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May 31, 2022 Burnout of academic faculty members adversely affects the quality of education and research,

and being constantly exposed to burnout will make academic faculty members leave the
service in the long run and threaten the future of higher education. Accordingly, the current
study was conducted to determine the process of job burnout of faculty members, as well as
the role of professors' perception and the university's perspective in this process, as well as
how the university manages its talent by supplying professors with job burnout levels. In this
study, 122 faculty members of Khajeh Nasir Toosi University of Technology were surveyed
to test the simultaneous effects of work effort mediation and documentation moderation on
professors' perception of being susceptible to burnout. According to the theory of “resource
retention” and the theory of "attributions," the perception of being considered a faculty
member can both strengthen job burnout and help prevent it. While the findings show the direct
relationship between the process of identifying faculty members as the organization's talents
and their job burnout, it introduces work effort as a mediator and documents as a moderator
and clarifies why the process of talent management leads to different behaviors in It becomes
them; Therefore, it directs the attention of university management to the communication
processes in talent management and provides recommendations for the effectiveness of
allocation programs to faculty members so that they receive favorable results from their
performance.
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many studies, continuous exposure to job stress
(high work expectations and low resources) leads
to job burnout (Oliveira et al, 2012). There is a

Extended abstract

1. Introduction

Being a faculty member in a university provides
rewarding experiences, however university
teaching and expectations such as continuous
research, personal development programs, and
management  activities can be stressful.
Professors may burnout as a result of such
expectations (Alves et al., 2019). According to

strong correlation between job burnout in faculty
members and attitudes such as negative behavior,
avoiding students, and a negative evaluation of
the role they play in the classroom. Burnout
affects faculty members' physical, mental, and
social health (Alves et al., 2019). Consequently,
it is important to maintain the health and quality
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of life of faculty members. In addition, the
accumulation of these pressures and constant
exposure to burnout make the faculty member
leave the service (Brenninkmeijer & VanYperen,
2003; Woo & et al., 2019).

In attracting, developing and retaining
talented faculty members, the focus is on
improving faculty member performance and
improving organizational performance;
However, in the TM literature, in addition to
positive outcomes such as commitment and
satisfaction, there is much evidence such as poor
performance, reduced commitment, increased
leave rates, increased absenteeism, and decreased
productivity (Baruch-Feldman et al., 2002;
Demerouti et al.,, 2014). Gil-Monte, 2008;
Jourdain & Chénevert, 2015; Spence Laschinger
et al., 2009; Taris, 2006) and these negative
outcomes suggest that a different approach to
talent management is needed to explain why
these adverse outcomes. And identify the process
of its occurrence, proactively prevent its
occurrence; Because expanding the scope of the
consequences of the current passive outlook can
pose a serious risk to employees and
organizations (De Boeck et al., 2018); Thus,
continuous monitoring of the performance of
talented employees can shed light on neglected
facts (Dries & Pepermans, 2008; Tansley &
Tietze, 2013).

Employees' perceptions of talent
management, and more broadly, their attribution
of their inclusion or non-inclusion as
organizational talent, play an important role in
shaping the attitudes and behaviors that follow
them (Malik et al., 2017;, 2018 De Boeck et al.).
Studies have shown that employees who think
that the organization considers them talented
have a more desirable organizational attitude
(Bjorkman et al., 2013), are more confident about
their career advancement (Swailes & Blackburn,
2016), have more job satisfaction. And they work
harder (Gelens et al., 2014) and show a better
understanding of organizational support and
emotional commitment (Gelens et al., 2015), to
the extent that they have a better understanding of
the implementation of the psychological contract
(Sonnenberg et al., 2014; Khoreva et al., 2017).
In contrast, another section of the literature
suggests that employees' perceptions of talent
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management can lead to burnout; Thus, how
employees perceive talented ~management
practices and how they are attributed influences
the formation of their attitudes and behaviors
(Nishii etal., 2008; De Boeck et al., 2018; Russell
etal., 2018). ; Shantz et al., 2016; Van de Voorde
& Beijer, 2015).

Experiences of job stress lead to a continuous
depletion of energy (Shirom, 1989, 2003) and
lead to burnout by creating a feeling of physical,
emotional and cognitive fatigue. Both the nature
of the job and management practices can lead to
such feelings (Maslach et al., 2001). Therefore, in
the present study, considering the necessity of the
process of identifying talents in creating a feeling
of burnout, the attributions of faculty members
and their role in the process of identifying talents
are studied. In the case of attributions, first, to
what extent do talented faculty members (faculty
members whom the organization refers to as
talent) think that the organization seeks to ensure
their well-being, and second, to what extent do
they think their performance is important to the
organization? Is? By what mechanism does talent
management affect the shaping of faculty
member behavior? And how does the
organization deal with burnout during the talent
management process? (Hobfoll & Freedy, 1993;
Kelley & Michela, 1980). By finding the answer
to this question, and to be more precise, by
managing the talent identification process, how
can burnout and other negative consequences be
prevented? (Collings et al., 2011; Mellahi &
Collings, 2010). In other words How do faculty
member records interfere with effective
management of talent identification? According
to this study, companies can benefit most from
considering talented faculty members as vital
stakeholders (Collings, 2014; Tansley et al.,
2013).

2.Results

It was the purpose of this study to evaluate the
simultaneous effect of mediating work effort and
modulating attributions (welfare and
performance) on the relationship between faculty
members' perceptions of being prone to burnout
and their feelings of burnout. Testing different
relationships, it was found that being perceived as
capable can affect the work results of talented
faculty members both positively and negatively.
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The hypothesis test based on arguments of
resource retention theory and attribute theory
provided approaches to how allocation programs
work for the organization's potential and
identified why faculty members perceive
themselves as prone causes a Vvariety of
behavioral consequences. While the purpose of
this study was to examine the negative
consequences of talent management, the results
support an optimistic view of TM. Hence, the
managers of the organization can get the desired
results from the performance of faculty members
by distinguishing between the workforce and
allocating human resource programs to the
talented workers of the organization. Findings
show that perceptions of human resources are
different from human resource programs, and
these perceptions and their interpretations play an
important role in influencing the attitudes and
behaviors of faculty members (Nishii et al.,
2008).

3.Conclusion

Findings showed that faculty members were
prone to receiving two different messages. First,

faculty members view their perceived aptitude
status as evidence of management respect for
them (Koys, 1988), and second, faculty members
perceive their perceived aptitude status as
evidence of high management expectations of
their performance (Dries and Pepermans, 2008).
To verify these results, future studies should
determine whether the two attributions are
separate or if both features are likely to be
perceived simultaneously.
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