and lowers stress levels, improving job satisfaction and
productivity.

e Balaston, G. C. (1985) Teachers in rural areas reported significant levels of stress, according to
studies. It is important to remember that the rural environments in the United States and India are
very different, so the research findings might not apply to the Indian people. Therefore, more
investigation is needed to ascertain whether this conclusion holds true in the Indian setting.

e Dua, J. K (1994) we out a study on the impact of work-related pressures on university instructors'
emotional, physical, and job satisfaction. The study found that teachers' physical and mental well-
being, as well as their level of job satisfaction, was negatively impacted by job pressures. This
emphasises how crucial it is to deal with work-related stressors in order to support teachers'
wellbeing and job satisfaction. Universities can foster a more positive and productive work
environment for their instructors by addressing occupational pressures.

1) Reduced emotional health led to psychological anguish, anxiety, and depression.

2) Poor physical health leads to infections, migraines, and heart-related illnesses.

3) Job-related discontent is significantly influenced by the organisational structure. As a result, both
productivity and qualitative output are high, as is the absence rate.

e Dash S. D. & Acharya S. K. (2020) work-related stress and how it affects workers' job discontent in
the IT industry. The survey included 153 executives from the IT and business process reengineering
(BPR) industries. For analysis, a number of statistical tools were used, such as rating and ranking
scales. The study looked at four main factors that lead to employee stress: poor time management,
work pressure, the workplace, and health and family-related concerns. The results showed that
employees' health issues are frequently caused by mental and emotional diseases that result from an
inappropriate balance between their personal and professional lives. When compared to other stress-
relieving techniques, participants indicated that yoga and meditation were the most successful.

e Kairanna S. et al. (2022) investigated the presence of organisational role stress in female
respondents at Mangalore's private institutions. 75 female respondents from private institutions took
part in the study, which used a descriptive research approach and the Organisational Role Stress
scale created by UdaiPareek. Role stagnation, self-rule distance, inter-role distance, role ambiguity,
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role expectation conflict, role inadequacy, role overload, and role degradation were the role
stressors employed in the study. The results showed a correlation between stressors and the
respondents’ years of experience, age, marital status, and level of education.

3. Objective

A. To investigate the different dimensions of organisational climate as a stressor among instructors at
both state funded and privately funded universities.

4. Hypotheses

e Opinion on organisational environment among academic staff at state-funded universities according
to age.

e Opinion on organisational environment among academic staff at private universities according to
age.

e Opinion on organisational environment among academic staff members based on gender at state
funded universities.

e Opinion on organisational climate among academic staff based on gender specific perspectives at
private universities.

e Opinion of academic staff members based on education regarding the organisational atmosphere in
state funded universities.

e Opinion on organisational environment among academic staff at private universities based on
education.

5. Population and Sample

The study was conducted among academic employees working in government funded and private

universities in Odisha. The total sample size comprised 241 respondents: 101 from government

universities and 120 from private universities, distributed across age, gender, and educational

qualifications. Stratified random sampling was employed to ensure representation of diverse

demographic categories. This sample size was considered adequate for applying statistical tests such as

ANOVA and Duncan’s Multiple Range Test, which require balanced group sizes for valid inter group

comparisons. The demographic spread (e.g., 51.5% of government staff and 70% of private staff fewer

than 40 years of age) ensured generational perspectives were captured.

a) Data and Sources of Data

The study relied on primary data collected through standardized questionnaires designed to measure

perceptions of organizational climate, organizational commitment, and role stress. Respondents rated 22

characteristics of organizational climate on a five point Likert scale (Strongly Disagree to Strongly

Agree).

e Primary Source: Academic employees from government and private universities in Odisha.

e Secondary Sources: Published literature, prior empirical studies, and conceptual frameworks from
organizational behavior research (e.g., Arabaci 2011; Jamal 2011; Kawiana et al. 2021). .

b) Theoretical Framework

The framework integrates three constructs:

e Organizational Climate: Perceptions of work environment, teamwork, and individual importance.

e Organizational Commitment: Affective, continuance, and normative commitment shaped by
motivation and satisfaction.

e Organizational Role Stress: Stressors such as workload, ambiguity, and interpersonal conflict.

The model posits that organizational climate directly influences commitment and indirectly affects it

through role stress. Demographic variables (age, gender, education,) act as moderators. This framework

draws upon Social Exchange Theory and Role Stress Theory, suggesting that supportive climates

reduce stress and enhance commitment, while negative climates exacerbate stress and weaken

institutional sustainability.
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c) Research Design: Quantitative, cross sectional survey was conducted.

e Population: Academic employees in Odisha’s government funded and private universities.

e Sampling Technique: Stratified random sampling based on age, gender, and education.

e Instrument: Structured questionnaire with Likert scale items covering 22 organizational climate
dimensions.

d) Statistical Tools and Econometric Models
The following tools were employed:

e Descriptive Statistics: Mean, standard deviation, and percentage distributions to profile respondents.

e ANOVA (Analysis of Variance): To test differences in perceptions across demographic groups.

e Duncan’s Multiple Range Test (DMRT): For post-hoc analysis of inter-group mean differences

(e.g., age-wise differences in teamwork scores).

e Econometric Justification: ANOVA and DMRT were chosen for categorical comparisons, while
regression provided explanatory power for continuous variables.
e) Analysis: Responses coded numerically (1 to 5) and processed using SPSS.

6. Personal And Work-Related Information Of Sample University Employees
Personal and work-related information, often referred to as the socio-economic or demographic

profile, provides the foundational characteristics of the study population. These attributes are critical
in determining how organizational climate and role stress are perceived across diverse groups. In

this study, the demographic profile was constructed around three key dimensions:
e Age: categorized into four groups (below 30, 31-40, 41-50, and above 50 years) to capture

generational differences in workplace perceptions.

e Gender: male and female representation was analyzed to identify potential variations in
organizational climate perceptions.

e Educational qualification: grouped into PG/NET/M.Phil. and Ph.D. categories to assess how

academic attainment influences attitudes toward stressors.

These demographic variables were extensively employed in statistical analyses such as t tests and
ANOVA, enabling the researcher to evaluate whether differences in perceptions of organizational
climate dimensions (work environment, teamwork, and individual importance) were attributable to age,
gender, and qualification. By targeting a specific audience academic employees of government funded
and private universities in Odisha the study ensured that the data collected was both relevant and

representative, thereby strengthening the validity of its findings.

Table - 6.1 Age-wise Compositions of Sample Academic Employees Working in Government

Funded and Private Universities

Government Funded University Private University
Age Group Academic Academic
N % N %
Below 30 Years 21 20.8% 28 23.3%
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31-40 Years 31 30.7% 56 46.7%
41-50 Years 25 24.8% 22 18.3%
Above 50 Years 24 23.8% 14 11.7%

Source: Author’s own Conceptualization

Table 6.1 present the age wise composition of academic employees in government funded and private universities in Odisha. In
government funded universities, the distribution shows 20.8% below 30 years, 30.7% between 31 to 40 years, 24.8% between 41
to 50 years, and 23.8% above 50 years. Thus, a majority (51.5%) of staff are under 40 years of age.

In private universities, the distribution is skewed more towards younger employees, with 23.3% below 30 years, 46.7% between
31 to 40 years, 18.3% between 41 to 50 years, and only 11.7% above 50 years. Here, 70% of the academic staff is under 40 years
old, reflecting a younger workforce compared to government institutions.

In conclusion, both governments’ funded and private universities employ a predominantly younger academic workforce, though

private universities show a stronger concentration of employees below 40 years, suggesting generational differences in
institutional staffing patterns.

Table - 6.2 Gender-wise Compositions of Sample Academic Employees Working in Government
Funded and Private Universities

Government Funded . . )
. . Private University
University
Gender Academic Academic
N % N %
Male 62 61.4% 74 61.7%
Female 39 38.6% 46 38.3%

Source: Author’s own Conceptualization

Table 6.2 illustrates the gender breakdown of academic staff in both government and private universities in Odisha. In
government-funded universities, 61.4% of academic staff are male, while 38.6% are female. In private universities, 61.7% of
academic staff are male and 38.3% are female. In summary, across both types of universities and staff positions, the majority of
staff is male.

Table - 6.3 Educational Qualification-wise Compositions of Sample Academic Employees Working
in Government Funded and Private Universities

Government Funded . ) ]
. . Private University
University
Education-wise Academic Academic
N % N %

Graduate 0.0% 0.0%
PG/ NET/ M.Phil. 44 43.6% 69 57.5%
Ph.D. 57 56.4% 51 42 5%

Source: Author’s own Conceptualization
Table 6.3 present the education-wise composition of academic employees in government-funded and private universities in

Odisha. In government-funded universities, none of the staff fall under the graduation category, reflecting a highly qualified

workforce. Among them, 43.6% hold PG/NET/M.Phil. degrees, while a majority, 56.4%, have completed Ph.D. qualifications.

In private universities, the distribution differs, with 57.5% of staff holding PG/NET/M.Phil. Degrees and 42.5% possessing Ph.D.
qualifications. This indicates that private universities employ a larger proportion of postgraduates, whereas government
universities have a stronger representation of doctoral degree holders.
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In summary, while both types of institutions employ highly qualified faculty, government universities are dominated by Ph.D.
holders, whereas private universities are primarily staffed by PG/NET/M.Phil. qualified employees. This distinction highlights

differences in academic staffing patterns and may influence perceptions of organizational climate and stressors across institutions.

7. RESULTS AND DISCUSSION
Although the terms organizational culture and organizational climate are often used interchangeably, they
represent distinct constructs. Organizational climate refers to employees’ perceptions of their workplace,
encompassing attitudes, feelings, and behavioral patterns that collectively form the psychological
atmosphere of the institution. In contrast, organizational culture is deeper and more enduring, reflecting
shared values, norms, and traditions that shape long-term organizational identity.

In this study, organizational climate is evaluated through three pivotal dimensions:

e Work environment — physical and psychological conditions influencing employee behavior.
e Teamwork — collaboration, cooperation, and interpersonal relationships.
« Individual importance — recognition, autonomy, and value assigned to faculty contributions.

Together, these dimensions are operationalized into 22 measurable characteristics, assessed via a
five-point Likert scale (Strongly Disagree to Strongly Agree). Responses were collected from academic and
administrative staff in both government-funded and private universities, with demographic variables such as
age, gender, and education, serving as critical analytical parameters.

This methodological approach ensures that organizational climate is not treated as an abstract concept but as
a quantifiable construct, allowing for rigorous statistical evaluation of its impact on employee behavior,
stress, and commitment.

Table - 7.1 Mean, SD and Multiple Means Test on Scores of Academic Employees of Different Age

Groups in Government Funded Universities on Dimensions of Organizational Climate

Academic
Dimensions of Organizational
. Age Groups
Climate N Mean Std. Dev.
Below 30 Years 21 3.504 0.53
_ 31-40 Years 31 3.76 A 0.67
Work Environment

41-50 Years 25 4.078 0.72
Above 50 Years 24 4.28B 0.61
Total 101 3.88 0.69
Below 30 Years 21 3.35¢ 0.79
31-40 Years 31 3.42¢ 0.74

Teamwork
41-50 Years 25 4.23F 0.55
Above 50 Years 24 4.27F 0.64
Total 101 3.80 0.81
Importance of Individual in the Below 30 Years 21 3.21" 0.74

University
31-40 Years 31 3.46K 0.64
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41-50 Years 25 3.95M 0.69

Above 50 Years 24 3.96M 0.40

Total 101 3.62 0.71

Below 30 Years 21 3.31° 0.63

o ] 31-40 Years 31 3.52° 0.61
Organizational Climate

41-50 Years 25 4.07R 0.63

Above 50 Years 24 4.10R 0.38

Total 101 3.73 0.67

N.B: Same Superscript Over Means along a Dimension of a Group Indicates their Similarity and Different
Superscripts Indicate their Differences at 5% level (P<0.05).

The Duncan’s Multiple Range Test (DMRT) results in Table 7.1 highlight significant age wise differences in perceptions of
organizational climate among academic employees in government funded universities. For the work environment, younger
employees (below 30: 3.50; 31-40: 3.76) reported lower satisfaction compared to older groups (41-50: 4.07; above 50: 4.28),

with the F-value (8.156, P<0.05) confirming significant divergence. In terms of teamwork, younger employees (3.35 and 3.42)
were more neutral, whereas older employees (4.23 and 4.27) expressed stronger agreement, supported by the F-value (13.394,
P<0.05). For individual importance, younger groups scored lower (3.21 and 3.46) compared to older employees (3.95 and 3.96),

with the F-value (9.256, P<0.05) indicating clear variation. Finally, the overall organizational climate showed similar trends, with
younger employees adopting neutral stances (3.31 and 3.52) and older employees reporting higher satisfaction (4.07 and 4.10),

validated by the F-value (12.629, P<0.05).

In summary, employees under 40 tend to remain neutral, while those above 40 perceive organizational climate dimensions more
positively, underscoring generational differences in workplace attitudes.

Table — 7.2 Analysis of Variance on Scores of Academic Employees of Different Age Groups in
Government Funded Universities on Dimensions of Organizational Climate

Dimensions of Organizational Sources of Variations Sum of of Mean .
Climate Squares Square
Between Age Groups 9.671 3 3.224 8.156*
Work Environment Within Age Groups 38.343 97 0.395
Total 48.014 100
Between Age Groups 19.199 3 6.400 13.394*
Teamwork Within Age Groups 46.345 97 0.478
Total 65.544 100
Between Age Groups 11.346 3 3.782 9.256*
Importance of Individual in = 4 A ce Groups 30635 | 97 |  0.409
the University
Total 50.981 100
Between Age Groups 12.568 3 4.189 12.629*
Organizational Climate Within Age Groups 32.176 97 0.332
Total 44.744 100

N.B.:- *- Significant at 5% Level (P<0.05)
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The ANOVA results in Table 7.2 analyze the perceptions of academic employees from different age groups in

government-funded universities regarding organizational climate. The calculated F-values for the work environment (8.156),

teamwork (13.394), individual importance (9.256), and overall organizational climate (12.629) were all statistically significant at
the 5% level (P<0.05). These findings indicate substantial variation in opinions across age groups, suggesting that perceptions of
organizational climate dimensions differ meaningfully between younger and older employees.

In summary, the results demonstrate that age is a critical demographic factor influencing how academic employees in

government-funded universities view organizational climate and its dimensions as stressors. Unlike private universities, where

age differences were less pronounced, government-funded institutions show clear generational divergence in perceptions of

workplace environment, teamwork, recognition, and overall climate.

Table — 7.3 Analysis of Variance on Scores of Academic Employees of Different Age Groups in

Private Universities on Dimensions of Organizational Climate

Dimensions of sum of Mean
Organizational Sources of Variations df F
. Squares Square
Climate
Between Age Groups 0.183 3 0.061 0.148NS
Work Environment Within Age Groups 47.885 116 0.413
Total 48.068 119
Between Age Groups 2.588 3 0.863 1.804 NS
Teamwork Within Age Groups 55.471 116 | 0478
Total 58.059 119
Importance of Between Age Groups 5.025 3 1.675 3.130*
Individual in the _
University Within Age Groups 62.070 116 0.535
Total 67.094 119
Between Age Groups 2.608 3 0.869 2.013NS
Organizational
Climate Within Age Groups 50.085 116 0.432
Total 52.693 119

N.B.:- * - Significant at 5% Level (P<0.05), NS — Not Significant at 5% Level (P>0.05).

The ANOVA results in Table 7.3 examine the perceptions of academic employees from different age groups in private

universities regarding organizational climate dimensions. The calculated F-value for the work environment (0.148) was
non-significant at the 5% level (P>0.05), indicating similar opinions across age groups. Likewise, the F-value for teamwork

(1.804) was non-significant, suggesting consensus on its impact as a stressor. However, the F-value for individual importance
(3.130) was statistically significant (P<0.05), revealing notable variation in perceptions among age groups. In contrast, the

F-value for overall organizational climate (2.013) was non-significant, confirming similarity in views across age categories.

IJNRD2607062 ‘ IJNRD - International Journal of Novel Research and Development (www.ijnrd.org)



https://ijnrd.org/
http://www.ijnrd.org/

INTERNATIONAL JOURNAL OF NOVEL RESEARCH AND DEVELOPMENT (IJNRD) OPEuakccsss
© 2026 IJNRD | Volume 11, Issue 7, July 2026 | ISSN: 2456-4184 | INRD.ORG

In summary, while employees of different age groups in private universities share consistent opinions on the work environment,
teamwork, and overall climate as stressors, they differ significantly in their perceptions of individual importance, highlighting

generational differences in recognition and value within the institution.

Table — 7.4 Testing of Hypothesis as per age as a demographic factor for the Academic and
Administrative staffs working in State funded and Private Universities in regard to Organizational
climate

STATEMENT T VALUE RESULT

OPINION AMONG THE ACADEMIC EMPLOYEES AS PER THE AGE, WORKING IN 12.629* Ho1 IS REJECTED
STATE FUNDED UNIVERSITIES IN REGARD TO ORGANIZATIONAL CLIMATE.
(TABLE N0.4.06)

OPINION AMONG THE ACADEMIC EMPLOYEES AS PER THE AGE, WORKING IN 2.013Ns Ho2IS ACCEPTED
PRIVATE UNIVERSITIES IN REGARD TO ORGANIZATIONAL CLIMATE. (TABLE
No.4.09)

The t-test results in Table 7.4 examine the influence of age on organizational climate perceptions among academic employees in

state funded and private universities. For state funded universities, the calculated value (12.629*) was significant at the 5% level,
leading to the rejection of hypothesis HO1. This indicates that age significantly affects employees’ views of organizational
climate, with clear differences across age groups. In contrast, for private universities, the calculated value (2.013, NS) was non-
significant at the 5% level, resulting in the acceptance of hypothesis H02. This suggests that age does not play a major role in

shaping organizational climate perceptions among private university employees.

Table — 7.5 t-test on Scores of Academic Employees in Government Funded Universities in Respect

of Gender on Dimensions of Organizational Climate.

Dimensions of Organizational Climate Gender | N | Mean |Std. Dev.| t-value

) Male 62 3.77 0.72
Work Environment 2.110*
Female 39 4.06 0.62

Male 62 3.66 0.79
Teamwork 2.178*
Female | 39 4.02 0.80

. : L Male 62 | 3.43 0.74
Importance of Individual in the University 3.700*
Female |39 | 3.93 0.54

L . Male 62 | 3.57 0.69
Organizational Climate 3.196*
Female |39 | 3.99 0.56

N.B.:- * - Significant at 5% Level (P<0.05), NS — Not Significant at 5% Level (P>0.05) for DF=99.

The t-test results in Table 7.5 compare male and female academic employees of government-funded universities across
organizational climate dimensions. The calculated t-values for work environment (2.110), teamwork (2.178), individual
importance (3.700), and overall climate (3.196) were all significant at the 5% level (P<0.05, DF=99). These findings indicate
clear differences in perceptions between male and female employees regarding the impact of these dimensions as stressors. Mean
scores and standard deviations further confirm significant variation across each dimension. Despite these differences, both groups
recognize that the work environment, teamwork, individual importance, and overall organizational climate function as stressors.
In summary, male and female academic employees in government-funded universities share agreement on the presence of
organizational climate stressors, though their intensity of perception varies by gender.
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Table — 7.6 t-test on Scores of Academic Groups in Private Universities in Respect of Gender on
Dimensions of Organizational Climate

Dimensions of Organizational Climate Gender | N | Mean | Std.Dev. | t-value
Male 741 4.11 0.70
Work Environment 0.076 NS
Female |46 | 4.10 0.52
Male 74 | 4.13 0.77
Teamwork 0.662 NS
Female |46 | 4.04 0.58
Male 74 | 4.09 0.84 NS
Importance of Individual in the University 0.792
Female |46 | 3.89 0.59
Male 74 | 4.06 0.74 NS
Organizational Climate 0.656
Female |46 | 3.98 0.52

N.B.:- NS — Not Significant at 5% Level (P>0.05) for DF=118.

The t-test results in Table 7.6 compare male and female academic employees of private universities across organizational climate
dimensions. The calculated t-values for work environment (0.076), teamwork (0.662), individual importance (0.792), and overall

climate (0.656) were all non-significant at the 5% level (P>0.05, DF=118). This indicates no meaningful variation between male

and female employees in their perceptions of these factors as stressors. Mean scores for males (4.11, 4.13, 4.09, 4.06) and females
(4.10, 4.04, 3.89, 3.98), along with their standard deviations, further confirm the similarity in responses. In conclusion, both male
and female employees share consistent views on the impact of organizational climate and its dimensions, suggesting gender does

not influence perceptions of stressors in private universities.

Table — 7.7 Testing of Hypothesis as per gender as a demographic factor for the Academic and
Administrative staffs working in State funded and Private Universities in regard to Organizational

climate

STATEMENT T VALUE RESULT

OPINION AMONG THE ACADEMIC EMPLOYEES AS PER THE 3.196* Ho1 IS REJECTED
GENDER WORKING IN STATE FUNDED UNIVERSITIES IN
REGARD TO ORGANIZATIONAL CLIMATE. (TABLE N0.4.13)

OPINION AMONG THE ACADEMIC EMPLOYEES AS PER THE 0.656 NS Ho21S ACCEPTED
GENDER, WORKING IN PRIVATE UNIVERSITIES IN REGARD
TO ORGANIZATIONAL CLIMATE. (TABLE N0.4.15)

The Table 7.7 presents the results of testing the hypothesis regarding the opinions of academic employees working in state-funded
and private universities, specifically focusing on gender as a demographic parameter related to organizational climate. The
findings indicate that the views of academic employees working in state-funded universities as per their gender are different from
each other so the Hoz (3.196*) is rejected. Similarly, the views of academic employees working in private universities as per their

gender are similar so the Ho, (0.656 N9) is accepted.
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Table — 7.8 t-test on Scores of Academic Group in Government Funded Universities in Respect of

Educational Qualifications on Dimensions of Organizational Climate

Dimensions of Organizational Climate Education N | Mean | Std. Dev. | t-value
_ PG/NET/M.Phil. | 44 | 3.71 0.60
Work Environment 2.175*
Ph.D. 57| 4.01 0.74
PG/NET/M.Phil. | 44 | 3.48 0.80
Teamwork 3.752*
Ph.D. 57| 4.05 0.73
- . . PG/NET/M.Phil. | 44 | 3.40 0.74
Importance of Individual in the University 2.906*
Ph.D. 57| 3.80 0.65
. . PG/NET/M.Phil. | 44 | 3.49 0.66
Organizational Climate 2.860*
Ph.D. 57| 3.91 0.62

N.B.:- * - Significant at 5% Level (P<0.05) for DF=99.

The t-test results in Table 7.8 compare PG/NET/M.Phil. and Ph.D. qualified academic employees of government-funded

universities regarding organizational climate dimensions. The calculated t-value for the work environment (2.175, P<0.05,

DF=99) indicates significant variation, with mean scores of 3.71 (SD=0.60) for PG/NET/M.Phil. and 4.01 (SD=0.74) for Ph.D.
staff, confirming agreement that the work environment acts as a stressor. Teamwork also showed significant variation (t=3.752,
P<0.05), with PG/NET/M.Phil. scoring 3.48 (SD=0.80) and Ph.D. staff 4.05 (SD=0.73), both acknowledging teamwork as a

stressor. For individual importance, the t-value (2.906, P<0.05) revealed differences, with PG/NET/M.Phil. neutral (3.40,

SD=0.74) and Ph.D. staff agreeing (3.80, SD=0.65). Finally, overall organizational climate (t=2.860, P<0.05) showed significant
variation, with PG/NET/M.Phil. scoring 3.49 (SD=0.66) and Ph.D. staff 3.91 (SD=0.62). In conclusion, both groups recognize

organizational climate and its dimensions as stressors, though perceptions vary by qualification.

Table — 7.9 t-test on Scores of Academic Group in Private Universities in Respect of Educational

Qualifications on Dimensions of Organizational Climate.

Dimensions of Organizational Climate Education N Mean IIS)S/ t-value
PG/NET/M.Phil. 69 4.03 0.57

Work Environment 1.696 NS
Ph.D. 51 4.22 0.70
PG/NET/M.Phil. 69 3.97 0.76

Teamwork 2.222*
Ph.D. 51 4.25 0.58

Importance of Individual in the PG/NET/M.Phil. 69 3.80 0.76 2 707*
University Ph.D. 51 | 417 | 069
PG/NET/M.Phil. 69 3.90 0.66

Organizational Climate 2.544*
Ph.D. 51 4.20 0.63

N.B.:- * - Significant at 5% Level (P<0.05), NS — Not Significant at 5% Level (P>0.05) for DF=118.
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The t-test results presented in Table 7.9 compare PG/NET/M.Phil. and Ph.D. qualified academic employees of private universities

regarding organizational climate dimensions. The calculated t-value for the work environment (1.696) was non-significant at the

5% level (P>0.05, DF=118), indicating similar perceptions between the two groups. However, teamwork (t=2.222), individual
importance (t=2.707), and overall organizational climate (t=2.544) were significant at the 5% level (P<0.05, DF=118), suggesting
notable differences in opinions. Specifically, Ph.D. qualified employees expressed stronger views on teamwork and recognition of

individual importance compared to PG/NET/M.Phil. staff. These variations highlight that educational qualifications influence

perceptions of organizational climate, particularly in collaborative and recognition-related aspects. In summary, while both

groups agree on the role of the work environment as a stressor, significant differences emerge in teamwork, individual

importance, and overall climate, underscoring the need for tailored policies to address diverse faculty expectations.

Table — 7.10 Testing of Hypothesis as per educational qualification as a demographic factor for the
Academic and Administrative staffs working in State funded and Private Universities in regard to

Organizational climate.

STATEMENT T VALUE RESULT

OPINION AMONG THE ACADEMIC EMPLOYEES AS PER THE WORKING IN STATE 2.860* Ho1 IS REJECTED
FUNDED UNIVERSITIES IN REGARD TO ORGANIZATIONAL CLIMATE. (TABLE No.
4.18)

OPINION AMONG THE ACADEMIC EMPLOYEES AS PER THE AGE, WORKING IN 2.544* Ho2IS REJECTED
PRIVATE UNIVERSITIES IN REGARD TO ORGANIZATIONAL CLIMATE. (TABLE No.
4.20)

" The Table 7.10 presents the results of testing the hypothesis regarding the opinions of employees working in state-funded and
private universities, specifically focusing on academic qualification as a demographic parameter related to organizational climate.
The findings indicate that the views of academic employees working in state-funded universities as per their academic
qualification are different from each other so the Ho1(2.860%) is rejected. Whereas, the views of academic employees working in

private universities as per their academic qualification are similar hence the Ho, (2.544 %) is rejected.
8. Conclusion
The present study highlights the intricate relationship between organizational climate, organizational commitment, and role stress

among academic employees in government-funded and private universities in Odisha. The findings reveal that demographic

variables such as age, gender, and educational qualifications significantly shape workplace perceptions and attitudes.

Older employees consistently reported higher satisfaction with teamwork, work environment, and recognition of individual
importance, whereas younger employees tended to adopt a neutral stance, reflecting generational differences in expectations.
Stressors such as workload, ambiguity, and interpersonal conflict were found to negatively influence commitment and job

satisfaction, underscoring the importance of supportive institutional policies.

The study confirms that a positive organizational climate fosters commitment and reduces stress, thereby enhancing faculty
motivation, retention, and institutional sustainability. Conversely, a negative climate characterized by poor communication and

excessive stress contributes to dissatisfaction, absenteeism, and turnover.
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Recommendations

Based on the findings of this study, several recommendations can be made to strengthen organizational climate, reduce role stress,

and enhance commitment among academic employees in Odisha’s universities:

Supportive Leadership

University administrators should adopt participatory and transformational leadership styles that
encourage open communication, recognition, and trust. This will foster teamwork and reduce
hierarchical stress.

Stress Management Programs

Institutions should implement structured stress-relief initiatives such as counseling, yoga,

meditation, and employee assistance programs. These interventions can mitigate workload pressure
and interpersonal conflicts.

Policy Interventions

Clear policies on workload distribution, transparent promotion criteria, and grievance redressal
mechanisms should be established to reduce role ambiguity and enhance fairness.

Faculty Development

Regular training, workshops, and opportunities for professional growth should be provided,
especially for younger faculty members who often adopt neutral stances toward organizational
climate.

Workplace Culture

Universities should cultivate a culture of collaboration and recognition, ensuring that individual
contributions are valued. This will strengthen affective commitment and reduce turnover.
Demographic Sensitivity

Policies must account for generational differences, gender perspectives, and marital status variations
in workplace attitudes. Tailored interventions can improve inclusivity and satisfaction across diverse
groups.

Continuous Evaluation

Institutions should periodically assess organizational climate and role stress using validated tools

(e.g., SOCDQ, ORS scale) to identify emerging issues and adapt strategies accordingly.
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