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FOREWORD
For the most part. higher education institutiims have not
fixed any
cataclysmic event that has threatened
tht.:r very survival. Some institutions have had to close
their doors anti others linve merged, but 01 the whole, at
least outwardly, college, and WV% evsities appear to he not
very different than they were in the I96I1s Event that
have affected thtttrn have been subtle. and gradual. However, ,:yen gradual erosion can evet-ttually damage a
foundation. Our institutions may fir:d that they no longt,:r
can successfully fulfill their mission,.
Many of the event affecirn, itjtid,.:rre. such as enrollment declint:s and Enan.i.11 prcillre.,.. hive
in pr.:violas ...',.cearch Reports. 'I his 1.;e2ort fectist..!, on the
Ittid pity sialogie..,1
these events.
he Yellow:01,e scene is

plte(

incTe

:ill

lo.!,111%. tcirmed a0,1

per,Jorip a
al !lift! job. other Pol., and r
or a. i
Lis financial
ities coNtinue to e.tpand 11

here,/ to
f

Ivor sea, u,,,,si.omibitV /pp, u t

sta./1(///d servici v

shrink. I'rustration builds as rie imlividual is no lower
able to achieve the level of cx,clliwe once considered
normal. h'inally, eslunistechfrom working long /lours.
new patterns ()1 behavior emerge in order to face a job
that is no lon.eer enjoyable. I-:ventually, the imlividual
either quits or develops a coping mentality caul work
pattern that makes Aurvival possible until retirement. In
the individual's enthusiasm and commitment have

hurld ma.

This issue of burnout is one of ;nereasing importance to
institutions, because it usually strikes
most competent
and committed, the ones who feel strongly about the value
of what they are doing and who want to do the best job.
Generally, precursors of burnout are easily identifiable:
increased demands, conflicting roles and a feeling of loss of
control of one's life. In the short run, this may not he
detrimental. The long run, something must he done to
bring the situation hack into control before burnout occurs.
In this Research Report by Winifred Albizu MelCndez,
Professor in the College of Humanities at Inter American
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University and Rafael M. de Guzman. Associate Professor
of Psychiairy at the University of Puerto Rico Medical
School, the literature concerning burnout is thoroughly
examined. In the final sections. the authors develop
specific ways that institutions can minimize or eliminate
the effect of burnout. Attention to this personnel consideration will help a college or university preserve its very
foundation: committed and enthusiastic administrative staff
and faculty dedicated to the missions of the institution.
Jonathan D. Fife
Director and Series Editor
ERIC Clearinghouse on Higher Education
The George Washington University
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EXECUTIVE SUMMARY
Is Burnout a Disease?

Burnout, a faddish and threatening term in today., working
place. has been labeled a disease reaching the level of an
epidemic.

Burnout runs through the tear bin r profession like Asian
flu possibly because it depress e. people to he phsiTito
cally assaulted by those they are trying to
years
Willard McGuire, president Of. the National

Educational Association. said that burnout among
teachers threaten.s to reach hurricane farce' if it isn't
checked soon.'' Social workers and nurses burn out from
too much association with hopelessness. Police officers
burn out. Professional athletes burn out. Students burn
out. Etecuties burn out. Housewives burn out. And, as
every parent knows. there usually comes a moment in
late afternoon when baby burnout occursall his
circuits overloaded, the child .frels too wrought up to
fall asleep (Mai row 1981, p. 84).
Understanding the concept and learning how to overcome
the condition have been tht5 major concerns of industrialorganiational psychologists. More recently, researchers
and practitioners have begun to concentrate their attention
on burnout in studies that treat the topic externally and
symptomatically within the school organization. Only a
few have been concerned about the impact it has had on
faculty and administrators in academe.
Burnout is a state of mind that afflicts people who work
with other people and give much more than what they get
in return from their colleagues, friends, supervisors, and
clients (Pines, Aronson, and Kafry 1981). The malaise includes such symptoms as lack of enthusiasm for work,
helplessness, and frustration. To burn out, people actually
need to have felt challenged and excited during the early e
years of their job.
What is the correlation between work stress, joh burnout, and burnout in academe with the vast literature on
stress? National surveys show heightened interest about
tension and anxiety leading to stress at work (Coates and
Thoreson 1976: Freudenherger and North 1982). Increasing
pressures on te4lers have led to an awareness of the syndrome in education.
The

Academic Disease
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To burn out,
people
actually need
to have felt
challenged
and excited
during the
early years of
their job.

Is stress our friend or our enemy? Can work stress help
or hinder our lives? Work stress has already been singled
out as a prime determinant of certain positi-, and/or negative outcomes that may chan! the psychological, behavioral. and physical well-being of the individual within the
work organization. While negative stress can damage physical and emotional health and thus ruin a career (Levinson
1970; Mc Gaffey 1978; Student 1978). positive stress on the
other hand can stirriniate motivation and bring forth challenge to the jol)(Megl;no 1977: Sales 1969a: Se !ye 1974). In
fact. ,ome stress may even he advantageous in decision
making as a function of eustress (Janis 1958. 1972).
How serious is the problem of burnout in academe? The
concept of burnout i a well-known phenomenon as it applies to the helping professions. Maslach and Freudenberger conducted pioneering research in the helping professions and brought the findings to nationwide attention. In
academe. however, it
still an enigma. The yiricirome has
increased in serioosne ,s because of its physical and emotional affliction upon teachers at elementary and high
school levels. A plethora of research indicates that burnout
is a significant problem facing contemporary education.
The literature on professional autonomy indicates that
faculty relate best to each other as equals on an informal
level. Communal efforts and support are important aspects
of professionalism, for included in the profile of a professional is the desire for collegiality (Pankin 1973). Faculty
instead labor in a bureaucracy imposing organizational restrictions and obstructed relationships. This incompatibility between professional autonomy and bureaucratic formalization elicits conflicting strategies that impede
instructors' productivity (Clagett 1980: McGee 1971).
Simply put. the freshness of spontaneity and creativity
has flown.

Why Do Some Burn Out and Others Cope?
The tragedy of burnout is that th-:. malaise impacts precisely on idealistic, enthusiastic. and energetic persons. An
individual who is indifferent to his job will be least likely to
burn out. "One of the great costs of burnout is the diminution of the effective service of the very best people in a
given profession" (Pines. Aronson, and Kafry 1981. p. 4).

A conceptual model of work stress also helps to answer
the question. The Person-Environment Fit Model constructs a framework for much of the current research and
thought in the field of occupational stress (Mac Bride 1982).
The theoretical model includes both the personal and organizational factors linked to job stress and to negative health
outcomes. This approach adopts the widest possible range
of phenomena. Thus, burnout fits under its conceptual roof.
The P-E fit model specifically focuses on the affinity between the subject's personality, needs, and abilities and the
environment's capacity to make appropriate use of them.
For instance, any high-, moderate-, and low-stress job can
lead to burnout. The key factor is learning how to manage-,,
it, and above all learning how to identify which stage of
burnout prevails at the particular moment (Veninga and
Spradley 1981).
More recently stress has been viewed as the product of a

misfit between the individual and his environment. This
idea, formulated in the P-F fit model, holds that the combination of an individual, including his particular personality
and behaviors, with a particular physical .,rd social environment can result in a stressful situation or imbalance.
Stressors from both domains heseige the individual.

Can Burnout Be Prevented?
Strategies for preventing or treating burnout can he viewed
from two perspectives: the personal and the organizational.
Personal strategies include the management of stressful
feelings and situations by following Hans Selye's philosophy of "altrui lie egoism- and by using his prescription for
enjoying a full life.
Organizational strategies refer to the implementation of
new reward systems, adult-career development ptograrrs,
informal communication styles, and the involvement or
faculty in planning and in governance of institutions. By
supporting faculty and promoting institutional vitality, decision makers can foster creativity and productivity among
faculty. 'Ellis is the best medicine in the academic market
for preventing or treating initial symptoms of burnout.

Can Academia Survive Burnout?
It has become apparent that retrenchment continues to he
a way of life in academe. The situation is clotse for alarm
I
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because faculty careers have been affected the most. Along
with this trend, many individuals appear to have lost their
identity with academe. Pressures originally leading to faculty stress will persist in the future; hence, institutions at
this point need to become more aware of the effects of
stress upon their faculty and administrators.
All available resources and personnel should join forces
to quell the effects of this incipient and rampant disease,
destined to harm the very people whose goal it is to serve
others with greater understanding and insight. In academia,
scholars abound who are willing and able to contribute to
knowledge on stress and, like dedicated doctors treating
their patients (in this case themselves), finding effective
ways to penetrate the mystery of an ailment threatening
their very life's work.
Academia has infinite opportunity for survival if it can
stop the burnout epidemic immediately.

4
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MEANINGS: From Burnout to Stress to Burnout in Academe
Burnout
li is not exciting anymore to wake up in the morning,
dress, and go to work. It has been some time since you had
any enthusiasm for your job. It is not challenging anymore
and has simply become a drag. You are constantly tired,
suffer continuous headache, and cannot get rid of a cold.
You could be suffering from "burnout."
Stress resides in all individuals, but burnout is a distinctive kind of work-related stress. Among corporate managers, the word is becoming socially acceptable (Greenberger 1981). It is a slick way of expressing one's
tiredness, frustrations, aal cynicism regarding work. An
estimated 10 percent of the overall executive population
show symptoms of job burnout (Manuso 1979): "exhaustion, detachment, boredom and cynicism, impatience and
heightened irritability, a sense of impotence, a feeling of
being unappreciated, paranoia, disorientation, psychosomatic complaints, depression, and denial of feelings"
(Freudenberger 1980, p. 61).
The phenomenon of burnout originally focused on the
"helping professions" or "human services" (Cherniss
1980), such as social work. Studies on the subject have extended to other helping profess:- VI S, such as nursing and
teaching, and more recently to -.C.er occupations that generate considerable stress, such as business and corporate
work, in which the syndrome has been quite evident. It is
the continuous interpersonal relationship between professional and client that causes emotional exhaustion, creates
stress, and finally changes an individual's behavior.
Maslach, who conducted the pioneering research, defines
burnout as "a syndrome of emotional exhaustion and cynicism that frequently occurs among individuals who do
'people work'spend considerable time in close encounters with others under conditions of chronic tension and
stress" (Maslach and Jackson 1979). Burnout is thus specifically viewed as a phenomenon related to job stress

[B]urnout is a
distinctive

kind of
work-related
stress.

(Maslach 19",2b).

It should be evident by now that burnout is not just a
malaise or indisposition; rather, it has advanced into an unwholesome state or condition that can bring highly unpleasant feelings and reactions, including overt and covert
"dis-ease," and can threaten one's job status. As in the
case of any situation with strong impact and the connotaThe Nosy Academie Disease
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tion of adverse or harmful consequences, burnout also sets
into motion a protective response that nature has provided
for the purpose of survival. This protective response is
called "the stress reaction." Because its implications for
health and disease are vast, it merits a careful review.

Stress
Government leaders, scientists, and the general public
have joined in their increasing concern to try to understand
stress in its relationship to the medical, social, behavioral,
and organizational sciences. Insights on stress that are relevant to burnout provide a broader view and understanding of that subject.
Acco.:ding to the original scientific definition:

Stress is tile state nuoujested by a specific. syndrome
which consists of all the nonspecifically induced changes
within a biological system (Selye 1955, p. 54).
Stress is "hoth specific and nonspzcific at the same time"
(Selye 19r, , p. 5). Effort, fatigue, pain, and fear produce
stress, but none can be singled out as the one factor, because stress applies equally to all (Selye 1974, p. 12). Certain features are common to all of them. Stress can be the
outside cause of one's reaction and also the reaction itself.
Medically, however, the term is applied only to the reaction (Oken 1974).
The price of stress is high, for it simultaneously affects
society's emotional and physical health on many levels.
Ambivalence about family, alienation of children, conflicting roles for men and women, an impersonal working environment, and a highly technological society are just a few
of the current conditions influencing stress. Not everyone .
however, interprets these same events as threatening or
stressful (Groen and Bastiaans 1975; Kneller 1965; Ryan
1969); what may be stressful to one person may not necessarily affect another (Oken 1974, p. 10).

Physical Stress: Fight or Flight
Selye noted that during its response to stress, the body
changes in many ways to mobilize its defenses and guard

itself against damagethe "general adaptation syndrome."
The changes consist of three stagesthe alarm reaction,
6
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resistance, an..I exhaustion. In the first stage, the brain contacts the pituitary gland, which sends a hormonal message
to the adrenal glands, which produce hormones that activate a physioligic response (Se lye 1974). The physiological
phenomenon begins from the moment the adrenal glands
enlarge as the lymphatic glands shrink. One breathes heavily, thereby increasing heart rate and blood pressure and
releasing into the bloodstream more cholesterol and chemicals that coagulate the blood. As one feels the need for
more oxygen, adrenalin dilates the bronchi to allo N a
greater intake of oxygen. Hands and feet become cold
while perspiration increases because blood flows from the
extremities to vital organs. Pupils dilate for maximum vision and digestive processes slow down to send blood to
the muscles (Schwartz 1982, p. 13). The body thus prepares itself for fight or flight.
In the second stage, resistance, the body', defenses are
mobilized and damage is thereby thwarted. Ideally, during
this stage, the individual restores equilibrium. Should the
stressors continue unabated and the natural defense mechanisms fail to work, however, the third stage occurs. During exhaustion, adaptive mechanisms collapse and the
body encounters the effects of stress-related illness or even
death (Se lye 1974). Reactions to stress, generated anywhere along the spectrum from simple temperature
changes to life-and-death situations, can stimulate one to
fight or flee.

Psychological Aspects of Stress

The environmental stimulus and the reacting individual are
both crucial in the response to stress.
Psychological stress resides neither in the situation nor
in the person; it depends on a transaction between the
two. It arises from host' the person appraises an event
and adapts to it. Stress is what occurs when the demands of the environment, in the person's eyes, clearly
exceed the resources of the person to handle them. Foremost among those resources is how the person construes
the situation: does he or she judge it as threatening, or
as a challenge? (Richard S. Lazarus quoted in Coleman
1979, p. 52).

The New Academic DiAease
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Thus. for Lazarus. 'ile intervening processesthe

thoughts we have about an impending threat, the actions
we take to avoid it" are most important (Goleman 1979,
p. 44).

Many events in an individual's life are depressing; others
make one feel embarrassed or angry. The same situation
evokes different reactions in various individuals. Each feeling has its Own physical features: for example. one may
perspire with the feeling of anxiety but blush because of
embarrassment or anger. Psychological stress results from
daily pressures and an individual's sensitivities. Vulnerability to stress is frequently related to an individual's inability
to adjust to hazardous situations.
A more pressing task confronting researchers is how to
identify stressors in routine events. The Holmes-Rahe
scale was the first attempt to study both positive and negative events in the lives of thousands of patients who had
previous health problems. (The premise for the research
risk
was that a succession of major events could become a
factor for illness.) The data were collected over two decades, and the events were categorized and ranked in terms

of intensity.
Lazarus, however. objects to studying stress in terms of
accumulated events. Small daily stresses, or hassles. are
important as the milestone stresses that the
jus,
Holmes-Rahe scale measures. In referring to the Hassle
Scale. Lazarus notes that "the constant, minor irritants
may he much more important than the large. landmark
changes. He explains further:
A person's morale. social fitnetioning. and health don't
hinge on hassles alone. but on a balance between the
good things that happen to peoplethat make them feel
goodand the burl.... There's something else. Remember, how you construe an event determines if it's
stressful or not. It's a function othow tlw person apdivorce as an
praises it. Some people, fir e.vample,
(Goleman 1979, p. 52).

Lazarus hopes not only to specify characteristics of hassles but also to establish "hassle norms" for the general
population and for particular locales and age groups, such
the typias the New Yorker. the middle-aged businessman.
H

cal adolescent g;r1. Such findings about life events could
emphasize the complexity of stress and weaken explanations of cause and effect. Longitudinal analyses of people's
emotional appraisal patterns and simultaneous coping
could also contribute significantly toward the understanding of stress.

The Paradox: Distress/Eustress
Stress is usually thought of as harmful and as an enemy of
health, It is, however, not only a normal response but also
essential for living. As Se lye explains, death will occur in
the absence of stress, for without it we could never survive. How would a person operate without the challenges
that induce stress?
Se lye distinguishes between distress and eustress. While
distress and stress are often used interchangeably, individ-

uals must realize that stress takes two formsone of
which is distress, the other of which is eustress ( Selye
1980, p. II). Both depend not on the event but on an individual's perception of events, and the same event can
cause both reactions in different individuals. For instance.
the end of World War II caused eustress among Americans
because they were the victors. but it meant distress for the
Japanese because they were the vanquished. While both
come from an individual's collective environment, distress
engages a series of nonspecific responses within the individual, and eustress elicits a specific reaction from the
body. For example, a ballet dancer can face eustress by
exercising her body three or four hours a day because the
body has adapted itself to exercising and has developed a
specific mechanical response pattern for exercising through
habituation. It' a sedentary individual tried to exercise
three or four hours a day, however. her body would hrcome highly distressed because it was not acclimated to
such rigorous exercising (Frew 1977. p. 90).
A person's life is a chain of hiteractions between the individual and his environment. Many situations can be considered stressful. Some are good, others had. Some are
threats, others challenges. Some are di.stess, others enstress, Lazarus. for example. conceives of itic term stress

as the "cogni!ive appraisal of an event. A person reacts
to the demands of a certain stressor in view of his personal
resources for adapting. Should the demands he perceives
7/u
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exceed his available resources, the individual will most
probably consider the stressor as a threat: however, should
his resources exceed the demands, then the individual willprobably consider the stressor as a positive challenge.
Lazarus's threats and challenges arc therefore equivalent to Se lye's distress (unpleasant and depressing situations) and eustress (pleasant and satisfying situations).
Evidence indicates that some stress in challenges has
enhanced learning (Delgado, Roberts, and Miller 1954;
Glazer and Weiss 1976; Miller 1951, 1980) and improved
work performance (Anderson 1976; Fiowers and Hughes
1973; Frew 1977; lvancevich and Matteson 1980; Rogers
1983).

Although some individuals can excel in a very stressful
situation, research increasingly indicates that excessive
stress can result in poor health and/or chroni;- illness.
Stress may he the cause of several disorderspeptic ulcers, high blood pressure, rheumatoid arthritis, thyroid disease, and others. These diseases usually occur during
stressful events; Se lye calls them the "stress diseases" or
"diseases of adaptation.- They are also known as "psychosomatic diseases." Emotional reactions play a major
role in causing these psychological and physical problems,
which then affect either the weakest part or most vulnerable organ of the body.
An individual can protect himself in many ways from the
harmful effects of stress. By learning to master the pressures of everyday living, one discovers that stress can become a friend instead of an enemy by converting distress
into eustress.

The Connection: Work Stress/Job Burnout
It would be impossible to work efficiently without generating some degree of stress. Adrenalin must flow if one is to
do a beneficial job. Stress therefore should not be elimina-

ted from the body's sy.tem.
But the cost of stress is high. Stress disorders cost organizations approximately $17 to $25 billion each year in lost
performance, absenteeism, and health benefit payments
(McGaffey 1978). In 1981, the Washington Business Group
on Health, a representative for approximately 500 national
corporations, reported that industry is losing more than $1
billion yearly on problems related to stress, resulting in low
I0
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productivity, loss of time. accidents, and medical costs. An
additional $42 billion a year can he attributed to alcohol
and drug abuse and dependency. which often occur as reactions to stress.
It is obvious that the impact of stress at work on all
phases of living cannot be ignored any longer. Excessive
stress is harmful and affects one's health, productivity, and
family relationships.
Environmental stressors are categorized as physical or
psychosocial. Peor ventilation and lighting and excessive
noise fall under the category of physical stressors. Some
psychosocial stressors include lack of job satisfaction or
work security, little or no recognition for performance.
Any one or a combination of these stressors during a prolonged period of time can overload an individual's capacity
for stress and trigger physiological responses. thus leading
to the stage of exhaustion and to the susceptibility to mental or physical illness, and opening the gateway to burnout.
Executive burnout has many causes. Rapidly changing
technology and the problems of retrenchment can create an
ambiguous satiation. esoccially for the young executive
who enters a profession with much vitality and enthusiasm
and plans to advance rapidly in the company. The middleaged executive may feel that this era is becoming "a young
man's world" where he will not fit. The executive silently
suffers fears, disappointments, and isolation from family,
colleagues, and friends (Constandse 1972). He senses that
starting over is "a venture that requires both courage and
determination" (Mayer 1978).
But an individual can have a low-stress job or no job at
all and still burn out. Such is the case when an individual
in a routine factory job feels overlooked in his work and
experiences little stimulation, no challenge. and few opportunities for growth or when a bored housewife with nothing
to do all day feels caged in her secure suburban home
while waiting for her tired executive husband to return r''ter a hectic day at the office (Veninga and Spradley 1981).
A stressful job can result in a case of burnout tnrough
progressive symptoms.

I. "The Honeymoon" is the beginning stage: high energy, enthusiasm, and job satisfaction start to wear
off,
The !Vets ACM/Chile 1)iS ea Se
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"Fuel Shortage" includes the early symptoms of inefficiency at work: dissatisfaction with the job, fatigued, sleepless nights, increased smoking or drinking, or other means of escape.
3. "Chronic Symptoms" involve one's awareness of
physical and psychological symptomschronic exhaustion, physical illness, anger, and depression.
4. The "Crisis" stage permits symptoms of burnout to
reach an acute phase and to obsess the individual
with problems.
5. "Hitting the Wall- is the stage of total professional
deterioration and dysfunction of physical and psychological health (Veninga and Spradley 1981, pp. 38-70).
While mild stress can he used as a positive force to stimulate performance and to achieve a rewarding life style, unrelieved stress that gets out of hand can create serious
damage to one's life.:

Burnout in Academe
Staying in the teaching profession is probably the biggest
challenge facing teachers today. Year after year, competent,
teachers abandon their profession. This exodus stems front
a variety of reasons, but probably one of the most meaningful and rapidly growing is burnout.
In New York city. two out of every three teachers laid

I.

off one year expressed no interest in returning to the
classroom.
In /966, 9% of teachers surveyed said that if' they had
it to do over again they would not go into education. By
/976, this figure had jumped to /9% and another /7,5%
said they might also reconsider their occupational
choice.
An NEA stress .vurveylinind teachers disillusioned
and distraught, as did similar survey's in Massachusetts,
Chicago, New York State, Tacoma. and Tampa.
A national survey conducted by Learning Magazine
showed that 93( (),I. the teachers questioned had experienced feelings of biarnout (Collins and Masley 1980,
P. 5)-
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While burnout among teachers is not an entirely new
phenomenon. it hit teachers of the seventies with greater
frequency.

It just isn't worth
said a New York City teacher
vho asked not to he identified. "11u, classes are overflowing with kids who demand and deserve full-time attention. Staff morale is low. Then there is the pervasive
threat of violence. Teaching is a 24-hour occupation. I
don't care how good you (ire. After seven to 10 years
you burn out'' (Reed 1979).
Teaching brings many satisfactions, but the job also has its
fu I share of physical, mental, and emotional pressures,
w ich have increased in recent years. College professors
too live in a highly competitive world and are subject to
many of the same conflicts as high school teachers.
Because of teachers' dissatisfaction with work or institution, the academic climate of the 1980s indicates a highly
stressful environment for faculty. They are cognizant of
the dichotomy between their personal expectations and the
rewards offered to them by their profession. The exodus of
faculty from the academy to private business is growing
rapidly. Industries lure faculty with attractive salaries and
generous fringe benefits. The teaching profession has lost
its public esteem and trust. The ideal of becoming a scholar
has become an unrealistic achievement, because the marketplace is saturated with Ph.D.s. For many, academe is no
longer an attractive, remunerative, or confident way of life.
The usual compensations of tenure and promotion have
been diminished, while other, more informal values exert
pressures between the individual and the institution. It is
becoming almost impossible to achieve security through
tenure. Requirements for a promotion include a set number
of publications, which takes precedence over the professor's effective and successful teaching. The reward system
does not value quality teaching even though most professors regard it as a major responsibility.
Even though the extrinsic rewards of the academy have
lost their savor, many professors enter or continue in academe because they pursue intrinsic values: teaching, collegiality. knowledge. respect. and service. "These intrinsic
11
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values are still the driving force behind faculty careers"
(Newell and Spear 1982, p.
Although many find professorship a satisfying career, they are sensitive to the incompatibility between their personal professional goals and
those of the institution.
Studies reveal that faculty Name many of their dissatisfactions on the internal structure of institutions (McGee
1971) and on having too little involvement in planning and
in governance (Magarrell 1982). Policies and practices often negate professors' Opinions; thus, academics feel less
involved in the important decisions about running an institution. Faculty have individual sets of values and goals to
reconcile personal satisfactions, while institutions establish
overall rules and regulations whose implications are contrary to accommodating the needs of individuals.
The degree of commitment and purpose in the organiza-.
tion and profession dii'ers among faculty and institutions
(Clagett 1980). Instructors' concept of purposeseeing
themselves as part of an associationmay he at odds with
the institution's purposeseeing itself as a bureaucracy.
Usually included in the definition of professionalism ix
some notion of collegiality. Professionals are seen relating to each other as a group of equals on an informal
and -primary-like- level. The imposition of more formal
relationships is often resisted.
. The organization
tends to impose formal relationships on professionals,
while professionals prefer fuze) collegial relationship.
.

.

.

.

'Diesel "primary-like'. informal relationships are
the opposite of those that the organization requires to
operate at its most efficient level, i.e., JOrmal relationships. The conflicts bet
professionals and their organization may be explained, therefOre, by recognizing
that two different typi,s of social relationships may be
operative, i.e., collegiality and formal relationships.
When these two types of social relationships operate together, conflict is inevitable (Pankin 1973, pp. 96-97).
Several areas are sources of possible conflict:

First, the professional is hound by a norm of service
n Nile a bureaucrat's primary responsibility is to the organization. Second, professional authority is based on
14
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technical knowledge while bureaucratic authority rest.%

on a legal contract backed by jartnal
proli,sshmal decisions ore based on internalized po,fessional standards while bureaucratic decisions represent
compliance with directive.% from superiors. 1inally. a
professional's decision is judged /)V peers while a bureaucrat's decision is judged by a .superior (Miskel and
Gerhardt 1974, p. 85).

Increasing pressures on faculty create an unnecessarily
stressful environment, which makes individuals feel
"pushed- to resign (Pankin 1973) or simply wonder
whether the institution really cares.
The incidence of certain ev,2nts within an organization
indicates professional burnout:

(I) high turnover, (2) lost. morale, (3) "we-they" polarizations. (4) increased concern with bureaucratic "turf."
15) conflicts over authority, (6) seapegoating of organizational leaders, (7) increased absenteeism, and (8) the replacement (4'infOrmal communication /)v rigid, roledefined channels (White 1980. p.
Research on the sources of stress among coilege faculty,
although limited in nature and scope, suggests that work
stress is the result of dissatisfactions prompted by academic retrenchment, inflation, unemployment, and shifts in
the composition of student bodies. Factors inducing stress
most frequently cited in one study include lack of faculty
participation in decision making, the increase in underprepared students, students' expectations of high grades, apathetic peers, and low salaries (Clagett 1980). Another study
indicates that work-related areas of dissatisfaction cluster
around functions of organization and management, including advancement, compensation, and institutional organization and policies (Grahn 1981). Yet another study reports
that salary, institutional support, and institutional policies
are the three highest ranking sources of stress for all faculty (Bender and Blackwell 1982). It is apparent from these
studies that faculty are quite concerned with professional
and economic security.
The concept of burnout in academe is still an enigma.
How vulnerable are faculty to burnout'? Which workThe Nevt A «Idelni( I)iseaw

related stressors may lead to burnout, and what are the
symptoms of burnout among faculty in institutions of
higher education? The signs of faculty burnout are many:
"physical and emotional exhaustion--and a feei:ng of being professionally stuck" (Watkins 1982, p. 1), "lack of significance in lone's] work" and "lack of control over lone's
environment" (Ayala Pines quoted in Watkins 1982, p. 8),
"the feeling of being locked into a job routine," (LeRoy
Spaniol quoted in Reed 1979), the "diminishment of resources in already modest circumstances and the prospects
of more such bad news extending to the horizon of distant
possibilities" (Chronicle of Higher Education. 2 June 1982,
p. 14). In short, burnout in academe is the result of nega-

tively perceived, work-related events or conditions that
produce a level of persistent stress' resulting in chronic
frustration, tiredness or exhaustion, adverse behavior, and
inefficiency and/or dysfunction in one's work.
While burnout as been confused with being professionally stuck, it should not he assumed that the latter is a
stage of burnout or a necessary condition for burnout to
occur. Burnout is the result of unrelieved stress so that the
individual cannot function in his or her work environment
because of the total inability to tolerate stress accompanies
by a feeling of exhaustion and fatigue. While the burnt out
person is incapable of functioning properly, the stuck person is capable of functioning but lacks stimulation or challenge. The incb viclual may eventually become a victim of
burnout, however, because he or she is totally bored and
indifferent to his or her career growth.
Stress is a well-known aspect of the modern working
world and has become prevalent in the educational community. During the last decade, society has struggled with
uncertainties rooted in the country's fragile economy, and
the educational community has not been immune to those
struggles and uncertainties. Academics, like their counterparts in business, have been compelled to adjust their behavior regarding their families, home environments, workplaces, and social styles. Such transformations help to induce excessive stress. The stress factor then becomes a
powerful force in academics' performance of their work.
The literature regarding the phenomenon as a serious prob
lem in higher education indicates how widespread and intense the fr:elings of stress are among faculty and adminis16

trators, but it appears that decision makers have little
awareness of the problem yet. The educational institution
must become aware of, and respond to, the faculty member as a whole person. Environmental conditions may he
just as important as the human condition, but they must he
integrated if academics are to he held accountable for the
edth, .ional system.
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THE INTERRELATIONSHIP:
Person and Environment
Burnout like job stress is attributable not only to apparent
sources of stress but also to the relationship between
personal and environmental stressors. The PersonEnvironment Fit Model, a theory of stress advanced by
members of the Institute for Social Research at the University of Michigan, describes the interrelationship of the person and the environment. The model maximizes good fit to
minimize work stress and contribute to the individual's total personality growth and self-esteem. It provides the

framework for much of the current research on workrelated stress (Mac Bride 1982).

Historical Perspective on the Research
Research within the workplace is a somewhat new phenomenon; behavior in work settings has been a major target of interest only since the Industrial Revolution. Early
research, which began with the Industrial Revolution and
lasted until the early 1900s, focused attention not on the
social factors within the workplace but instead on specific
job tasks. Interest in social factors began to gather momentum with the birth of the human relations movement. With
his assumption of the "Rabble Hypothesis," Elton Mayo,
of the Harvard Graduate School of Business Administration, deplored the authoritarian, task-oriented management
practices that lacked avenues for satisfying personal needs
and that instead stimulated tension, anxiety, and frustration among workers. Mayo called these feelings of helplessness "anomie." Workers felt unimportant, confused,
and unattached to their work environment (Hersey and
Blanchard 1972). Concomitantly, between 1920 and 1940,
sociologists began to show interest in job stress through
the identification and solution of problems at organizational
gatherings.
These studies of satisfaction with and stress at work
were criticized for their lack of concern with such issues as
defining methods or conceptualizing stress at work or for
focusing on stressors either within the individual or within
the organization rather than the relationship between the
two. They did not yield the data needed for important findings about the relationship between the worker and the job.
With the end of World War II, as the country emerged
from the deprivation of the depression years and the
trauma of the war. work came to mean the vehicle to self18
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actualization. the means to fulfilling expectations for new
values and goals. Concomitantly. with the arrival in the
United State, of many psychoanalysts who fled the Hitler
regime. interest in psychiatry and mental health expanded.
It was during that period that the team at the Institute for
Social Research emerged with its conceptual model for the
interrelationship between individual and environment and
its effects on work stress and health.

The P-E Fit Model
The new theory of stress was termed the Person-Environment Fit or Congruence Model (Campbell 1974; Caplan
1972; French and Kahn 1962; French, Rodgers, and Cobb
1974; House 1972; Pinneau 1976; Van Harrison 1976). The
theory, based on Lewin's and Murray's descriptions of
motivational processes, includes two kinds of fit, or matching (Or in their absence, two discrepancies), between the
individual and the environment: (I) the objective P-E fit,
which is the matching between the work environment and
the individual, independent of perceptions; and (2) the subjective P-E fit, which is the matching between the individual and his own perception (the "subjective person") and
the work environment and his perception of it (the "sub-

How does the
objective

environment
and person
relate to the
subjective
environment
and person?

jective environment"). "Work environment" refers to an
individual's task or major responsibility at work in coordination with the social, physical, and organizational aspects
of the workplace. How do the objective environment and
person relate to the subjective environment and person?
Two additional discrepancies describe the degree of compatibility (or fit) between the characteristics of the environment and those of the individual.

The individual's contact with reality is defined as the disrepancy between the objective environment and the individual's perception of it. The individual's accuracy of
self-assessment is defined as the discrepancy between
the objective person and the individual's subjective per-

ception of self.... Each of the four discrellanies .

. .

represents an important measure of mental health. Good
mental health is represented by no discrepancy or low
discrepancy for each of the four comparisons (Van
Harrison 1978, pp. 177-78).
The Nest. Academic Disease
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The subjective tit between the person and the job environment may result in good mental health when the continued experience of good fit enhances the person's selfesteem (White 1963), increases growth in personality, and
improves physical health (Caplan et al. 1976). Poor fit in
the workplace can lead to psychological strains like anxiety and insomnia, physiological strains like high blood
pressure, and behavioral symptoms like heavy smoking or
consumption of alcohol. Should these job-related stressors
persist singly or combined, they can culminate in mental
illness (exhaustion, depression, or even burnout) or physical illness (heart disease or ulcer).
P-E fit is not a static model of work stress. Stressors can
be changed both in the environment and in the person
through coping or defrnse. Coping refers to altering the objective environmentby changing jobs or requesting a

raise, for exampleor changing the objective personby
upgrading skills through additional training, for example.
In a poor fit, a person employs defense mechanisms to alter the subjective fit (the subjective environment or subjective person; through unconscious mental processes, such
as repression or projection (MacBride 1982).
What is the basis for the relationship between the job,
the individual, and stress? An individual usually strives to
attain a set of goals that he or she has learned to value.
The individual's self-concept is enhanced if the goals are
met, his well-being impaired if they are not. These concepts are implicit in the fit between the individual and the
environment. Stress increases when the environment
threatens not to support the goals the individual seeks. The
P-E fit model conceptualizes these relationships between
forces acting on the individual, identifying the needs and
motives separately, and distinguishes between the demands of the work environment and what the work environment offers or supplies. A unique bond must be realized
between the individual's needs and values and the work
environment. This bond or relationship exists throughout a
job period or is considered when one is choosing a career
(Van Harrison 1978).

P-E Fit in Academe
What are the implications of the P-E fit theory for faculty
in higher education? First, the fit between the faculty can20
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didate and the position available should he contemplated
carefully. Several questions need to he answered: What are
the candidate's motives or expectations with regard to the
position available? What are the purposes of the institution? Is it a liberal arts, technical, or community college,
or a university? Is it oriented toward teaching or research?
How do the individual and his qualifications fit into the institution's image in the community? What are the opportunities for personal and professional growth?
Once the faculty candidate has been hired, the fit can be
periodically reviewed as part of an annual evaluation. It is
a fact that people's values, needs, and abilities are continuously changing. With technology playing such an important
role in the development and growth of postsecondary institutions, shifts in offers and demands for different positions
within institutions occur. For individuals whose environment does not fit, attempts can he made to reduce stress
through counseling or additional training. But if the misfit
demonstrates the need for more challenging work, then a
promotion or its equivalent remuneration should be considered. Fit regarding the faculty's needs and values must be
considered in addition to fit regarding individual abilities.
The institution should develop some kind of process for
evaluations throughout the professional life of tenured faculty. Developing such a program would not only correct
misfits but also maintain productive fits. The usual approach has been for administrator, dean, or chair to continually monitor the fit between faculty member and institution (or department). It is worth considering, however,
placing most of the responsibility for reducing stress on the
faculty member, If institutions could allow faculty to have
greater control over their own obligations and work environment, perhaps then they could themselves modify their
individual preferences to effect a better fit with their environment.
Giving the faculty member more control should not he
confused with requiring more work. Enriching or enlarging
responsibilities may improve fit for some, but it could
worsen fit for others who prefer simpler academic lives.
Providing more control will, however, make it necessary to
meet the challenge of greater faculty involvement. The P-E
fit theory suggests that increasing participation incrementally is valid, because it allows the faculty member to
i/re New Academic MANIAC
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structure responsibilities to better fit his abilities and values. For that 20 percent of the faculty with great stamina,
who want more complex and challenging tasks, new academic opportunities can be instigated while motivation remains high. The faculty preferring simpler assignments,
and in particular those who do not wi,f) to participate in
decision making, could relegate that task to others.
The tremendous advantage of allowing some individualization of the job is the creation afa mechanism for the
ongoing maintenance of good fit. As either personal
preferences or job demands change. the individual Call

without outside interventioncope by making adjustments in the.iob to lessen [misfit] and improve fit (Van
Harrison 1978, p. 198).

Obtaining and maintaining good fit between the individual and his work throughout the entire working career suggests that planning is necessary to maximize good fit
throughout all stages of life. Distinctions have to be made
between fits at different times. For instance, the effects of
a misfit at a current position may be tolerated if the current
position is used to reach a future goal. Failed expectations
and fits, because of a change in individual needs, values, or
abilities or because of a wrong perception of the demands
and supplies of one's job, could be remedied by changing
the career. More evidence is needed on the use of P-E fit to
clarify the selection of career paths and adult life cycles influencing changes in the values and goals of the individual
throughout stages in his career.
Other Models of Value
Although the P-E fit theory is one of the most widely accepted models of occupational stress, other concepts are
worthy of attention, such as the study based on cybernet-.
ics. The basic premise of this theory is that behavior is directed at reducing deviations from a specific goal or state
of being (Cummings and Cooper 1979).
A model of teacher stress presented by Kyriacou and
Sutcliffe (1979) emphasizes the assessment of threat to
one's well-being as a central mechanism mediating the experience of stress. Individuals who :n general expect exter-
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nal control are more likely to appraise their environment as
threatening and hence may experience greater stress.
According to a model proposed by House and Wells
(1978), the three dimensions of the burnout syndrome reflect the three major symptomatic categories of stress:
physiological energy; affective-cognitive behavior, which
focuses on demoralization and frustration; and behavioral
symptoms, which focus on reduced work efficiency. This
model reveals social and psychological variables as proposed by Bee hr and Newman (1978) and Matteson and
Ivancevich (1979).
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STRESSORS: Effects within the Person
and the Environment
Sigmund Freud said that a mentally healthy individual is
someone who is capable of love and work. He pointed out
that work allows the individual to stay in touch with his
world and at the same time control it. Therefore, he
considered work a crucial medium for mental health
(Levinson 1970).
In the mentally healthy person [the id. the ego. and the
superego! form a unified and harmonious organization.
By vvorking together cooperatively they enable the
individual to carry on efficient and satisfying transactions vvith his environment (Hall 1954, p. 22).
Perish the thought that one could possibly become
mentally ill today. Instead. the talk is of stress. Everyone
agrees that they experience tremendous pressures from
their outside world, business concerns, family life, and a
whole round of daily events. Stress, however. is not just
something that is aroused by outside sources, such as the
workplace. for much has to do with an individual's inner
make-up.
The P-E fit model emphasizes the interrelationship
between the individual and the work environment. It does
not, however, reject the possible effects of stressors within
the person or the workplace. The model does not disregard the assumption that because "burnout is caused by
prolonged exposure to stress and frustration, all of the
various personal and environmental factors that generate
stress and frustration for humans must he considered as
potential causes of burnout" (Carroll and White 1982).

Factors within the Person

No known personality trait can cause burnout in an individual. Research has shown, however. that certain personality characteristics may predispose an individual to burnout. From clinical experience. Freudenberger (1982)
describes two groups of individuals who are prone to burnout. The individuals in one group descend from families
whose fathers are authoritative, cold, unaffectionate, socially passive, but occasionally argumentative. The
mothers are also cold and authoritative but active as social
climbers. Often the individuals of this group refer to them-
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selves as low achievers. very sensitive. and with it desire
to he accepted.
The other group seems to have driven. ambitious.
achievement-oriented fathers as role models. The mothers
in this group are gentle. passive. nurturing persons but
not always capable of demonstrating their feelings. The individuals in this group describe themselves as high
achievers, sociable, and responsive. In both groups. individuals depict themselves as loners, unable to express feelings or he assertive. Usually they are the very people who
invest so much time in their jobs in search of fulfillment
and identity. They work with a high sense of idealism and
hope. A very important factor is that they arc accepted
and liked. They give to the point of becoming drained and
thus become selfless. But all along they refuse to rely on
others or to request help.
Some research relates personality and behavioral traits
to stress and ultimately to coronary heart disease. "The
most consistent evidence relating psychological factors to
[coronary heart disease' ...ppears to he associated with certain personality and behavioral trait- (Rosenman and
Friedman 1983. p. 49;. such as the Type A behavior pattern, a complex of emotional reactions. In contrast to its
"Er counterpart, in which easy-going personality traits
predominate, Type A behavior is considered the principal
risk factor for coronary heart disease. Type A behavior is

[C]ertain
personality
characteristics
may
predispose an
individual to
burnout.

an action-emotion complex that can he observed in any
person who is aggressively involved in a chronic, incessant struggle to achieve more and more in less and less
time, and if required to do so, a,gainst the opposing elfOrts Mier things or other persons. It is not psyhosi.s
or a complex of Ivorrie.s or fear or phobias or obsession.s.

but a .socially acceptableindeed often praisedfOrm
conflict. Persons possessing this pattern also are quite
prone to exhibit a free-floating but extraordinarily wellrationalized hostility. As might he expected. there are
degrees in the intensity of this behavior pattern. Moreover, because the pattern represents the reaction that
takes place when particular personality traits of an afflicted individual are challenged or aroused by a specific
environmental agent, the results of this reaction (that is,
the behavior pattern itself) may not he felt or exhibited
he ;Vett. Academic Disease
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by him if he happens to he in or confronted by an environment that presentA no challenge (Friedman and Rosenman 1974, pp. 67 -68).

Rosenman and Friedman (1983) list 23 psychological and
behavioral traits common in Type A behavior, among them
self-control, self-confidence, competitiveness, tenseness,
impatience, inability to relax away from work, suppressed
hostility, an orientation toward achievement, and the de-

nial of failure.
Perhaps the environment of the contemporary university
should encourage the increasing prevalence of Type A
style administrators, because such behavior appears to offer special rewards to those who can perform and communicate more aggressively to their colleagues. New partnerships between government/industry and higher education, fomented by spiraling technology, seem to presage
the advent of innovative, assertive, and "supersane" administrators.
The administrator who knows what real power is and
where it comes from will he insulated against burnout.
Burnout appears to he a function of the distance between expectations and actuality. The supersane administrator maintains a narrow gap be!ween the two. In the
absence of addictions to an idealized image of the way
things should be, reality offers few rude surprises. Rewards don't disappear because they issue from within,
regardless of fluctuating external circumstance. Neither
the system nor the people can make supersane administrators crazy. 'They accept what is and do what is and di
what they do in fall recognition that their efforts could
fail /hut / at least they had fan getting there. They may
choose to leave a job if the enjoyment becomes diminished, but not because they are burnt out. They would
have made their move as soon as they sensed it could
happen if they stayed longer. Thus, the supersane administrator is in touch with an inner guidance system
which will give explicit directions, on time, to anyone
,rho would pay attention (Vash 1980, p. 114).

Locus of control, self-efficacy, and mastery
Control of a drive or an emotion is a learned process. It it
eludes incessant efforts to find worthwhile, attainable,
26
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aims. When an individual is able to carry forth this process
with positive results. he experiences a feeling of selfefficacy and mastery.

We should always strive for what we ourselvesnot the
society' that surrounds usregard as worthwhile. But we
must, at all cost, avoid frustration, the humiliation of
failure: we must not aim too high and undertake tasks
which are beyond us. Everyone has his own limits. For
some of us. these may he near the maximum, firr others
near the minimum, of what man can attain. But within
the limits set by our innate abilities, we should strive fOr
excellence. for the best that we can do. Not for perfectionfor that is almost always unattainable--and setting
it as an aim can only lead to the distress offrustration.
Excellence is a wonderfid goal in itself and highly suitable to earn us the goodwill, respect, and even love of
our neighbors (Selye 1974. p. I 1).

An individual will experience less stress at work and encounter fewer illnesses if he has a strong sense of control
over his life (Kyriacou and Sutcliffe 1979). A person who
confronts the challenges of a new job experience without
proper skills for coping is prone to experience failure on
the job, which certainly invites burnout (Warnath 1979).
It is very common these days to find faculty with doctorates teaching at community colleges where they feel
trapped in their jobs. They are overqualified and have little
opportunity for advancement or even the chance of teaching a course within their speciali2ation. Most damaging is
the fact that the individual will probably have to bear with
the situation, for the problems of retrenchment at colleges
and universities imply the individual has little chance of
getting a job at another college. The story could end there-

fore with the individual's overextending efforts to do the
job or with failure and burnout.
The hardy personality type

The notion of control is questioned when one takes into account that some people face stress without becoming ill.
Can the hardy personality survive stress better than others? The "Hardy Personality Type" is disposed toward
commitment (versus alienation), control (versus powerlessThe New Academic Disease
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ness), and challenge (versus threat) (Kobasa, Hilker, and
Maddi 1979; Maddi 1980).
For a person to encounter highly stressful situatims and
still remain healthy, he must believe in and become aware
of himself. The individual must believe that one can control and transform events and mus. perceive change as an
opportunity or challenge instead of regarding it as a threat.
When an individual experiences a stressful incident, he is
able to energize and become exhilarated instead of worrying and becoming debilitated.
Hundreds of programs, ranging from relaxation to meditation, teach the public techniques for coping with stress.
Kobasa's work on existential psychotherapy seeks to
transform the individual's outlook and actions so that he
able to assimilate incidents in his experience by making de
cisions for himself and believing that change is an opportu
nity for personal growth and human fulfillment.
Nature of the person's value system

How then does a person deal with stress in the environment? The pioneering work of psychologist Walter B. Can
non (1932) describes the doctrine of homeostasis as the
means by which the body, using hormonal feedback, preserves a state of equilibrium despite environmental stressors. The cybernetic theory or systems control of occupational stress explains how an individual maintains
stabilization concomitantly within the organism and its en
vironment (Ashby 1954, 1966). Because individuals must
learn to cope with different stressors in the work environment (Cooper and Payne 1978), the latter theory can help
explain time, information, and feedback (Shibutani 1968),
more comprehensive portrayal of the P-E interaction.
and manifold, in research
Temporal factors are
on human stress. . . . /However,/ little consideration ha

been given to such temporal factors in theory or in research. . . . Time may he one of the most important any
most neglected parameters of the problem (McGrath
1970, p. 23).

The focus on information underscores the key notion
that information mediates the person-environment rela
tionship. The idea of feedback recognizes that coping
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behavior is purposeful. directed by knowledtx ivy previous effects. These factors are central to an understanding of stress. Morecver, they are equally applicable
to the stress phenomena studied both by physiologists
and social scientists (Cummings and Cooper 1979,
p. 397).

This perspective focuses on the processes of stress.
threat, strain, and adjustment that define and make operative the specific aspects of the P-E fit. Stress and threat refer to the external (environmental) factors disturbing the
individual's preferred steady state. Stress represents
present conditions in the environment; threat represents
factors that could affect the individual's future. Strain is
the immediate effect, the disruption within the individual.
Adjustment refers to the individual's subsequent behavior
to reduce those strains or maintain equilibrium. Usually
the literature on occupational stress lacks a distinction between strain (immediate effects, such as dissatisfaction
with the job) and adjustment (a person's response, such as
curtailed aspirations).
Research suggests that individuals differ widely in their
preferences for work. To find out individuals' preferences
within the setting of the job requires knowledge of the individual's preferential hierarchy of work values. Cummings
and Cooper (1979), in their research on the cybernetic theory of occupational stress, underscore the employee's hierarchy of values and tolerance for disequilibrium within the
various work elements.
Values are beliefs that are anchored deeply within a person. An individual develops a hierarchy. of values through
his identification with parents, teachers, and peers, and
through the totality of life experiences. Discovering that
one's values are no longer acceptable or finding out that
one must act against one's beliefs can summon stressful
situations. If, for example, one disagrees with the objectives of a new college curriculum based on the back to basics movement, this value conflict may cause stress. Whenever beliefs are in discord, major distress can occur.
College instructors consistently experience lack of control over time, lack of material resources, and lack of communication. Educators often feel they are victims of situa..
tional stress and have little or no control over such factors.
The Nest. Academic Disease
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Declining enrollments. dismissal of staff, and reassignments are just a few of the stressful situations and tasks administrators confront. Decreased authority and status, low
salaries because of financial constraints, and an emphasis
on accountability and evaluation create feelings of powerlessness among educators. No wonder they are the prime
target of burnout!

Factors in the Work Environment
Considerable attention has been focused on the physical,
social, and organizational factors that contribute to job
stress, and the relationship between environmental stress
and burnout has been researched to some extent. Certain
specific factors in the work environment contribute to
stress and thus may lead to burnout: role dynamics, responsibility, occupation, job satisfaction, career paths, and
the organization itself.

Role dynamics
How does one define the character of an organizationor
of an institution of learning? Perhaps the best way to define
it is by identifying the influence the members have on its
organization. How do members behave within the organi-

zation? Institutions acquire very special characteristics
one might even call it behavior. They behave according to
how their members impose selt..;tivity, restriction, persistence, and other paraphernalia of organizational practice to
maintain and justify their influence. The organization thus
becomes totally dependent on the roles its members
choose to perform. As each member does his part, the organization becomes more complex and more specialized,
conforming to the interdependence of its organizational
role. Out of conformity stem the components of this human and technological organization, for all related tunc-

tions must serve the institution's overall val. "To bring
that plan to life requires only the appropriate behavior of
people as members of organizations. In that requirement,
howeve-, lie most of the weakness of modern organizations
and most of the frustrations of their leaders" (Kahn et al.
p. 5).
Research on role conflict and role ambiguity shares a
common goal: to understand the effects of the environment
on the individual's physical and mental health. Here the
l'i81
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environment should be viewed as the formal organization
or group to which the individual belongs. The character of
the organization affects the individual's emotional state and
behavior.
An organization depends on the activities of its members. Thus, each member plays a role within the pattern of
the organization. To analyze the impact of an organization
upon an individual, the members' role behavior should be
studied as it affects the individual. Roles selected by those
members coming in direct contact with each other are labeled "role set." Members constantly influence and regulate individual behavior in agreement with their own role
expectations. Members of a role set are called "role
senders."
Within an organization, one can find many instances of
undefined expectations. The same is true for institutions of
higher education. Nebulous perspectives lead to role amoiguity and role conflict, which in turn create problems of
adjustment. How one faces adjustments depends on the individual personality and one's relationships with other
members of the role set. Both influences affect the role
sender's behavior toward himself and monitor the individual's response to ambiguity and conflict (Kahn et al. 1981).
When role conflict is present, one can infer that
several members of the role set presume different role expectations for the focal individual. Varied expectations
pressur the individual into digressive forms of behavior.
The individual can experience psycho;ogical conflict when
these role pressures give rise to the role forces within him
(Kahn et al. 1964).
Role conflict takes several forms. Inter-sender conflict
occurs when members of a role set send conflicting expectations to the focal person. Person-role conflict occurs
when role performance conflicts with an individual's values. Intro- sender conflict occurs when contradictory expectations are sent from one sender to another. Inter-role
conflict occurs when the focal person has two conflicting
roles (for example parent and teacher). Other forms of
conflict may develop from these four basic types, such as
role overload, a prevalent form of conflict in industrial organizations (Kahn ct al. 1981, p. 20). Role overload occurs
when an individual is expected to perform a wide variety
of tasks within a limited time. Kahn (1978) divides role
The New A(4dentie Disease

31

41

overload into qualitative overloadthings that are too

difficult to doand quantitative overloadtoo many
things to do.
Kahn et al. (1964) identified role ambiguity as the second
organizational stress factor. Role ambiguity occurs when
the required information needed for appropriate performance of a role in a given situation is missing. If the focal
person is to conform to the expectations dictated by the
members of his role set, then the responsibilities, requirements, and explanations of what is his place within the organization should be early communicated to him. This information is required for personal assurance. Such
communication will allow the person to know how he
should behave to satisfy his personal needs and to protect
his values and which behaviors are common to people
within the organization. Ambiguity may result if the correct information is not transmitted to the focal person because it is incomplete or insufficient.
Role conflict involves a change in the focal individual's
behavior as he-is pressured by members of the role set.
While the person is trying to maintain some equilibrium in
his job, pressure and additional forces threaten his stability, and conflict thus strikes him.
Several investigations have uncovered role conflicts in
organizations, which seem to have the potential for disturbing individuals who are exposed to them. Different
people vary in their tolerance for role conflict, and some of
the personality correlates of this tolerance are known.
Usually role conflict is associated with loss of morale, low
productivity, and other deleterious effects. leading to
symptoms of burnout (Biddle 1979). For this reason, researchers have interpreted role conflict as an important
problem that organizations must resolve.
Evidence indicates that role ambiguity is a source of unhappiness among individuals within an organization (Kahn
et al. 1964). Katz (1968) contends, however, that
some "autonomy" must be provided for employees if they
are to solve the daily, shifting problems of their work. But
it is not always certain under what circumstances the individual will extend his role or resent the additional structure
(Biddle 1979).
Role overload occurs when an individual is faced with a
complex role set. People experience stress when faced witl
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too many roles (Coser and Coser 1974; Goode 1960; Merton 1957; Slater 1963; Snoek 1966). It is assumed that individuals have but limited time and energy and that they become distressed when too many demands are placed on
them. Although human energy does not seem finite in any
simple sense, people at times take on additional roles in
which they become stressed, even though they are truly interested and motivated.

In summary, role dynamics apply to institutions of
higher education, just as they do to other types of organizations. Colleges and universities comprise the patterns
and conforming actions of their faculties and administrators. Hence, the role of each individual member in the institution consists of the part he or she plays in the complete pattern of action.
Responsibility
French and Caplan ;1970) hypothesized that specific types
of stress at work bring about specific changes in risk factors. For example, an individual under pressure may
smoke heavily and his blood pressure and level of cholesterol rise. Responsibility can be another type of stress, because it affects a person physically by increasing his or her
risk of coronary attack. It is important to note, however,
that merely being responsible is not as important as feeling
responsible for the welfare of other people, as is the case
with teachers. In addition, being responsible for workrelated tasks that involve equipment rather than human
beings would probably not increase the risk of coronary
attack (Wardwell, Hyman, and Bahnson 1964). In the
educator's world, one of the antecedents of burnout is the
assumption that students do not learn because teachers do
not teach. Although it is false, that premise has become the
basis of unrealistic expectations shared by the public, thus
causing "frustration, guilt, and sense of failure" among
many teachers at all levels of the educational system
(Pines, Aronson, and Kafry 1981).
Another reason for the emotional and physiological
stress of teachers is the daily confrontation with unmotivated and uninterested students who enter college without
the necessary maturity to succeed. Because students do
not have the required skills in speaking, reading, and writing, instructors must teach minimal skills. Although this
The Nevt' Academic Disease
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untraditional student has been called "the new student"
(Cross 1971), it is truly the faculty of the eighties who
should be called "the new faculty." They have had to prepare psychologically and emotionally to master their new
role as paternal educator, because many college students
still have to be led by the hand and guided in the ma.tagement of their own learning. The additional feeling of responsibility for other human beings' welfare thus creates
stress in college teachers who have been trained with traditional high standards at graduate school. As a helping profession, teaching promotes the danger of burnout and exhaustion because teaching especially demands giving
emotionally of oneself to others.
Occupation

Although most college administrators have been faculty
members at one point or another, the occupations of administrator and instructor are characterized by different
types of stress. The job of administrator entails one type of
responsibility, the job of instructor another. Various forms
of job stress might affect risk factors in different ways.
The nature of occupational differences between administrator and instructor can have a different relationship to
burnout. Persons who are burnt out tend to differ in disposition and temperament from those who are not. The Type
A personality, as previously mentioned, is more prone to
coronary attack because such an individual is characterized as being aggressive, hostile, ambitious, conscious of
time, impatient, pressured, and engaged in multiple activities. If the variable for the need of social approval is
added, then the individual can suffer even greater strain
under pressure, which usually happens because the person
is greatly inguenced by the criticisms of others in his social
(work) environment.
Personality variables might have some effect on coronary heart disease through several channels.

Personality may influence heart disease via occupational
choice. For example, the coronary personality may be
more likely to seek out the risk administrative job rather
than the job of engineer or scientist (equivalent to college professor). And, perhaps, the coronary personality
who finds himself in an engineering job takes steps to
34
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move into a more administrative job. Another channel
through which personality may have its effect is in mediating the relationship between one's occupation and the
stress one experiences in that occupation. . . .16 give an
illustration a manager when objectively overloaded may
he more likely to experience subjective overload because
he is a Type A personality. (The third channel
while
job stress may cause changes in risk factors such as cholesterol and number of cigarettes smoked, such changes
are perhaps more likely to occur if the person is Type A
rather than Type B (French and Caplan 1970, p. 386).
Day by day the administrator tries to cope with the different kinds of pressures that occur. As pressures mount,
they gradually overcome the administrator, who eventually
experiences a sense of helplessness because he no longer
has the power or autonomy to act. A former burnt out administrator explains how the soda; forces; behind the occupation of administrator can lead to burnout.
Living in the center of the cyclone, with no safe ground
anywhere and in a chronic state of "information overload- and "psychological crowding," leads inexorably
to physiological and behavioral deterioration among
even the strongest and most resourceful human beings
just as physical crowding has been shown to do with
lower species (Vash 1980, p. 4).

Job satisfaction
Role conflict and role ambiguity in different types of occupations significantly affect job satisfaction and personal
stress (Schuler, Aldag, and Brief 1977). Burke (1976) found
that job satisfaction is related to four occupational stresses:
excess of responsibility, perceiving oneself as unqualified,
excessive workload, and lack of input in decision making.
Individuals with Type A behavior experience great job
conflicts and dissatisfaction (Howard, Cunningham, and
Rechnitper 1977). Job satisfaction can be related to coi.onary he
disease (French and Caplan 1970; Sales 1969a).
Subjects conditioned to overload and to underload demonstrated significant differences with regard to job satisfaction; the most dissatisfied showed an increase in cholesterol, thus suggesting the possibility of coronary heart
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disease. Studies building upon Sales's work at the University of Michigan contend that the risk of developing coronary heart disease depends on whether the subject is motivated to work for a salary or for prestige (extrinsic
rewards) or simply for enjoyment (intrinsic rewards).
Working for extrinsic rewards indicates a higher likelihood
of coronary heart disease than working for intrinsic rewards. "Organizational roles, whether overloading or not,
exert their most harmful effects upon those organizational
members who experience the lowest job satisfaction"
(Sales 1969b, p. 325).

Findings on the influence of work overload as a ;ource
of stress among faculty and administrators demonstrate
that faculty suffered from low self-esteem because they
were unable to complete a high-quality task (French, Tupper, and Mueller 1965). Administrators also suffered from
low self-esteem but for a different reason: They had to
complete a certain amount of work in a given time, even if
it meant not doing their best.
The broad array of studies presents considerable evidence that certain psychological and social factors indicate
a tendency toward coronary heart disease (Jenkins 1976).
Regarding factors that contribute to burnout, "burnout is
best understood in terms of social and situational sources
of job-related stress" (Maslach 1978, p. 115).
Job satisfaction in higher education is an important variable that should be researched further because studies
demonstrate that well-satisfied instructors develop more
concern for students' achievement. The recent high level
of interest in job satisfaction at colleges and universities is
primarily the result of a shift in Americans' outlook: We
expect more from our work environment than merely a salary (Special Task Force 1973). Accomplishing an important
job ensures personal identity and reflects a sense of wellbeing.

Are stress and job satisfaction related? Pressure and
gratification are closely related. When stress is functional,
it can act as a stimulus to growth, thus enabling the individual to achieve a new balance. If a person responds to
this stimulus, he grows and thus gains job satisfaction. College faculty carry heavy workloads; they are expected to
teach, counsel, research, lecture, publish, participate in
community service, become appointed to important corn36
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mittees, and prepare new curricula. All these tasksor the
necessity to perform them simultaneouslycan cause
stress. Most faculty usually perform their best under this
kind of pressure. Sureiy when such tasks are fulfilled, they
engender feelings of pride and job satisfaction. When stress
is thus an impetus to growth, it serves as a motivator for
operating at one's highest capabilities. Teachers should not
avoid stress, but they should learn to handle their stress
constructively to serve their purposes and avoid burnout.
Career paths

During a lifetime, chains of varying experiences are linked
to represent the familiar concept of career. To the ancient
Greeks, the term meant a running race.
Whether stable or mobile, the career represents an organized or patterned path taken by an individual across
time and space. The career then is simply a series of
separate but related experiences and adventures through
which a person passes during a lifetime. It can he long
or short and of course an individual can pursue multiple
careers either in rough sequence or at the same time

(Van Maanen 1977, p. 1).

Van Maanen explains further that the most meaningful aspect of an individual's career is the importance it has in his
or her entire life. How significant is one's career in comparison to all other aspects of life?
At one time a person's career was determined by the
parents' occupation. In this world of gemeinschaft, children could picture themselves similar to their parents,
working and growing older in a particular community, following a particular social order of mores, folkways, and religion. The nineteenth century saw a transformation from
gemeinschaft to gesellschaf t, howeverthe world in
which one strives for his own fortune, thus developing individualism. The world of work thus becomes "the principle around which the individual organizes his or her life
[and makes] choices that affect the course [of his or her
lifer (Van Maanen 1977, p. I), and the individual finds a
list of choices with titles that offer a variety of careers.
Hence, the ties between organizational context and the involved person continue to be topics of research for the disThe New Academic Disease
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covery of new clues in one's life course and identity within
the institutional compound.
Psychological outlook and attitude normally change during an individual's life cycle. Therefore, becoming a member of an organization for the purposes of work cannot
mean stagnation for the individual because both the person
and the organization change with time. The individual progresses with age, experience, and knowledge, and the organization changes to keep pace with time. Thus, progression
is continuously revised and negotiated at different stages,
creating meaningful changes.
It is through the acquisition of experiences over a lifetime that an individual gains his or her identity. Thus, personal identity is achieved through perpetual transitions that
come as a result of experiences during a lifetime. To understand the individual, one must have a notion of that person's past and possible future. Observing a person within a
career includes viewing his patterns of involvement in the
workplace and his personal experiences. In past years, the
focus of research would have been on issues of identity,
but now psychologists and educators who study life cycles
are more interested in adult development and more recently "mid-career crisis." This interest is no other than
the reviewing, reappraising, and redefining of the total life
situation, including the status of one's work and personal
life. Mid-career crisis is a turning point, when a person is
supposed to be at his or her career's peak and has acquired professional security and distinction. It is a reassessment of a possible life structure with new choices for
testing and a need to plan and make use of the future more
wisely. In part, it is a reappraisal of the past.
Wh.a have I done with my life? What do I really get from
and give to my wile, chiadren, friends, work, communityand self? What is it I truly want for myself and others? Mutt are my central values and how am I using (or
wasting) inc m? What sure d.::ne with my early Dream
and what do I .-ant with :I n,'Pv.' Can I live in a way that
combines t7y lile stray itire..!./1-. suitable for the self,
shall I change it to
how viable in the 4i,11,,
,

provide a 1 ;- )ter h,i
192).
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or the :ire? (Levinson 1978, p.

Erikson's epigenetic theory of the stages of human life,
which remodels the interaction of a person's biological,
psychological, and social factors, has served as the basis
for other comprehensive accounts of developmental stages
throughout a lifetime or a career (Levinson 1978; Sheehy
1974; Weathersby and Tarule 1980). The significance of this
theory in higher education has been related to works on
faculty development and job satisfaction. As such, however, with the exception of Hodgkinson (1974), who applies the concept of Erikson's early work on generativity,
the phenomenon has received little attention in higher education. Hodgkinson acknowledges the significance of
generativity by describing the psychological problems and
job pressures of faculty and administrators that develop at
different stages of adulthood. By following Levinson's developmental stages, he relates the concept to "mid-career
crisis" among higher education personnel from the ages of
39 to 43.
Before reaching the midlife transition, the potential for
personal and professional conflicts is considerable.
Hodgkinson explains the deprived psychological situation
of faculty during the Settling Down period.
During this period mos; ..f,.cculty between ages 30 and 35

are still mainly dependent on others because of the slowness with which higher education rewards ability and
competence by allowing mobility through the status
structure of faculty committees, etc. In many sectors of
business and industry, talent and performance are rewarded more rapidly, and the rewards are more relevant
to the person (1974, p. 268).

The Becoming One's Own Person stage for faculty (ages
35 to 39) is the time when the drive is toward tenure.
Particularly in institutions in which the criteria for tenur. are vague or perhaps even schizophrenic (in the
sense of pressure on the faculty members of small institutions to teach us well as land! to produce as much research us counterparts at a major university), the potential for personal and marital conflicts is considerable in
this age. The person simply has too many different

The New Actidenzie /)i.seti.se

49

places to he at the same time, and in a number of experimental colleges particularly the 35-year-old faculty
member may he torn between five or six equally important and vorthwhile tasks, some related to teaching,
some to research, and some to his own family. Some
faculty members begin to show physical and neurological deterioration over this conflict during their late thirties (pp. 268-69).
For administrators aged 35 to 39,
. . . this period /sees/ the drive fir the "top job,- Paull
family conflicts are more likely to break out in administrative than faculty households. The administrator is
also pushed in too many directions and must he responsible to too many different individuals and groups, and
often the family gets shunted aside (p. 269).

"Middlescence- (ages 39 to 43), is the stage when most
people are apt to think seriously about the matters of life
and death, the dreams that could have been and were not,
the realities of today, and the future for the other half of
one's life. During these years, Hodgkinson says,

many faculty members feel obliged to revise dolvnward
The Dream developed in the Getting-into-the-AdultWorld period. This may mean that the status of the institution with vhich he or she is associated may he reassessed; one's own status among one's peers may he
revised downward as well as the sense of one's own autonomy, influence, and power. For some, this period rep
resents the last chance to get out of teaching and into
something else, and many individuals take advantage of
that opportunity during these years. Also if the faculty
member has been successful in his drive to Become His
Own Man, he must calculate from the perspective of
professor, age 40, with tenure, the reward structure for
the next 25 years before retirement. For most faculty
members this is a fairly grim prospect, as most institutions do not have much of a reward structure except economic, for the intervening years (p. 270).
44)

And he adds:

Divorce and suicide rates (ire relahrely high for the population as a whole during these years. and 1 suspect that
college and universityjaculty members are no exception
(p. 270).

Mid life for the administrator signifies "the possible shattering of the 'grand illusion,' meaning that [he] realizes that
(he] has much less power, autonomy, and visibility than
(he] expected in The Dream" (p. 271). After so many years
of working with people, the administrator realizes that he
has made more enemies than friends and that he will never
become a dean, much less a president. It is a very painful
stage for the administrator because upper-echelon administrators are usually selected on the basis of "irrelevant social niceties."
According to Hodgkinson, for those who survive
middlescence, the remaining years until 50 should be a significant period in the individual's personal life and work. It
is the phase when the faculty member shows institutional
pride through enjoying his role of mentor, orchestrating life
with meaningful and productive academic and 'social
events, and selecting projects in the local community. As
for the administrator, this stage is one for greater enjoyment and personal satisfaction as a mentor for junior administrators, faculty, and students, because by this point
one has developed greater confidence and a particular style
of management. Often, the administrator teaches at least
one course, which provides additional intellectual interest.
Generativity means a concern with the next generation.
As described by Erikson, it includes procreativity, productivity, and creativity. Generativity has eight stages, and a
particular vital strength is ascribed to each stage. Beginning with hope at infancy, these strengths arise and deivelop through psychosexual stages and psychosocial con/ flicts. The second stage is the age of early childhood and
will, while during, the third stage, the play age, the child
gains purpose. The fourth stage, when the child reaches
school age, brings competence. In adolescence, there is fidelity. in young adulthood love. in adulthood cure. The last
stage, old age, represents wisdom. To visualize epigenesis
contextually, Erikson explains:
The Nees .4e atleinit Di.seas

41

Thus . . . , each item has its critical time 0 decisive unfolding along the diagonal, while it already existed in
some form at earlier stages under the dominance of the
then critical conflicts, and it will he revised and renewed
in all subsequent stages in relation to the items then to
become dominant (Erikson and Erikson 1981, p. 252).

One can clearly follow the stages and the "syntonic" items
(making for development) and the "dystonic" ones (causing human conflicts) as they continue up the diagonal
years) and add their particular character to the entire life
pattern of the individual (Erikson and Erikson 1981).
The stage of middle adulthood is the stage of generativity, and it raises several questions: How and how long can
faculty remain generat;ve in a low-growth economy, increased tempo of living, accelerated rate of change, careerrelated depressions, and tension-producing phenomena?
Stress seems to be activated by the nation's economic situation. Thus, the problem of retrenchment in higher education has creates; a situation that brings little or no economic
rewards in teaching. In turn, the situation has brought
about enervating feelings and bitterness for the generation
of faculty for whom academia represents life. Today they
are haunted by a question: What remains after teaching?
The answer has several components.
. Most of us do not even admit to ourselves that we
.
are facing a major crisis. The admission of a fear of
sameness, of there being nothing more in our profession
to achieve except that which we have reached, the mere
accumulative processone more review, one more article, one more hookis frightening and psychologically
so debilitating that its acceptance alone is enough to
deny its probable existence. Coupled with it are concrete
fears as well: fear for smaller raises in economically
hard times, fear of being fired from our jobs when the
academic market is closed, and the fear of being
laughed at by colleagues on the up-side of the crisis
years. These are all powerful inhibitors of getting the
truth revealed (Volgyes 1982, p. 10).
.

This phenomenon of teacher despair can be attributed
not only to midlife crisis or burnout but also to a period
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that makes this generation fee! like the slice of ham in a
sandwich, trapped in the middle of two generations, dissimilar from both the previous one and the successive one
(Volgyes 1982).
But the problem is what to do about the crisis, for becoming a community of "nongenerative" scholars as well
as candidates for burnout has dangerous consequences.
Because we concentrate so vigorously on the pressures of
our environment, we are risking our sense of common purpose that is to guide the next generation (Knefelkamp
1980). Generative institutions are
. . a link between the pest and the future and so are involved with scholarship
a way of allowing the young
scholar to be a part of the intellectual history of his field
and feel a sense of confidence about contributing to the
field's future (Knefelkamp 1980, p. 16).
.

Among several alternatives, Knefelkamp (1980) presents
the P-E fit model as one in which individual development
is possible through the interaction of the person and the environment. The individual will likely be more productive
when the environment fits his needs.
Generativity, the stage of caring for the welfare of others, is a basic concept in the psychosocial development of
adults. Only recently, however, has the literature on
developmental patterns between the ages of 18 and 55 burgeoned. The period of the midlife crisis is the stage during
one's life when major changes in behavior and career take
place. Examining these changes will provide insight on
how to foster a satisfying and productive life in middle
adulthood.
Middle age, according to Levinson,
. . . involves greater responsibility, perspective, and
judgment. A person in this era must be able to care for
younger and older adults, to exercise authority creatively, to transcend the youthful extremes of .challow
conformity and impulsive rebelliousness. The moderate
midlife decrease in biological capacity must be counterbalanced by an increased psychosocial capacity. In
countless intellectual, emotional, moral, esthetic, 'nano-
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gerial, and reparative ways, the middle-age must help in
maintaining and developing the culture (1978, p. 329).

Regarding work, Levinson explains that a man in the
midlife transition recognizes that he will never advance
into becoming that imagined "writer, educator, political
leader, or violin maker."
He will never rise to the level he sought in the military,
the corporation or the church. He will fall far short of
his early Dream. This is a crucial turning point. He may
decide to continue in his present job, doing work that is
increasingly routine and humiliating. He may change to
another job, or another occupation, that offers more
challenge and satisfaction. Or he may reduce his interest
in work, pe;forming well enough to keep employed but
investing himself more in other aspects of life such as
the Prnily or leisure (1978, p. 220).

Only recently has an awareness of developmental cycles
been applied to studies related to topics on faculty development in higher education. Monies allocated for professional growth programs at community colleges triggered a
wealth of research on faculty members' evaluation, accountability, job satisfaction, characteristics, etc. Most research has been deficient in perceiving the personal needs
and values of faculty and administrators, however. More
recently, some papers have e-.posed new findings on motivation and behavior at work (see Kanter 1978, for example). Kanter says higher educaiion administrators must
"put their own houses in order or their ability to operate
effectively as educators may be seriously impaired" (1978,
p. 7). Contrasting two groups of academics, she calls one
group "moving," those who manage to climb up the professinnal ladder, and the other "stuck," those who lack the
opportunity and are likely "to either become psychic dropouts . .. or to actually dream of escape from the organization into some realm" (p. 7). The stuck individual shows
characteristics equivalent to those of a burnt out person.
The stuck . . . tend to think less well of themselves and
tend to underrate and devalue 11 'ir skills and abilities.
This applies whether they are in job categories that have
44
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always been stuck, by design, or vilether they got stuck
after the experience of mobility and began to question
whether they really possess the right kinds of skills /ir
success. The stuck, therefOre, are much less likely to
perceive themselves us skilled, to make' their skills or
abilities known, or tojeel that they can carry out assignments for which they do not already have the experience; the stuck are unlikely to give the organization any
indication that they deserve t(; do more than is demnded by their current position (Kanter 1978, p. 6).

Maslach's definitions of bui :out aptly relate to Kanter's
description of the stueic
A progressive loss QI" idealism, energy. and purpose
experienced by people in the helping professions as a
result of the conditions of their ',York.

A malaise of the spirit. A loss of
An inability to
mobilize interests and capabilities.
A process in which a professional's attitudes and behavior change in negative ways in response to job
strain.
A debilitating psychological condition resulting from
work-related frustrations, which results in lower employee productivity and morale (1982b. pp. 30-31).
These definitions of burnout all indicate that stuckness and
burnout share the following aspects:

1. Burnout/stuckness occur in individuals.
2. Burnout/stuckness refer to feelings, attitudes. and
motives of the person involved.
3. Burnout/stuckness can be described as a process.
4. Burnout/stuckness can become a negative experience
for the individual because they now involve a dysfunction that has become a permanent and negative
condition stemming from the individual's lack of selfconfidence for each job expectation.
Baldwin identifies five career stages for faculty at liberal
arts colleges, which he defines according to the following
academic ranks:

I. Assistant professors in the first three years of
time college teaching
Pk. !yew.. Arademie lEsease
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more than three years of
2. Assistant pr.rlessors
college teaching expo .ence
3. Associate profe.:sors
4. Full professors more than five years from retiremen:
5. hull professors
five veers of retirement (1979,
p. 1()).

1- general, associate professors are satisfied t. di; their
career progress to date. Yet occas:onaily they are
nagged by the finer that they have reached a r'-ad end,
t.ia: their career has pl ,teaued, and that they have nowhere to go professionally (p 19).
Full professors more than five years from retirement, however,
.
have reached a watershed in their caieers . . . They
are faced with a choice between stagnation and diversification. During this period, continuing full professors
sometimes question the value of their vocation. . . . Advanced faculty members who fail to "branch oht" can
fall victim to career inertia. Limited opportunities for
professional growth may lead to disillusionment or depression, which can very likely affect the performance of
these professors (p. 19).
.

.

The midlife career crisis has obvious implications for the
tenured faculty who may suffer from stress because of the
immobility that occurs in a time of few opportunities and
little or no incentive to stay on the job. Many suffer tedium
in teaching and experience reelings of incompetence as the
result of the lack of motivation or rewards. Others leave
academe before burning out and thus benefit from midcareer transition. Many colleges, however, inLerit the unmotivated, uninspired, and possibly bitter breed of faculty.
TLey are the individuals experiencing midlife crisis whose
symptoms are similar to those of burnout: feelings of emptiness, disillusionment, and deep despair (Pines, Aronson,
and Kafry 1981).
What alternatives can help the development of the midcareer faculty? Patton (1981) suggests three way,: 1) a systematic approach to long-term planning in which faculty
prepare a three-year professional plan that is up dated an46
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nually to help outline improvement in all departments. thus
allow;ng faculty to have control over their professional careers; (2) intrauniversity visiting professorships in which
faculty are awarded one month's summer salary plus an
academic year free of departmental tasks to take courses,
team-teach, or engage in interdisciplinary work; (3) the exchange of faculty with other universities (p. 5). Perhaps another alternative would be to honor a colleague by offering
him the opportunity to present a series of lectures. It holds
true that when "the ideas of education [are] again discussed and intellectualism . . [becomes] the hallmark of
our trade . . . there will be, once again, life after teaching
for student and professors alike" (Volgyes 1982, p. I I).

The organization
The university is referred to as a permanent association,
comprised of a group of individuals who have joined efforts
toward a common objective and formed an institution with
specific governing rules and regulations for membership.
To pursue the association's goals, the founders authorize a
faculty] . . .
governing body to establish a bureaucracy. It is the buexperience
reaucracy of a university that administers work for the association.
A tendency exists to visualize the organization of the
incompetence
university in "bureaucratic manager-subordinate terms."
This view fails to consider that universities are distinguished for their major functions of development, criticism, and evaluation of ideas. They should be protected
and carried out by emphasizing academic freedom for the
faculty. The university is an association, and the faculty
are members of that association, not mere employees of
the university (Jacques 1976).

Many
[tenured

feelings of

as the result of
lack of
motivation or
rewards.

The most important people in colleges and universities
are the faculty members. They are the essential ingredient for several reasons. Theirs is the primary responsibility for conducting the academic program the institution. And the academic program is the basic reason
for having colleges and universities.
In addition to their role of conducting the educational
operations of institutions of higher learning, the faculty
members are the people in closest and most continuous
contact with the students. They are key people who meet
The New Arodemie Disease
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with the students in classes. laboratories. seminars, and
other learning situations. They are the core of the colle,L,Pe or university that is expected to remain on campus

and ,give continuity over the rears to the institution
(Bornheimer. Burns, and Dunke 1973, preface).
The fear of negative sanctioning should not exist among
the faculty. Life tenure should be a policy so that faculty
feel free and secure to develop and express the ideas of
society.
The idea of academic freedom jisJ that a teacher or
professor is free to teach or profess. without interference. any and all aspects of that course or subject in
which he is professionally qualified. In addition, it is expected that a faculty member will have all the rights and
the responsibilities of any other citizen to express himself off campus on any and all subjects without reference
to his position or profession. However, it goes without
saying that society expects persons of pi,:.ninence in the
professions to exercise restraint in terms of (4';.corum and
delivery in making public pronouncements (Bornheimer,
Burns, and Dunke 1973, p. 18).
.

The idea of a bureaucratic organization should not be imposed upon the university. The idea of manager-subordinate
is totally inconsistent with the idea of a university.
Sad to say, however, this form of governance is steadily

creeping into the many windows of the universityas in
the academic department where the department head is
thought of as manager and held accountable for the work
of the faculty in the department, including the research
ideas they develop. Such a relationship between managerial control and the deveiopment of ideas is death to academic freedom (Jacques 1976, p. 344). The collegial functioning of the department should be monitored and
coordinated by a chairperson who can also appoint new
staff. It is the faculty of the department who can determine
teaching, course requirements, and curricula, observing
the university's policies and collegial ethics.
Department staff are familiar with collegial duties and
are well aware that students are free individuals who come
to the university pursuing the education of their choice. In48
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tegrating the university into the community and rendering
its resources to serve humanity are two of its most outstanding missions. Already in this age of information, we
are perceiving the university as the place where "learning
happens across an interdependent curriculum" (Wallin
1983, p. 7). These ideas are sometimes misguided, misinterpreted. or forgotten, however, and we tend to brand the
university in bureaucratic, hierarchical terms, such as
boss. employee, and customer or consumer of education.
Once the faculty become regarded as salespersons of education or employees within a manager-subordinate bureaucracy, students come to be regarded as customers as
well. The teacher-student relationship is then completely
lost. The focus is no longer on the search for knowledge
but instead on an economic priority. One way of overcoming this situation is by providing tenure for faculty. Under
those conditions, the professional relationship between faculty and administrator can become an operative one without managerial interference or control but within institutional policy and central monitoring.
Granting of tenure is the mode of admission to the university association. Teaching staff without tenure will
not he found to have the status of members of the university; they are its employees (perhaps on probation as
association members) in the way that members of the
administrative staff employed by the university are employees (Jacques 1976, p. 60).

The tenure debate becomes one of the major sources of
frustration among academics.
Hence, the university, through internal resistance, is
pressured by a confusion of goals and therefore plagued by
an institutional disease, "burnout," that stems from the
stressful institutional climate contributing to the paranoia
of both faculty and decision makers. Stress in the organizational environment damages faculty members' performante no matter what the cause may be.
When the stress is severe faculty resign, and they say
they feel pushed out by an organizational climate which
neither recognizes nor supports them as professionals or
as individuals of personal worth. But when stress in the
The Net' Academie Disease
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organization simply rankles and irritates, when it leads
professors to wonder if anybody cares about teaching at
all, then one might predict that members of the organization have the feeling they are working at cross purposes (Peters and Mayfield 1982, p. !05).
We may note, therefore, that universities are threatened by
bureaucratization.
Describing how an individual experiences and relates to
the organization throughout his career-moves may serve to
discern a process of socialization in the period the organization has maximum influence. On the other hand, one can
also follow the span of faculty performance. What can the
college professor expect of the institution once he or she
becomes a member of that organization? How can he guide
his decisions concerning mobility within the organization?
Do these data serve to enlighten the relationship between
the individual and the organization, especially when the
university in the modern world seems to be functioning at
a vastly different pace from what most faculty originally
anticipated? Preparing for the future and having knowledge
of the institution's expectations will aid faculty in avoiding
friction with the administration. Faculty want to be part of
the restructuring of goals and definitions. Cognizant of the
evaluation process and new design of higher education, the
faculty as members of the association can pool their efforts
toward integration of the university community.
An individual invents and constructs different selves for
different performances and different roles. During this process of socialization, one internalizes rules, norms, values,
attitudes, and behaviors. Patterns become automatic and
part of the individual. With respect to each role demand,
the person develops aspirations, expectations, attributes,
and behaviors to be able to fulfill roles at least at minimum
capacity. As a result of this process of career socialization,
changes occur to the different adult social selves with little
change to the basic personality structure. With every new
demand, the individual uses attributes and skills from his
or her repertoire to construct or reconstruct his or her
roles. Strengths and weaknesses are defined from the person's combination of established beliefs and attitudes and
their flexibility to adapt to the different social selves
(Schein 1971).
50

60

The dynamics of a career allow the individual to move
upward, around, and inward. which seems to be the motion in every career. Within the university, however, it is
very common to move upward without moving inward or
around. Such is the situation in the case of the scholar who
becomes a full professor but is never given any administrative power in the university and thus feels excluded from
the central functioning of the university. To have power
and access to information, the individual must move inward or toward the nucleus of the organization. This move
may provide rank, but it often deprives the assistant or associate dean of the kind of power associated with the position. Such is the case with women who become assistants
and associates but never deans. Most women and minori-ties are confined to a narrow range of positions and institutions (Moore 1983, p. 6). As a whole, women are promoted
more cften than men, but their promotions are smaller and
thus they reside in lower positions in the corporate hierarchy (Bridgwater 1983, p. 16). The old wives' tale that
women are not often employed as administrators because
they are more emotional and less rational than men or are
less committed to their careers, however, was proven otherwise (Tung 1980). Tung compared the occupational stress
of male and female educational administrators to determine
whether their profiles differed significantly. Findings demonstrated that female administrators experienced substantially lower levels of self-perceived occupational stress
than their male counterparts. Professional women did not
differ significantly from men in the experience of tedium
(Pines and Kafry 1981). This finding is very significant, because women reported fewer rewards than men and more
pressures and stress in the work environment than men. !n
addition, tedium was lower for women who maintained
strong social support systems. Burnout among women was
shown to be less severe at insitutions where feelings were
expressed openly, work tasks were shared, and solid or
satisfying personal relationships prevailed.
What about support and concern for middle managers at
a college? They are the managers who have limited mobility in a stratified hierarchical setting. How can their performances be rewarded to avoid symptoms of stuckness," especially when few opportunities for advancement
and low job satisfaction are so obvious? Can t:teir selfThe New Academic Disease
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esteem he enhanced when there is such a vague change for
professional growth? Can burnout be avoided? Scott (1979)
suggests the development of new models of mobility and
growth in which employees at all levels must be valued,
productive, and satisfied. His advice is to follow the trail of
the "reinsman"self-confident, challenging, and ready to
confront the unexpected (p. 21).
Institutional factors do influence the level of stress. The
administrative stamp of approval on certain academic tasks
is not necessarily assurance for faculty of job satisfaction
or personal development. The university structure treats
faculty like workers and requires them to perform tasks
that seem of little interest (Bess 1982). This attitude diminishes institutions' effectiveness and individuals' satisfaction. Administrators refer to faculty as employees because
of the two different types of Flcial relation that operate
(Pankin 1973) as a consequencz of the two structures. Decision makers are structured bureaucratically and hierarchically, contrary to faculty, who intci act with each other
on an egalitarian basis. Along with this perception of
equals, the college professor has acquired an image of high
social position on campus and is respected for professional
intellectualism and prestige. Many times, faculty are more
influential than administrators. They feei their duties go beyond teaching. Responsibilities of research, public service,
consulting, and campus governance, among others. expose
them to different groups in the community. "High-status"
faculty, who are
. . . accustomed to being treated as high status persons1,1 tend soon to believe that they are somehow better than others. Academics tend to believe that they "deserve" some kind of subservience from service persfmnel
(Bess 1982, p. 121).

There is no question that differences in power and status
create disadvantages for the institution. Positive relationships with others could buffer the impact of many work
and life stressors. Moreover, equality of status could allow
for a chance to interact in a social system that provides an
adequate environment for possible dialogue and the
achievement of personal satisfaction and institutional
goals. Lack of social contact, which is a serious psycholog52
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ical stressor. produces feelings of frustration and hopelessness. while failing to provide adequate outlets for feelings.
Bess proposes a new mode of institutional organization
in which faculty skills and interests carry out all the academic activities of the entire institution. Task units arc set
up to meet the aims of both processes (such as research)
and clients (such as students); thus, institutional objectives
become more efficient and faculty become more satisfied.
Any one of the three components of the organizational

designrole structure, power structure, and normative
structurecan affect the incidence of staff burnout. Certain role structures tend to influence the severity of staff
burnout, such as role conflict and role ambiguity among
faculty. Hierarchical decision making can increase burnout
among middle mam.gers. Their feelings of low self-concept
and low satisfaction are major contributors to stress. The
third major component of the organizational design, the
normative structure (goals, norms, and ideologies), tends
to elicit higher levels of stress. particularly when high expectations meet the failure to receive awaited rewards.
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BEATING BURNOUT
Countless hooks, courses on college campuses, workshops, and lectures deal with stress management. Recently, the literature, lectures, and conferences are sound-

ing out the word "burnout." The concept of burnout is
becoming so familiar that one can hear nurses, social
workers, athletes, teachers, and even executives exclaim,
"Thank God it's Friday. I'm burnt out!" The word alone
implies a devastating outcome (Marrow 1981), such as
ashes resulting from fire. Burnout refers to a process that
"is often a consequence of an overload of stress." This
process is "infectious," because It can operate on a group
level spreading in every direction" (Freudenberger 1981,
p. 10). It usually affects the most productive individuals,
who as high achievers are slaves of constant professional
demands, living at an acutely stressful pace. These bright
individuals either learn to cope with her stressful lives or
succumb to burnout. "A victim's emotional circuits
become increasingly overloaded from constant excessive
demands on his or her energy, strength, and resources"
(Freudenberger 1981, p. I).

Reviewing the Symptoms
Reported symptoms range from feeling tired in the morning, which forces one to slow down on the job, to becoming impatient, cynical, nagging, inflexible, or defensive, to
experiencing exhaustion accompanied by physical discomforts, possible weight loss, and continued negative attitude. Thinking may be hampered to the point where the individual is unable to concentrate and recall important facts
(Freudenberger 1980). Naturally these symptoms do not
occur all at once, and many times the individual is not
aware of them because "the object of the whole game, of
course, is never to show weakness. . . . Rather we may
subvert ourselves by working harder, longer and deny even
more that we are burning out" (Freudenberger 1981, p. 7).
Can burnout strike a college president? Yes, burnout can
have a very special affinity for any executive, whether
president, chancellor, or dean. In fact, "like generalized
stress, burnout cuts across executive and managerial levels" (Levinson 1981, p. 74). And like the professoriate, the
decision maker also believes in the great American

dreamthat anyone can make it to the top. Hence, even
though he is well aware that there are few positions at the
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top, he continues to strive. Like Darwin. he believes that
only the fittest will survive. Sooner or later, however, efforts to reach the top become the unfulfilled Dream for
most (Freudenberger 1981). For those who reach the

top

college presidents. for exampletasks related to fiscal

matters and sources of funding produce the greatest stress
(Duea 1981). While executives suffer symptoms of burnout,
however, they are still able to be efficient (Levinson 1981).
Presidents in middle life, who have been in governance for
a number.of years, feel "stuck" at the top yet look forward
to new "passages" (Vaughan 1982).
Both faculty and administrators have experienced the
sense of low ceiling for advancement (Kanter 1978). Those
who feel "stuck" are the individuals who give up trying to
get ahead, develop physical ailments, and become gripers.
The stuck reinforce their own stuckness, thus resulting in a
case of burnout (Howard and Downey 1980).
Examining Roots
Sociologically, causes of burnout are attributed to the obvious fast changes in tradition, including new mores, new
lifestyles, new family units. and the drug epidemic. To this
list, add the modern age of information (Wallin 1983), technology and the computer, economic inflation, herpes and
AIDS, the dilemma of nuclear disarmament, and the development of the third world countries. "Now people are

[B]urnout can
have a . . .
special affinity

for any
executive,
whether

president,
chancellor, or
dean.

wondering how to survive" this turmoil (Freudenberger
1981, p. 4).

What are some of the roots of burnout in academia? Several facets of faculty work experience in academia provide
background on the present employment crisis in higher education.
In the present employment crisis, one of the most deastating experiences for a bright, capable person is to experience a sense of failure. Despite everything we know
about statistics of employment of PhDs, the individual
whose contract is not renewed or who does not receive
tenure generally blames herself or himself rather than
the system. This penchan `or self-destruction among academics is often accentuated by our regrettable habit qt.
judging, and often rejecting, junior faculty after one or
three years of teaching and research as though they
The Nett' Academic Disease
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were finished products off an assembly !ine. to he ac-

cepted or rejected. it is particularly ironic that educational institutions treat their most important resource as
ineducable. The institution which can devise zi 'faculty
development" program in teaching lj'ectiveness 10 assi;t junior and senior faculty without threatening either
one with :';tmediale humiliation. death. or des:ruction
will do a great deal to ensure both good morale generally and a junior faculty confident of its skills and its future, in one institution or another (Lazarus and Tolpin
1979. p. 30).

The junior faculty member is seen struggling to make it
up the career ladder while the senior faculty member remains distant and ensconced in research, although also trying to survive in an unchallenging environment without the
kinds of support neededeconomic, political, and culturalto enable the academics to fulfill their functions adequately. Rewards become fewer, morale lower. The junior
faculty member, if he does not decide to bail out, suffers
like the nomad who wanders from campus to campus and
cannot find refuge. Finally, the miracle happens, and a
teaching position is offeredbut alas it comes without security. The race for a position on the tenure track begins
by engaging in teaching, committee work, scholarly writing, and community service. Most likely, the individual encounters many institutional pressures, among them his
peers' criticism of his research (Ladd 1979) and a lack of
support from senior faculty to act as mentors (Lazarus and
Tolpin 1979). The person continues to put a lot of effort
into work as he or she strives for that position on the tenure track. The number of available positions becomes
fewer and fewer. But he believes he is the best and in the
long run knows he will get it. This dream or hope shatters
when reality is not fulfilled. The consequences can be a severe letdown when he realizes he is stuck. And the process
of burnout begins (Frcudenberger 1981).
Can tenure mean so latch? Yes, tenure provides the faculty member with an incentive to grow roots in an institution. It also fosters the myth that faculty will remain dedicated and effective until "death do us part," ho'wever. The
probabilities are that some faculty will wither into continued boredom and then feel guilty for not moving on to an56
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other, more rewarding job. Others might even become envious of friends who have less expertise and experience
but are earning higher salaries in private business. No one
wants to keep an unmotivated, resentful faculty, and both
the person and the institution will benefit if the individual
takes the plunge to deeper and richer waters.
To avert such problems, it is high time faculty severed
the umbilical cord that hinds them to institutions. Aren't
academics the so-called "independent" professionals'? It
seems they are not. Academics are trained to be dedicated
professionals. The traditional Ph.D. program prepares
them to be serious-minded, hard workers. Must institutions, however, continue to administer tenure like fine
wine, as an antidote to stress? Perhaps it is the best answer
for now. Tenure is not only very important for the academics, but it also serves as a bargaining tool for the administration in its dealings with professors (O'Toole 1978).
Members of the higher education community voice their
dissatisfaction with academia. Behind each voice is an individual seeking identity, recognition, fulfillment, and meaning in the total academic environment (Knefelkamp 1980).
Higher education has joined the rest of society in a period
of financial limitation happening so fast that it did not give
the American public k. chance to adjust to the situation.
Thus, it has endangered the influence of the major social
institutions of the nation: universities, corporations, private and public enterprises. In general, institutions have
become increasingly fragmented as their authority has decreased. One of a university's major roles, which is "to socialize the process of indoctrinating the central values of
society," has been weakened (Darrow 1979, p. 13).
This phenomenon of limitations has become personalized, and people from all walks of life are concerned with
self-survival. In academia, constraint in the college environment has helped to contribute to tension, confusion,
and confrontation among decision makers and faculty and
has inhibited personal growth and institutional development.
While the slow economic situation and high .inflation give
rise to feelings of bitterness, frustration, and alienation in
men and women who feel they should he given the opportunity to grow professionally, the entire drama of academia
is also in danger of becoming depressingly nongenerative
The New Academic Disease
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(Knefelkamp 1980). The scenario for academics is thus
plotted with fear and insecurity; it lacks a clear direction
for tomorrow.
Identifying Stressors
The novel encounters of the eighties have brought with them
new uncertainties and frustrations. The most compelling
of these changes have triggered several stress-producing
developinents among faculty:
(/ I mandated student and/or peer evaluation, (2) strin-

gent guidelines [that] must be met in order to be promoted in rank or to acquire tenure, (3) increased fear of
dismissal due to financial exigency or "dried -up" decreased areas, (4) decreased mobility and job opportunities, (5) inadequate yearly compensation and salary increases, (6) decreased student enrollment leading to
inhouse rquabbling among faculty in quest of more students, (7) a growing apathy among study populations,
(8) shifting job markets and career patterns, making faculty development and retooling mandatory, (9) eroding
confidence among faculty with administrators' inability
to Pjfect change, (/0) insufficient confidence in the educational process by consumers, and (11) emergence of
an involvement in collective bargaining options (Crase
1980, p. 118).

Ladd (1979) found that dissatisfactions producing stress
among faculty are not strictly related to those factors Crase
would later identify. He contends instead that the target of
instructors' criticism is teaching itself. "Most academics
think of thems,Aves as 'teachers' and 'professionals,' not
as 'scholars,' 'scientists,' or intellectuals"and they perform ac:lniingly" (p. 3). Complaints about the quality of
teaching come from both teaching- and research-oriented
institutions. "There appears to be ambivalence about academe's principal function: teaching" (Brookes and German
1983, p. 3). Students admitted to college are grossly underprepared in basic skills, yet faculty are pressured to do research in spite of the importance of effective tzaching. Faculty find themselves trapped at institutions where they
must demonstrate accomplishments in researc1.1 or lose a
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teaching job when they know that what they actually
should be doing is teaching and not demonstrating proficiency in research (Ladd 1979). In a study of 213 faculty at
a large, comprehensive land-grant institution, participants
were interviewed regarding their perceptions about teaching. Almost half responded that they had "feelings of burnout and frustration--of heavy teaching loads and university
expectations for doing research, on the one hand, and, on
the other, of not having time to spend with families"
tPeters and Mayfield 1982. p. 108).
One must have heard at least once a colleague comment,

"It's not worth teachingit's just not rewarded." Extrinsic rewards alonean increase in salary and promotion in
rankdo not motivate professors to improve the quality of
their teaching. Intrinsic rewards are the factors that motivate effective teaching (McKeachie 1979). Faculty committees, however, refuse to consider teaching accomplishments in their recommendations for promotion (Mauksch
1980). Instead, they require a vita listing many publications. In answer to the question of why certain kinds of
teaching cannot be rewarded the same as certain kinds of
research, Peters and Mayfield (1982) suggest that the
equivalence between teaching and research with regard to
the method of application, teaching level, academic disciplines, and types of institutions to carry out such innovation should be explored further. Although:faculty regard
teaching in a positive manner, they are aware that they
must work in a stressful organizational climate characterized by a heavy workload and an undervalued reward system. "University faculty members have a high regard for
teaching, but when the reward system fails to recognize
that regard they experience stress" (Peters and Mayfield
1982, p. 109).

In a study of the relationships between college finances
and faculty members' assessments, involvement in college
planning and governance was deemed a major factor in
causing low morale among 5,000 faculty members at 93 colleges and universities (Magarrell 1982). The proportion of
faculty involved in their institution's planning and governance declined from 64 percent in 1970 to 44 percent in
1980. Leadership appears to be an important factor. Administrators at private institutions involve more faculty in
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21anning ant! decision making. F :ulty at 10 community
colleges as a group felt a loss of control, resulting in a dra
matic decline :n institutional spirit and concern for their institution's systorn of ,r,overnance (Mabri-rell 1982).
Stress may be assn ited with leadership power itructures. Although not e. 'ugh evidence exists to e. 'ablish a
consistent association between democratic leadership and
higher productivity, "in most situations . . . dertiocr.".c
leadership is associated with higher morale" (Rosenbaum
and Rosenbaum 1971, p. 3218). Although "high morale
should not be in ficu of high productivity," it does "suggest
a positive work environment, which lends itself to increased productivity" (Mitchell 1980, p. 8).
Supporting the general trend toward increasing faculty
members' productivity and creativity are the findings of :t
study investigating the sources of stress of 1,957 faculty
and administrators at 17 two- and four-year colleges (Melendez and de Guzman 1983). Almost one-fifth of the re-.
spondents (19 percent) reported they experienced severe
stress, 43 percent indicated they experienced moderate
and 11 percent
stres.., 27 percent reported mild
never felt any work stress at ..11. Specific job situations
were found to be most stressful. For purpose.. of analysis,
the numerous factors that generate stress among acadeini,:s
were distributed among three categories: those related to
colleagues, those related to .students, and those related to
administration. In this investigation, the three sources of
stress of most concern were faculty apathy, student apathy, and workload rather than salaries, job security, or diAmong factors
versity (, itudents (see Figures 1, 2, and
related to colleagues. faculty apathy was the greatest producer of frustration, tollowed by team work ;.nd respect of
colleagues (Figure I). Among factors related to students
the three greatest factors were students' apathy (the kick of
motivation among students), students' expectations for
high grades despite instructors' belief t1tey are not warranted, and the decline in students' entry-level ability cor
college-level work, in that order (rfure . Of the factors
related to the institution's administration, workload, budget constraints, and the lack of faculty members' participation or influence in decision making, in that order, caused
the greatest stress. Promotions and salaries followed
closely (Figure 3).
(A)
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FIGURE 1
SOURCES OF STRESS RELATED TO COLLEAGUES
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Although faculty indicated workload as the third greatest
source of stress among all the sources listed, the average
number of teaching hours coupled with other academic re-

sponsibilities did not indicate a heavy workload. "Workload," however, includes the additional time spent preparing for "quality" teaching. Apathy, diversity, and
entry-level ability of students, in addition to individual
coaching and tutoring, certainly require much more preparation time from professors and make workload appear unduly heavy.
The number one source of stress was faculty apathy; almost half the respondents (48.9 percent) indicated it was a
factor. Hence, in terms of their own perceptions, respondents indicated that little time is available to devote to
group interaction because teaching and research consume
so much time.
The individuals experiencing severe stress may reach
their limits of tolerance in two to eight years if their conditions do not change. With age comes greater vulnerability
to a very severe case of burnout and marked depression.
As one becomes older, one has fewer reserves, and
".. .every biologic activity leaves some irreversible
'chemical scars,' which will never he completely restored (Se lye 1974, p. 28). As resources weaken, the individual's level of tolerance lessens. Thus, the person hecomes more vulnerable to burnout.
Prescribing Remedies

The literature on work-related stress suggests that the
causes of stress can he found within the person and within
the work environment and that the tjfeets of stress can he
found in the person and in the organization (see, for example, Beehr and Newman 1978). Controlling stress therefore requires major changes in the person or the environment (Newman and Bechr 1979). Although many personal
and organizational strategies for handling work stress exist,
industrial therapists have not evaluated their effectiveness.

Personal prescriptions
One can deduce from Se lye's philosophy of modifying distress to distress and establishing harmony between life and
the laws of Natih, the code of behavior that lessens

Tin' New Academie Disease
"5

o

it

in

Professional respect

Job st irity

Decision-making process

Budget constraints

Restrictions on
academic freedom

Evaluation process

Role as student
advisor

Committee assignments

Course assignments

Large classes

FIGURE 3
SOURCES OF' STRESS RELATED TO ADMINISTRATION
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stress.' Current laboratory and clinical work on stress emphasizes "the scientifically verifiable laws of Nature that
govern the body's reactions in maintaining homeostasis
and living in satisfying equilibrium with its surroundings"
(Se lye 1980, p. 339). Se lye establishes a set of guidelines,

which he calls the "philosophy of altruistic egoism" (1980,
other words, "be good to yourself."
p.

I. Find tour own natural stress level and run toward
what you accept as your own goal (p. 340). In selfanalysis, one considers hereditary predispositions,
traditions, and expectations. With these points in
mind, one can discover his level of tolerance for
stress and then plan accordingly.
2. Practice altruistic egoism (p. 341). Use the body's energy for one's own benefit as well as mankind's.
3. Earn thy neighbor's love (p. 341). Learn to trust people and to feel secure by creating a support system
that eventually averts loneliness.
We must learn to live by a code of ethics that accepts. as
morally correct, egoism and working to hoard personal
capital. The "philosophy of altruistic egoism" advocates
the creation of feelings of accompli :;/anent and security
through the inspiration in others of love, goodwill, and
gratitude fOr what we hate thou, or are likely to do in the
flaw(' ( Selye 1980, p. 3401.

Selye contends that a code of behavior will he developed
further as a result of studying the field of endocrinology
and the nervous processes. !n the meantime, however, the
scientific principles alreaki. 'iscov.;reJ should serve the
purpose of developing a philosophy for one's life code of
ethics.
One should learn to live in a manner that does not disturb one's body. Set goals in life, pursue them, and comply
ISelyc's concept was converted into the Lode of ethics for the International Institute of Stress, which is devoted to the furtherance of research
on stress and to the dissemination of paist and current knowledge. The institute has a stress library and documentation service containing over
150.000 entries, which are available to the general public. An international
network of affiliated stress institutes and stress teaching centers is being
organized (Selye 1980. p. 338).
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with your expectations. Develop a positive self-image (Kozo!! 1982: Miller 1979). "In other words, having a sense of
goodwill for others plus respect for oneself seems to open
such a free action for living that one seems to transcend
the petty and sometimes hitter constrictions that pop up in
day-to-day situations...*
For those who feel "stuck" in their jobs. a possible way
of dealing with the situation is by initiating change and
growth. Howard and Downey (1980) propose that the individual first make a firm decision to modify his or her life
and then develop a plan of action based on his goals. Once
the rationale is clear and the work plan has been drawn.
the next step is to act.
The individual then can use several tactics to relieve the
situationnetworking, outside enrichment activities,
study. job hunting. and becoming a mentor. Networking includes an exchange of ideas and information with different
groups of people who can become acquainted with one's
work and thus serve to increase its visibility. Outside enrichment activities provide challenging tasks beyond the
daily routine of teaching. Directing a project, for example.
whether it is for research, a proposal. or a book, provides
the individual with a sense of control. Study. another alternative, does not necessarily mean taking an academic
course. It can mean taking a course like computerization
for personal enrichment or a refresher course in one's fil.21(i.
Job hunting can be beneficial if one is able to regard job interviews as ways of expanding professional networks and
can avoid becoming frustrated if he is not hired. Becoming
a mentor can be a fulfilling role. Besides gaining satisfaction. the other individual may someday return the favor.
"Think of creative coping as a life style,- insist Howard
and Downey. "The only real harriers to self-renewal are
the limits of one's imagination" (1980. p. 144).
Several buffers can he effective against burnout and tedium.

The individual
[who is feeling

"stuck") .

. .

can use
several tactics
to relieve the

situation

networking,
outside
enrichment
activities,
study. . . .

1. Keep a log of daily pressures and joys and evaluate
the intensity of each for one week to one month for
the purpose of identifying and mastering patterns in
stresses.
'Cotta Ricskohl 1983. personal communication.
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1. Before reappraising long-term and short-term goals,
he realistic and clarify priorities.
3. Be realistic in projecting time.
4. Be aware of your personal, mental, and physical supply of energy to avoid crises.
5. Keep a balance between work and life outside your
job to avoid recreating traumatic experience with persons closest to you.
6. Be aware of work stresses and recognize danger signs
of burnout by acknowledging vulnerabilities.
7. Keep your sense of humor (Pines, Aronson, and
Kafry 1981, pp. 143-67).
'eninga and Spradley (1981) have developed personal
strategies to build immunity and prevent a recurrence of
job burnout. In this process, the most important approach
is understanding the nature and power of stress and how
the human body responds to stress, thus allowing one to
diagnose his or her own situation. The second strategy is to
he aware of one's daily work stresses. Third, one should
listen to the body for warning signals of chronic tiredness
or depression. To prevent more stress or possible burnout
in a situation one cannot change or escape. one should accept it realistically, lowering expectations for achievement
by setting attainable goals during each work day. If his job
is unchallenging, an individual can relieve stress by concentrating on something else. The person can substitute
one form of stress for another to give the body a chance to
restore energy. The individual can prevent the pressure of
stress by ( I) shifting from work to something else, (2) cutting hack on overtime or excessive hours, (3) exercising
daily, (4) pampering oneself. (5) getting involved in outside
activities, (6) setting the tone for each work day. (7) rearranging one's tasks and schedule to his or her advantage,
and (8) practicing favorite relaxation exercises daily (pp.
96-116).

An individual can examine the "coping process" to confront pressures in the work environment (Cooper 1981). In
response to the four-stage model of stress presented by
l.azarus (1967), Cooper suggests the following steps to relieve stress. The person first identifies a combination of
pressures that results in physical and mental symptoms of
stress and defensive behavior. This period of "shock."
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during which the individual builds up energy to face the future. is followed by a period of "protective withdrawal.which is categorized as adaptive" or "maladaptive.Adaptive behavior seeks and implements solutions that
eliminate the problem and prepare the individual for similar
future situations. Maladaptive behavior. on the other hand.
may eliminate the stressful situation but leave the individaal with a feeling of anxiety and without the help needed to
4:op< with the same situation in the future. Maladaptive behavior can become adaptive behavior, but it is important
that the dynamics of the stress/coping process are concerned with how the switch is achieved, who is involved.
and what actions are taken. A person suffers stress in silence either because he or she is unaware of the exact nature of the work stress or fears that colleagues or superiors
will accuse him or her of the inability to cope. In assessing
work pressures. an individual should diagnose the main
stressors in the work environmentfor academe they
would include workload, clarifying one's role. minimizing
role ambiguity and role conflict. improving personal relationships at work. and planning long-term career prospectswith the aid of a questionnaire or other similar
means and then examine the potential work stressors that
he can manage himself.

A potential victim of burnout has numerous resources
available (Tuhesing and Tubesing 1982). This approach to
preventing or treating burnout is based on a set of assumptions within the scope of the definition of burnout.

1. "Chronic distress is a causal fac'or in burnout" with
roots set in the workplace and/or home (p. 156).
"Burnout is a real personal problem." which the individual perceives as a very painful affliction (p. 1561.
3. "Burnout is a human condition- occurring only to
people. not to organizations (p. 156).
"Burnout is an energy crisis" in which the individual
perceives a temporary loss of personal vitality (p.
156).

5. "Burnout affects the whole person.- including intellectual. mental, emotional. social. and physical performances (p. 157).

Only the individual who is suffering can truly diagnose and
alleviate symptoms of burnout. No miracle drug has been
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found to cure symptoms of burnout. Only the afflicted individual can remedy the pains of burnout by identifying the
sources of stress, evaluating their strengths and weaknesses. and thus regaining and maintaining his vitality
through a personal plan of action. To remedy burnout,
however, one needs certain skills: personal management
skills, relationship skills, outlook- or attitude-change
skills, and stamina skills.

Personal management skills cAn aid an inlividual to
achieve maximum efficiency and energy by:
I. knowing how to choose between alternatives
2. setting goals and making steady progress
3. committing oneself to purposeful goals
4. spending time effectively
5. predicting the amount of work one can handle during a specific time span.
Relationship skills help control tension in the environment by:
I. making positive contact with other people
2. listening to develop and maintain relationships
3. developing assertiveness to express preferences respectfully and persistently
4. developing authoritativeness to demonstrate firmness

5. opening a path for flight to feel quick relief from
stress

6. building one's nest to beautify surroundings for creative living or work.
Outlook- or attitude-change skills help during depression by:
1. relabeling the problem to mean something eke
2. accommodating oneself to limitations
3. having faith to accept the mystical aspects of life
4. analyzing the problem through self-dialogue
5. c!;.:vloping imagination to release tension through
c.;caiveness and laughter.
Sirp.::!.0 skills improve one's physical health by:
iii ;g regularly
2. k;i:';11!-; proper nutrition
3. tAine, care of oneself
4. taking time to relax regularly aubesing and
Tubesing 1982, pp. 162-66).
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For individuals who have reached the last stages of
burnout, professional counseling may he necessary
(Freudenherger 1982). Such individuals, it is important to
note. are not psychotic, having a nervous breakdown, or
mentall.x ill (p. 177). but counseling could help the individual develop energy to recapture a sense of self, increase
confidence" (p. 184), and he able to take charge of his or
her life again.
Among the many steps Freudenherger proposes is "investing more capital in the training of employees and
teaching measures to prevent and lessen burnout among all
kinds of helping professionals" (p. 185). Professional
schools should be interested in preventing burnout and
therefore should train students to remain productive
throughout their careers. A survey of five types of professional schools, howevernursinQ, medicine, social work,
business, and educationindicates misgivings from faculty
"that efforts at intervention may he counterproductive"
(Wilder and Plutchik 1982, p, 128). Schools seem reluctant
to provide students with the knowledge needed to handle
work stress in complex organizations.
Organizational prescriptions

Organizations should also he involved in the treatment of
individuals suffering from burnout. Because burnout typically occurs 'whenever a person w h inadequate stressmanagement and need-gratifying skills must work in a
stressful and need-frustrating work environment" (Carroll
and White 1982, p. 42), "burnout is riot only a very costly
phenomenon for the individual, but it is also very costly
for organizations" (Pines 1982, p. 189)1. It is unfortunate
that postsecondary institutions are not
of the high
price of burnout in terins of faculty members' enthusiasm,
motivation, leadership, and service to the academic community. At first glance, it would seem that administrators
do not have to he concerned about faculty turnover beause plenty of Ph.D.s without jobs are willing to respond
with gratitude and loyalty. But the issue is one not only of
turnovers: it is ako a matter of productivity. "Pr9ductivity
increases when one is emotionally
. We must
more fT,Ily understand the human factor in the managing
process" (f'reudenherger 1981, o. 12). An institution must
be giver a soul to cherish the humaneness that generates
e
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creativity and productivity. Burnout will be manifested not
only in absenteeism. tardiness, and turnovers but also in
general dissatisfaction and its consequence, low productivity.
Even if the economy remains relatively stable throughout the eighties, academics will continue to feel pro:.s sional uncertainties that do not allow them to he as crea-

tive and enthusiastic as they wish. Institutional vitality and
the "integration of individual and institutional energy,
commitment, and creativity" (Maher 1982, p..10) are important factors in faculty members' job satisfaction.
These conditions were present during the sixties, a decade that brought about a sense of generativity and vigor to
higher education. Since then numerous constraints, provoked by the new economic trends at institutions, have decreased faculty members' morale and increased burnout.
Unless institutions find ways of becoming more peopleoriented, academia can fall into a state of psychic consumption. Should it survive, there may he scars to mend.
It is therefore imperative that decision makers look further
into the need for institutional vitality.
Institutional vitality involves:

the unit m
a clearly designed and accepted mission
question:
w.reclion, attainable goals. and programs which end;
able fulfillment of the mission;
a climate which empowers individuals to be participants ill the .fidfillment of the mission and to have the
sense of being involved in creative, productive. and
energizing work fife (Ebben and Mahei 1979, p. 2).
The quality of institutional life is
vitality:

.,ided in the definition

to provide its member. ,ith the proper level of security and respect:
to introduce, on a continuous basis, a complementary
level ul challenge and .stimulation to call forth creativity: and
to recognize those who have made %ignificw?t contributions in its behalf.
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In essence. the n. the quest lin. vitality might he .vaid to
;twits on the capacity of a college or university to create
and AILS-tail; the (or,vaniz7ational strategies 1/1(11 sumnorl

the con/imam; investment (1l energy by fat
and staff
both in their own career.% wul in the realization (0/1C in%tam m'.5 mission (Maher I 98 2 p. 71.

This prescription holds true for all individuals who are
creative and productive, and it suggests that a faculty
.member should he given recognition for publishing, producing curriculum reports, trying new methods of teaching, preparing proposals, and initia ing and developing exciting ideas. Labeling faculty
or
"nonproductive- on the ha,
.,..riher of research
articles published lessens t,rt
aLl.ition for other creative and creditable tasks. "'It.
Lrepaney between (productive and nonproductive people] increases over time as
the productive pecple maintain their high level and the less
productive become less so- (Blackburn 1979, p. 25).
There are si:veral truths about academie careers that decision makers should keep under their hats when planning
to take advantage of faculty members' productivity and
Creativity.
I

Faculty productivity is predictable, depending on the
age of the individual when he started becoming productive for the :nstitution and when he received his
advanced degree.

2. Faculty productivity is determined to a high degree
by the institution.
3
Faculty productivity is influeliced by organizational
factors like leadet.ship, support.,control of the environment. and selection of colleagues.
4. Faculty productivity is influenced by time structure,
which affects performance.
5. Faculty tasks and interests vary during the academic
career.

Age is not a predictor of faculty members' productivity because the level of productivity remains more or
less stable during the academic career.
7. Having a mentor a!td the existence of a network are
important factors during the first years of an academic career.
()
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K. Faculty productivity is stiffed by uncertainty and risk
taking. but competition produces better results than
complacency.
" Faculty are productive principally because of intrinsic
rewards (Blackburn 1979. pp. 25-26).
From those observations it is only a short step to the following inferences a,out productivity and creativity:

Faculty members' productivity and creativity have not
reached their potential measures.
'leaching would improve if faculty members' productivity increased.
Faculty productivity and creativity could he increased
by administrators' developing better working environments, working in tii collective environment, and getassistance needed from the institution.
Faculty need administrators who can support and
challenge em and who have faith in them so that
they can contribute to the institution's goals, including
good teaching.
Increasing faculty members' productivity and creativity simultaneously contributes to research in adult and
career development (Blackburn 1979, p. 26).
Institutions should examine their policies on career management. making it a supportive and encouraging goal for
faculty. Institutions can advocate and support research in
several areas:

faculty career patterns and institutional variations in
career options
career ($'velopment for minorities and women
the differences between faculty career development at
traditional and nontraditional institutions
the different disciplines and professions in higher education and career patterns in each domain (Mathis
1979, p. 23).

Research on career development and management. with
special emphasis on the adult and the institution, is a way
of giving academia the capacity to care for individuals
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meaningfully. A greater understanding of the human factors of productivity and creativity can once again inject
some vitality into institutions of higher education. That
vitality is a cure that will banish burnout.
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BEYOND BURNOUT: Ashes? Scars? Life?
An abundance of clinical and epidemiological investigations indicates that stressful life events are causally implicated in a number of undesirable effects on functioning and
health (Dohrenwend and Dohrenwend 1974. 1980)--effects
ranging from failing a test (Zausner, Farris, and Zausner
1983) to sudden death (Engel 1971). Stress has been

implicated in diseases of the cardiovascular, gastrointestinal, and central nervous systems (Buckley 1983). That
hypertension contributes significantly to the risk of cardiovascular morbidity and mortality is well accepted by the
medical profession.
Hypertension has been identified as the major contributing factor in the development of cerebral vascular
accidents, and it also appears to he a major factor in the
genesis of congestive heart failure, coronary thrombosis, atherosclerosis, and kidney failure; thus it appears
that stress per se is a factor to he considered when
investigating the etiology and treatment of.cardiovascular diseases (Buckley 1983, p. 372).

But burnout need not result in only ashes. On tne whole,
the prognosis for recovery from burnout is good (Freudenherger 1982, p. 184).

Professionals can change even if they are burned out.
Given the correct remediation interventions, they can
return to their job and again become productive. Selvage. in this instance, may he cheaper than the alternative of dismissal and training of a replacement (Fretiden
berger 1982. p. 174).

Individuals after complete exhaustion can recover their
resistance and adaptability to almost what it was before,
but they cannot be totally regained and scars will enail.
Complete restoration is probably impossible, since every
biologic activity leaves some irreversible "chemical
scars." If this is the case, we must distinguish between
superficial and deep adaptation energy. Superficial
adaptation energy is immediately available upon demand . . . deep adaptation energy stored away safely as
a reserve. . . . The stage of exhaustion, after a tempo76
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rare demand upon the hod, is reversible, but the
complete exhaustion of all stores o/ deep adaptation
energy is not; as these reserves are depleted, senility and
finally deaf'.
Selye 1974, p. 29).
(

The individual exhibiting Type A behavior is more prone
to burnout and most probably will take longer to recuperate. This situation can occur when the individual', competitive and aggressive drive activates through specific
environmental stimuli (Rosenman and Friedman 1983). The
chronic struggler's response to environmental stressors
threatens the individual's sense of control over his en...:ronment The successful modification of Type A behavior
"depends upon intrinsic emotional components, environmental stressors, and the individual's interpretation
modificati9n" and "muscular relaxation and techniques for
general stress reduction" (Rosenman and Friedman 1983,
r. 82).
Like Samson, whose great strength derived from his
hair, humans have great strength that derives from the laws
governing the nature of people. And like Samson. people
have to struggle and work for some goal they consider
fulfilling. It is through continuous effort, perhaps becoming
egoistic and aggressive at timk's, that one is able to keep
homeostatic equilibrium with the rest of mankind and with
the environment. Humans hav,.! a "natural urge to work
egoistically for things that can be stored to strengthen
[their] homeostasis in unpredictable situations" Selye
1980, p. 340). While the commandment to "love thy
neighbor as thyself- sounds good, it is not compatible with
man's biological laws, because no creature in nature is
created solely to protect others. People must accept "as
morally correct, egoism and working tc hoard personal
capital' (Selye 1980, p. 340).
As the mideighties arrive, faculty are observed experiencing greater stress and frustration in their quest for self
and personal fulfillment. They appear to have lost the
energy, vitality, and motivation to want to affect academic
matters. "Why attempt changes?" "My opinion never
counts." "They won't listen.- Faculty feel powerless.
They have lost confidence in administrators. They feel
committees are a waste of time. Institutions look out only
for themselves. Therefore, they feel, they must pursue
The New Academic Disease
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other interests, such as research and writing. They are
vastly interested in good teaching. but who in the institution cares? Decision makers will not give credit for quality
teaching.
Faculty members' confidence and motivation must he
restored. Additional efforts are necessary to get faculty
away from adaptation to adversity, where they seem to he
existing in a negative condition. It is in this state of the
syndrome that they remain as stable, servile functionaries
committed to the task of educating a nation without the
power to be effective. The individual must he changed to
promote a renewed spirit. "His actkities must earn lasting
results; the fruits of his work must he cumulative- (Selye
i9SO, p. 340).

Administrators burn oLt too. Even though many can
resist burnout, others are drone to the syndrome. In
academe. some administrators feel as powerless as faculty.
The,' also suffer from law self-eseem. Powerless administrator, tend to reward mediocrity and avoid the innovators
n skills and abilities
and risk takers simply becaus,. their
are being undermirb:d. They capitalize, therefore, on the

only -cure weapon or force they haverules. Asa result
the environment is demoralized, for administrators have
become sole owners of the territory in a pretentious
ithcialdom.
But the story of burnout does not have to end with the
candle burning at beth ends. The story has another side
one of signita.'ant changes where confidence, trust. and
loyalty are the eternal lights that generate cohesiveness,
cooperation, nitiative, enrichmer t. creativity, and productivit. Whe ,;lid that academia has burned out?

88

BIBLIOGRAPHY
the ERIC Clearinghouse on Higher Education abstracts and
indexes the current literature iri higher education for the Nx.,,,nal
Institute of Education's monthly bibliographic journal R,,,vourres
[duration. Most of these publications are available through the
ERIC Document Reproduction Service (ERRS). Tor publicati(,us
cited in this bibliography that are available from FUNS, ordenoF
number and price are included. Readers who wish to order a
publication should write to the ERIC Document Reproduction
Service, P.O. Box 190, Arlington. Virginia 22210. When ordering,
please specify the document num;ler. Documents are available as
noted in microfiche (ME) and paper copy (PC). Since prices ate
subject to change it is advi, able to check the latest issue of
Resource.% in Educiaion for urr.mt co t based on the numb.: ,f
pages in the publication.

Abram. Morris B. 1970. "Reflections on the University in the New
Rev .lution." Daedalus 99) 1-4122 40.
Adam Edward F.: Laker, Dennis R.; and Hulin, Charies I..
'7.
"An Inv,...tigation of the Influence of lib Level and Functional
Specialty on Job Attitudes and Perceptions." Journal of
Psychologi. 62(31:335 43.

Allen, Douglas R.; Hitt. Michael A.: an,' :ireer. CE.,rles R. 19ti2.
"Occupational Stress an Perceived Olganizatianal Effectiveness
in Forma: .r-cii!):. An Examination of Stress ; c, and Stress
Pers';ni,el Psychology 35:359 69.
Anderson, C.R. 197h. "roping Behaviors as Intervenine.
chanisms in the Inverted -E1 Stres!--Pez-formance Relationship."
o/ Applied Psychology 61

Anderson. P.W ;:n -I Larson. T.A. !475a. Institutional Variobles
Related to Hi: n ..acuity Attrition. Washington, D.C.: Association
of Am'-rican Medical Col c.ce . FU I l5 169. 25 pp. M -$1.17;
1975' Mobility Ch4ractcriwies of
',fedi( a!
.Sehool Faculty. Washington 1).C.: Association of American
!,4'!dical Colleges. El) 115 158. 104 pp.
PC-$11.12.
Aranalose, ed. 1977. Trahajo v ,.res. Madrid: Editorial
KarpoL
Anhui-, Ransom J.. and Orenderson. E.K. 1965. "Promotion and
Mental Illness in the Navy." Journal i., Occupational Medicine
7:452 56.
Ash'ti W.R. 1954. Design for a Brain. London: Chapman and
.

1966..4', Intro .111c1

.z to Cybernetics. New York:

John Wiley /

The vew Academic Disease

89

79

Babble, Earl R. 1973. .S.tirves. Research Methods. Belmont. Cal.:
Wadsworth Publishing Co.
Baldwin. Roger. 1979. "Adult and Career Development: What

Are the Implications for Faculty'!" In Faculty. Career
Development. Current Issues in Higher Education N( 2.
Washington. D.C.: American Association fc 7 Higher Education.
El) 193 998. 44 pp. ME-SI. I 7: PC not available EDRS.
Ba Ilief, Conrad A. 14 January 1980. "Giving Till It Hurts."
Chronicle of Higher Education 19(17):64.
Bardo. Pamela. December 1979. The Pain of Teacher Burnout:
A Case History." Phi Delta Kappan 61(4):252 54.
Beck, Aaron .1 1979. "What to Do When You're under
Stress." Mimeographed. Rio Piedras, Puerto Rico: University of
Puerto Rico.
Beehr, Terry. 1976. "Perceived Situational Moderators of the
Relationship between Subjective Role Ambiguity and Role
61(1):35 40.
Strain." Journal of Applied Psychol
Beehr, 'ferry A.. and Newman. John E. 1978. "Job Stress.
Employees' Health, and Organizatio ail Effectiveness: A Facet
Analysis. Model, and literature Rcvicw." Personnel Psychology
31:665 99.

Behnke, John A.. Finch. Caleb E.; and Moment. Gairdner B..
eds. I97g. The Biology of Aging. New York: Plenum Press.
Bender. Robert C.. and Blackwell. Martha W. 1981 Professional
Expectations., .Stress, and University Faculty: An Analysis.
Houston. Tex.: Southern Association for Counselor Education
and Supervision.
Benson, Herbert. July-August 1974. Your Innate Asset for
Combating Stress." Harvard Btisiness Review 52:49 60.
Bertrand, Ursula S. 1981. "Personal and Organizational
Correlates of Role Stress and .lob Satisfaction in Female
Managers." Ph.D. dissertation, University of Wisconsin.
Bess. .lames I.. 1973. "Patterns of Satisfaction of Organizational
Prerequisites and Personal Needs in University Academic
Departments." Sociology of Education 46(1):99 114.
1982. University Organization, New York: Human
.

Sciences Press.

Biddle. Bruce .1. 1979. Role Theory: Expectations, Identities, and
Behaviors. New York: Academic Press.
Bidwell, Charles F.. 1974. New Research on the Academic
Professions." Sociology o f Education 41( I ):1.
Billingsley. Andrew. 1978. "Higher Education as a Source of
Personal and Social Integration." Paper prese -tied at the 33rd
National Conference on Higher Education e,c the American

Association for Higher Education, Chici.o, March 20.

80

gal

Blackburn. Robert T. 1979. "Academic Careers: Patterns and
Possibilities.." In Facult;. Career Development. Current Issues in
Higher Education No. 2. Washington, D.C.: American
Association for Higher Education. El) 193 99g. 44 pp. MF-$1.17:
PC not available EDRS.
Blai. Boris. Jr. 1977. The Views and Values of Harcum Faculty.
Bryn Mawr. Pa.: Harcum Junior ('ole.i.o. El) 146 980. 24 pp.
M F-SI.17, PC-$5.49.
Bornheimer, Deane G.: Burns. Gerald P.: and Dunke. Glenn S.
1973. The Faculty in Higher Education. Danville. III.: Interstate
Printers and Publishers.
Botwinick, Jack. 1973. Aging and Behavior. New York: Springer
Publishing Co.
Boyd, Jerry Lynn. 1981. "A Comparative Study of Holland':;
Theory of Person Environment Congruence and Staff Burnout
Syndrome as They Relate to Job Satisfaction Tenure in Rural
Community Mental Health Centers." Ph.D. dissertation,
University of Illinois.
Bramhall, M., and Ezell, S. Winter 1981. "How Burned Out Are
You?" Public Welfare: 23 27.
Brawer, Florence B. 1976. Satisfaction and Humanities
Instructors in Two-Year Colleges. Los Angeles: UCLA. El) 128
048. 46 pp. NI F-$1.17: PC-$5.49.
Bridgwater, Carol Austin. February 1983. "Women's Puny
Promotions." Psychology Today I7(2):16.
Brod, Jan. 1971. "The Influence of Higher Nervous Processes
Induced by Psychosocial Environments on the Development of
Essential Hypertension." In Society. Stress, and Disease, edited by
I.. Levi. The Psychosocial Environment and Psychosomatic
Diseases, vol. I. London: Oxford University Press.
. 1983. "Stress and Arterial Hypertension." In Selye:s
Guide to Stress Research, vol. 2, edited by Hans Selye. New York:
Scientific and Academic Publications.
Brookes. Michael C.T. 1980. "Generativity, Stuckness, and
Insulation: Community College Faculty in Massachusetts." Ph.D.
dissertation, University of Massachusetts.
Brookes. Michael CT.. and German, Katherine L. 1983. Meeting
the Challenges: Developing Faculty Careers. AS H E-ER IC/
Higher Education Research Report No. 3. Washington, D.C.:
Nssociation for the Study of Higher Education. El) 232 516. 54
pp. MF-S1.17; PC-$7.26.
Buckley, Joseph. 1983. "Present Status of Stress Research Related
to the Development of Cardiovascular Diseases." In Se/yea Guide
to Stress Research, vol. 2, edited by Hans Selye. New York:
Scientific and Academic Publications.

81

The New Academic Disease

91

Bullock. William. Jr. 196K. "Control and Satisfaction in Schools
of Education: An Analysis of Faculty Perceptions.- FI) 14K 7K2.
2K pp. MF-S1.17: P(-S5.49.
Burke. R.J. 1976. "Occupational Stresses and .lob Satisfaction."

Journal of Social Psychology 100:235 44.
Campbell. D.B. 1974. "A Program to Reduce Coronary Heart
l)-.ease Risk by Altering Job Stresses." Ph.D. dissertation,
University of Michigan.
Body. 'sew York: Norton.
Cannon. W. 1932. The Wisdo,
Caplan. R.D. 1972. "Organiiatio.,,,, Stress and Individual Strain:
A Social-psychological Study of Risk actors in Coronary Heart
Disease among Administrators. Engineers. and Scientists." Ph.D.
dissertation, University of Michigan.
Caplan. R.D.; Robinson. F.A.R.: French, J.R.P., Jr.: Caldwell.
and Shinn. M. 1976. Adhering to Medical Regimens: Pilot
Experiments in Patiedi Education and .Social .Support. Ann
Arbor. Mich.: Institute of Social Research.
Carroll. Jerome F.X.. and White, William L. 1982. "Theory
Building: Integrating Individual and Environmentid Factors
within an Ecological Framework." In Job Stress and Burnout:
Research. Theory. and Intervention Perspectives, edited by
Whiton S. Paine. Beverly Hills. Cal.: Sage Publications.
Cathcart, 1..M. 1977. "A Four-Year Study of Executive Health
Risk," Journal of Occupational Medicine 19(5):354 57.
Caws. Peter J. 1970. "Design for a University." Daedalus
9911-484 11)7.
Chan. Richard P., and Gueths. James. May-June 1981. "A
Framework for Faculty Development." Change 13(4):30 33.
Cherniss, Cary. 1980. Staff ! Jurnout: Joh Sires!: in the Human
Services. Beverly Hills, Cal.: Sage Publications.

Chickering. Arthur W. 1980. "Adult Development: A Workable
Vision for Higher Education." In Integrating Adult Development
'Theory with Higher Education Practice. Current Issues in Higher
Education No. '2. Washington, D.C.: American Association for
Higher Education. El) 194 008. 32 pp. MF-$1.17: PC not
available FDRS.
Chickering, Arthur W., and Associates. 1981. The Modern
American College. San Francisco: Jossey-Bass.
Cichon, Donald J., and Koff, Robert H. March 1980. "Stress and
Teaching." NA SSP Bulletin 64:91 103.
Clagett, Craig A. 1980. Teacher Stress at a Community College:
Professional Burnout in a Bureaucratic Setting. Largo, Md.:
Prince Georges Community College, Office of Institutional
Research. ED 195 310. 60 pp. MF-$1.17; PC-57.24.

82

92

oatcs. Ihontas 1.. and 111,)te.)11. Carl I 1976. "leacher
Anxiety: A Reytew with Recommendations.
o/
I.;thicational Research 46121:!59 79.
ohcn. Arthur M. 19.:.1. Work Sam Mellon amont: httnor

( ()liege Faculty Mcurbeis I us Angeles: I VI A. F1) MI 426,
X pp. MISi 17. PC-53.74.
Colasurdo. Michael Modesto. 1981. "A DescrtptiYe Survey of
Professional Bu-nout amongst Public School -leachers in San

Diego. California." Ph.D. dissertation.
International.

myersity Microfilms

Collins..lames J., and Masks. Barbara A. 1980. "Stress Burnout
Report." Share and Exchange X(4).
Constandse, W.J. 1972. "Mid-40's M
A Neglected Personnel
Problem." Personnel Journal 51(2)1129.
Cooper. Cary' E.. 1981. The Stress Check. Englewood Cliffs. N.J.:
Prentice-Hall.
Cooper.
and Payne. R.. eds. 1978. Stress at Work. New York:

John Wiley & Son'

eds. 1980. (Wren( CWICerllA in O(CUpUllOnfli Stress.

New York: John Wiley & Sons.
Cooper, John F. 1977. The Aftirale and aching Fffectiveness of
Junior College Teachers, University of California. El) 13.1 2(h. 13
pp. MF-51.17: PC-53.74.
Corwin, Thomas M. 1978. "A Research Perspective on the
Mandator Retirement Issue." In Changing Retirement Policies.
Current Issues in Higher Education. Washington. D.C.: American
Association for Higher Education. ED 193 091. 31 pp. ME-51.17:
PC not available EI)RS.
Coser, L.A. 1956. The Functions of Social Conflict. New York:
Free Press.

('user, I..A., aTAICoser. R.I.. 1974. Greer/J. insii/u/ions. New
York: Free Pr

Crase, Darrell. 1980. "Antecedents of I-aculty Frustration."
Physical Eilucaun 37(3): 118 21.
Crose, K. Patricia. 1971. Beyond the Open Door. San Francisco:
Jossey-Bass.

1982 83. "Can Higher Education He Equal and
Excellent Too ?" In Underprepared Learners, edited by K. Patricia
Cross. Current Issues in Higher Education No. 1. Washington.
D.C.: American Association for Higher Education.
Cummings, Thomas (;.. and Cooper, Cary I.. 1979. "A
Cybernetic Framework for Studying Occupational Stress."
Human Relations 32:395 418.
.

77:e New Academic I)isease

83

93

Cunningham. William G. May 1982. "Research-Based Strategies
for Fighting leachers' Burnout." The :-.:dticatiun Digest: 20
Curtin, Bernadette M.. and Heck linger. Fred .1. 198 I. "JobKeeping and Revitali/ation.- Career life Assessment Skills Series.
Alexandria Va.: Northern Virginia Community College. ED 211
175. 45 pp. MF-51.17; PC-$5.49.
Cytrynbaum, Solomon. 1982. "Faculty Development through
the Life Course: Application of Recent Development Theory and
Research." Jutirnal (4' In.structumal Ikveluprnent 5(3):1 I 22.
Daley. Michael R. September 1979. "Burnout: Sniolc:ering
Problem in Protective Services.".Vocial Work 24(5).375 79.
Darrow., Morton. 1979. "Changing Values: Implications for
Major Social Institutions." In Perspectives fur Leadership.
Current Issues in Hik,her Education No. I. Washington, D.C.:
American Association for Higher Education. ED 193 997. 26 pp.
F-$1.17; PC nut availabiz! ERRS.
Roberts, W.W.: and Miller. N.E. 1954.
Delgado.
"I.earning Motivated by Electrical SOniulAtion of the Brain."
American .1,,urnal of Physiulugy 179: 587 93.
Dohrenwend, Barbara S., and Dobrenwend. Bruce P., eds. 1974.
Stressful tile Events: Their Nature and Effects. New York: John
Wiley & Suns.
1980. "What Is a Stressful Life Event.'" 1i Se/ye
Guide to .Stress, col. I. edited by Hans Selye. New York: Van
.

Nostrand Reinhold Co.
Dougherty, Itiomas Warren. 1981. "Role-Based Stressors: An
Investigation of Relatior ips to Personal and Organisational
Outcomes," Ph.D. dissertation, Ili,ersity of Houston.
Dueii, Jerry. 1981. "Presidents Rate Their Duties for Time,
Importance, and Stress." Phi Delta Kappan 62(9):649 55.
Ebben, James, and Maher, Tom. 1979. "Capturing Institutional
Vitality," Paper presented at the 19th Annual Forum of the
Association for Institi. ()nal Research, San Diego, May i3 17.
H) 174 092. 18 pp. MF-$1.17; PC'-$3.74.
Eddy. Margot Sanders. 1981. "Faculty Response
Retrenchment." A A HE-ERICI Higher Education Research
Currents. Washington. D.C.: American Association for Highei:
PC-$3.74.
Education. ED 202 446. 5 pp. M F-$
Engel, CLL. 1971. "Sudden and Rapid Death during
Psychological Stress: Folklore or Folk Wisdom'?" Annals (4Internal Medicine 74:771 K2.
Erikson. Erik H. 1963. Childhuiiil and So< let y. New York: W.W.
Norton & Co.

1964. Insight and Responsibilit Jew York: W.W.
Norton & Co.

84

94

1965 The ( halletige

),.oLii Nev. Ytok Di)uhlvda

& Co.
.

1977. i'vs and Reasons. Ness York: W W. Norton &

Co.

Erik son. Erik H.. and Erik::on..loan. 1981. "On Generatiity and
Identity." Harvard Educational Review 51121:249 69.
Farber. Barry A., and Miller. Julie. September 1982. "Teacher
Burnout: A Psychoeducational Perspective." Education Digest:
23 25.

Feitler, Fred C., and Tokar, Edward B. 1981. "Teacher Stress:
Sources. Symptoms, and Job Satisfaction." Paper presented at the
annual meeting of the American Educational Research
Association, Los Angeles. April 13 17. ED 204 `,557. 28 pp. MI-51.17; PC-55.49.

. March 1982. "Getting a Handle on Teacher Stress:
How Had Is the Problem?" Educational Leadership 39(6):4.5. 58.
Ference, EP.; Stoner..I.A.F.; and War en, E.K. October 1977.
"Managing the Career Plateau." Academy of Management
Review: 602 12.
FernAndei, David. 1983. "Stress, Instinct, and Homeostasis." In
Selye's Guide to Stress Research, vol. 2. edited by Hans Selve.
New York: Scientific and Academic Editions.
Finch, Caleb E., and Hayflick, Leonard. eds. 1977. Handbook of
the Biology of Aging. New York: Van Nostrand Reinhold co.
Flowers. V.S., and Hughes:, C.L. July- August 1973. "Why
Employees Stay." Harvard Business Review 51:49 60.
Fox, Mary F. 1981. "Sex, Salary, and Achievement: Reward
Dualism in Academia." Sociology of Education 54(2):71 84.
Frankenhaeuser, Marianne. 1975. "Stress on the Sexes: How

They Differ."

Sieni. Ne.s

107( I5):238.

French, John R.P., Jr.. and Caplan, R.D. 1970. "Psychosocial
Factors in Coronary Heart Disease." Industrial Medicine and
Surgery 39:383 97.

1973. "Organtiational Stress and Individual Strain."
Is The Failure of Success. edited by A.J. Marrow. New York:
.

AMACOM.

French, J.R.P., Jr.. and Kahn, R.L. 1962. "A Programmatic
Approach to Studying the Industrial Environment and Mental
Health." Journal of .Serial Issues 18(3): I 48.
French, J.R.P., Jr.; Rodgers. W.: and Cohb, S. 1974. "Adjustment
as Person-Environment Fit." In Coping and Adaptation, edited
by G.V. Coelho, D.A. Hamburg, and .I.H. Adams. New York:
Basic Books.

Diseasc

85

95

French..1 R P., .1r.: !upper.

and Mueller. F.'S. 1965. WorIN

i niversity Professors. Cooperative Research Project.

Load

Unpub. research report. No. 2171. Ann Arbor: University of
Michigan. El) 003 329. 278 pp. MF-S1.17: PC-522.39.
reudenberger, Herbert J. 1974a. "Crisis Intervention. Individual
and Group Counseling, and the Psychology of the Counseling
Staff in a Free Clinic "Journal of Social Issues 30:77 86.
1974b. "Staff Burnout." Journal of ,Social Issues
.

30:159 65.
1980. Burn Out: The .1-:igh Cost of High Achievement.
.

Garden City, N.Y.: Doubleday & Co.
1981. "Executive Burn-Out." Lecture delivered at the
Harvard Business Club. New York. October 23.
1982. "Counseling and Dynamics: Treating the EndStage Per ion." In Joh Stress and Burnout: Rewarch. Theory, and
Interventi on Perspectives, edited by Whiton S. Paine. Beverly
Hills, Cal.: Sage Publications.
Ereudenberger, Herbert J.. and North, Gail. 1982. Situational
.

.

Anxiety: Him to Overcome Your Everyday Anxious Moments.
Garden City, N.Y. Doubleday & Co.
Frew, Dat,:.,1 R. 1977. Management of Stress: Using ? .M. at Work.

Chicagc Nelson-Hall.
Friedman, 'sleyer. 1982. "Modifying Type A Behavior Reduces
Heart Attacks." Brain Mind Bulletin 7(16): I 2.
Friedman, Meyer. and Rosenman, R.H. 1974. Type A Behavior

and Your //cart. New York: Alfred A. Knopf.
Friend, Kenneth. Fall 1982. "Stress and Performance: Effects of
Subjective Work Load and Time Urgency." Personnel Psyho/ugy
35(3):623 32.
Furniss, W.T. October 1981. "Reshaping Faculty Careers." Change
13(7):38 57.
Gann. Maxine 1.aure. 1979. "The Role of Personality Factors and
Joh ( liaracteristics in Burnout: A Study of Social Service
Workers." Ph.D. dissertation. University of California Berkeley.
Ralph. Jr. October 1981. "Guard Stress." orrectams
C.

vine:

7

14.

Wei). Michael ( . and Giammaffeo, Dolores M. 1980.
Gia
Executive li.ell-Being: .Stress and Administrators. Reston, Va.:
National Association of Secondary School Principals. ED 180
134. 67 pp. MF-$1.17; PC not available EDRS.
H.T and Weiss. J.M. 1976. "Long-Term Interference
Effect: An Alternative to '!.earned Helplessness. Journal of

Experimental Psychology -manal Behavior Processes 2:202 13.

86

96

Glazer, Penina M. 1979. "The Concept of Tenure and an
Alternative." In Tenure. Current Issues in Higher Education
No. 6. Washington, D.C.: American Association for Higher
Education. ID 194 (X)2. 21 pp. M F-S I .17; PC not available
FDRS.
Goleman, Daniel. November 1979. "Positive Denial: The Case for
Not Facing Reality." Psychology lin lay 13(6):44 60.
Goode, W.J. 1960. "A Theory of Role Strain." American

Sociological Review 25:483 96.
Grahn, Joyce. 1981. General College Joh .Saris/action Survey.
Minneapolis: University of Minnesota. FD 208 716. 28 pp. M F$1.17; PC-$5.49.
Greenberger, Robert S. 23 April 1981. "How Burnout Affects
Corporate Managers and Their Performance." The Wall Sireet

Journal.
Gwen, II, and Bastiaans, J. 1975. "Psychological Stress,
Interhuman Communication and Psychosomatic Disease." In
Stress and Anxiety, vol. I. edited by C.D. Speilberger and I.G.
Sarason. New York: John Wiley & Sens.
Gross, Edward, 1968. -Universities as Organizations: A Research
Approach." American Sociological Review 33(4):518 44.
Gupta, Nina. 1981. The Organizational Antecedents and
Consequences of Role Stress among Teachers. Austin,
Southwest Educational Development Laboratory. ED 215 957.
97 pp. MF-$1.17; PC not available EDRS.
Gupta, Nina, and Jenkins, Douglas, Jr 1981. Work Role Stre.vs
among Female and Male Public School Teachers. Austin, Tex.:
Southwest Educational Development Laboratory. ED 211 497.
23 pp. ME-$1.17; PC' not available EDRS.
Hackman, Richard J.; Jawer, Edward I.., III; and Porter, vman
W., eds. 1983. Perspectives on Behavior in Organizations. New
York: McGraw-Hill.
Hall, Calvin S. 1954. A Primer of Freudian Psychology. New York:
New American Library.
Hall, Elizabeth. June 1983. "A Conversation with Erik Erikson...
Psychology Today 17(6):22 30.
Hartnett, Rodney T., and Contra, John A. 1974. "Faculty Views of
the Academic Environment: Situational vs. Institutional
Perspectives." Sociology of Education 47(1):159 68.
Heim, Peggy. 1980. "The Economic Decline of the Professoriate in
the 1970s: What Happened to Faculty Salaries and What Are the
Implications?" In Differing Perspectives on Dechninp Faculty
Salaries. Current Issues in Higher Education No. 3. Washington,
D.C.: American Association for Higher Education. EA) 194 (X)6.
26 pp. MF-$1.17; PC not available EDRS.

The New Academic Disease

87

9

Hersey. Paul. and Blanchard. K.H. 1972. Management of
Organizational Behavior. Englewood Cliffs, N.J.: Prentice-Hall.
Hodgkinson, Harold I.. I-all 1974. "Adult Development:
Implications for Faculty and Administrators." Educational
Record 55:263 74.
House, J.S. 1972. "The Relationship of Intrinsic and Extrinsic
Work Motivations to Occupational Stress and Coronary Heart
Disease Risk." Ph.D. dissertation, University of Michigan.
House, IS.. and Wells. J. A. 1978. "Occupational Stress, Social
Support, and Health." In Reducing Occupational Stress:
Proceedings of a Conference, edited by A. Mclean. Publication
No. 78-140. Washington, D.C.: U.S. Government Printing Office.
Howard, J.H.; Cunningham, D.A.; and Rechnitger, P.A. 1977.
"Work Patterns Associated with Type A Behavior: A Managerial
Population." Human Relations 30:825 36.
Howard, Suzanne, and Downey, Peg. 1980. "Turning Job Burnout
into Self-Renewal." Educational Horizons 58(3):I39 44.
Hulicka, Irene M. 1977. Psychology and Sociology of Aging. New
York: Thomas Y. Crowell.
Ivancevich, J.M., and Matk.son, M.T. 1980. Stress and Work.
Scott. Foresrnpn & Co.
Glenview,
Jacques, Elliot. 1976. A General Theory of Bureai:eracy. New
York:
Halsted Press.

Janeway, T.C. 1913. "A Clinical Study of Hypertensive
Cardiovascular Disease." Archives of Internal Medicine 12:755.
Janis, 1.1.. 1958. Psychological Stress. New York: John Wiley &
Sons.
. 1972. Groupthink. Boston: Houghton Mifflin Co.
Jenkins, C.D. 1976. "Recent Evidence Supporting Psychologic and
Social Risk Factors for Coronary Disease." New England Journal
of Medicine 294:987 94.
Jenkins, Craig J., and Perrow, Charles. 1977. "Insurgency of the
Powerless: Farm Worker Movements." American Sociological

Review 42(2):249 -67.

Johnson, Thomas W., and Stinson, John E. 1975. "Role Ambiguity,
Role Conflict, and Satisfaction: Moderating Effects of Individual
Differences." Journal of Applied Psychology 60(3):329, 33.
Jones, Mary Ann, and Emanuel, Joseph. 1981. "Preventing
Burnout through Counselor Training." Paper presented at the
annual meeting of the North Central Association for Counselor
Education and Supervision, Milwaukee, October 16 i8. ED 214
075. 12 pp. MF-$1.17; PC-$3.74.
Kafry, Ditsa, and Pines, Ayala. July 1980. "The Experience of
Tedium in Life and Work." Human Relations 33:477 503.
Kahn, R.L. Spring 1978. "Job Burnout: Prevention and Remedies."
Public Welfare: 61 63.
88

98

Kahn, R.I..; Wolfe, D.M.; Quinn, R.P.; and Snoek, J.U. 1981.
Organizational Stress: Studies in Role Conflict and Ambiguity.
Malabar, Fla.: Robert E. Krieger Publishing Co.
Kahn, R.I..; Wolfe, D.M.; Quinn, R.P.; Snoek, JD.; and
Rosenthal, R.A. 1964. Organizational Stress: Studies in Role
Conflict and Ambiguity. New York: John Wiley & Sons.
Kamis, Edna. 1980. "An Epidemiological Approach to Staff
Burnout." Paper presented at the 88th Annual Convention of the
American Psychological Association, Montreal, Quebec, Canada,
September I 5. El) 203 253. 17 pp. MF- SI.17; PC-S3.74.
Kanter, Rosabeth Moss. 1968. "Commitment and Social
Organization: A Study of Commitment Mechanisms in Utopian
Communities." American Sociological Review 33(4):499 517.
. 1978. "The Changing Shape of Work: Psychological
Trends in America." In Current Issues in Higher Education.
Washington, D.C.: American Association for Higher Education.
El) 193 992. 19 pp. MF-S1.17; PC n-t available EDRS.
Kasl, Stanislao V. 1978. "Epidemiological Contributions to the
Study of Work Stress." In Stress at Work, edited by C.L. Cooper
and R. Payne. New York: John Wiley & Sons.
Katz, D., and Kahn, R.I.. 1978. The Social Psychology of
Organizations. 2d ed. New York: John Wiley & Sons.
Katz, E.E. 1968. Autonomy and Organization: The Limits of Social
Control. New York: Random House.
Kerlinger, Fred N. 1964. Foundations of Behavioral Research. 2d
ed. New York: Holt, Rinehart & Winston.
Kerr, Clark. 1970. "Governance and Functions." Daedalus
99(1-2):108 21.
Knefelkamp, I.. Lee. 1980. "Faculty and Student Development in
the 80's: Renewing the Community of Scholars." In Integrating
Adult Development Theory with Higher Education Practice.
Current Issues in Higher Education No. 5. Washington, D.C.:
American Association for Higher Education. ED 194 008. 32 pp.
MF-S1,17; PC not available EDRS.
Kneller, G. 1965. Educational Anthropology: An Introduction.
New York: John Wiley & Sons.
Kobasa, Susanne C.; Hilker, R.J.; and Maddi, S.R. September
1979. "Who Stays Healthy under Stress?"Journal of
Occupational Medicine 21:595 98.
Kozoll, Charles E. 1982. Time Management for Educators.
Fastback No. 175. Bloomington, Ind.: Phi Delta Kappa
Educational Foundation.
Kremer, I.ya, and Holman, John E. 1981. "Teachers' Professional
Identity and Job Leaving Inclination." Paper presented at the

The New Academic Disease

89

99

annual m
Associai
51.17: P

,merican I iticatimal Research
s. April 13 17. ED 202 2s51 21 pp Mtle

Ky riacou (hi,

.1.

197;s. "1 Model of 1 eacher

J.1111):1

Stress." hart ant.
1979. "A S

5.

eacher Sties,. and Locus of Control."
,ycho/ogi 52.227 28.
Journal of Occupat.,
).
"Thc Work Experience of American
Ladd. Everett Carl!, Jr. 19
'ome
Data
and an Argument." In Faculty
College Professors
Career Developmev, Current Issues in Higher Education No. 2.
Washington, D.C.: e ierican Association for Higher Education.
:-$1.17; PC not available ERRS.
I'D 193 998. 44 pr
.

'v Stare Staff Plaything: The Experience of a
Mature Liberal Arta ,'ollege and Its Implications. Northfield,

I.amson, G. 1974. N.:,

Minn.: Carleton College. ED I I I 297. 138 pp. ME-$1.17;
PC-$12.87.
Laiarus, Barbara, and Tolpin. Martha. 1979. "Engaging .Junior
Faculty in Career Pianning: Alternatives to the Exit Interview." In
Faculty Career Development. Current Issues in Higher Education
No. 2. Washington. D.C.: American Association for Higher
Education. ED 193 998. 44 pp. MF-$1.17; PC not available
EDRS.
1 azarus. Richard S. 1966. Psychological Stress and the Coping
Process. New York: McGraw-Hill.
Underlying
. 1967. "Cognitive and Personality Factors
threat and Coping." In Psychological Stress, edited by M.H.
Appley and R. trumbull. New York: Appleton.
Levi, I.. 1971. "The Human Factor and the Inhuman." In Society.
Stress, and Disease. edited by L. Levi. The Psychosocial
Environment and Psychosomatic Diseases, vol. I. London:
Oxford University Press.
Levinson, Daniel .1. 1978. 17u Seasons of a Man's Life. New York:
Baflantine Hooks.
Levinson, Harry. 1970. Executive Stress. New York: Harper &
Row.
May-June 1981. "When Executives Born Out." Harvard
.

Business Review: 73 2i I
1.evy, RI., Hellmann, C.C.; Stroud, W.D.; and White, P.D. 1944.
"Transient Hypertension: Its Significance in terms of Later
Development of Sustained Hypertension and Cardiovascular.

Renal Diseases."Journal of the American Medical Association
126:829.

Light, Donald W., Jr. 1974. "The Structure of the Academic
Professions." Socio/og v of Education 47( I ):2 28.

90

l00

Robe
H. 1979. "Age. Sex, and Ethnic Trade-Offs in
Faculty Employment: You Can't Have Your Cake and Eat It
Boo." In Employment Practices in .4caderne. Current Issues in
Higher Education No. 4. Washington. D.C.: American
Association for Higher Education. ED 194 000. 21 pp. ME-S1.17:
PC not available ERRS.
Long, Huey B., and Ulmer, Curtis. eds. 1972. The Physiology of
Aging: Him It Alkets Learning. Englewood Cliffs. N.J.:
Prentice-Hall.
Luria, Zella. and I.uria, S.F. 1970. "The Role of the University:
Ivory Tower, Service Station. or Fronti:r Post'!" Nueduhis 99(1-

2): 75 8.3.

Lynch. James
1981. "Beating Burnout." Paper presented at the
annual convention of the New Jersey Education Association,
Atlantic City, November 12 13. ED 218 532. 16 pp. MF-$1.17;
PC-53.74.
MacHride, A. 191(2. On-Ow-job Stress: A Review of the Liter cure.

Toronto: Clarke Institute of Psychiatry.
McCormack, Patricia. 24 .lanuary 1983. "Stress lest Aims to
Control Life's Strains." The San Juan Star.

McGaffey, Thomas N. 1978. "New Horiron in Orgaational
Stress Prevention Approaches." Personnel Adminisr-ar..,r
23(11):26-32..
McGee, Reece. 1971. Academic Janus. San Francisco: ,losses -Bass.

McGrath. J.E. 1970. Social and Psychological Factors in Stress.

New York: Holt, Rineh'irt & Winston.
McGregor, Douglas. 1960. The Human Side of Enterprise. New

York: McGraw-Hill.
McGuigan, F.J.; Sime, Wesley E.: and Wallace..1. Macdonald, eds.
1980. Stress and Tension Control. New York: Plenum Press.
McGuire, Willard H. November-December 1979. "Teacher
Burnout." Today's Education 68:1 4.
McKeachie, Wilbert. 1979. "Perspectives from Psychology:
Financial Incentives Are Ineffective for Faculty." In Academic
Rewards in Higher Education, edited by D.R. Lewis and W.E.
Becker, Jr. New York: Ballinger.
McKervie, Thomas Edward. 1981. "Burnout in (Education." Ph.D.
dissertation, University of Michigan.
Maddi, Salvatore R. 1980. "Personality as a Resource in Stress
Resistance: The Hardy Type." Paper presented at the 88th Annual
Convention of the American Psychological Association,
Montreal, Quebec, Canada, September I 5. Rockville, Md.:
National Institute of Mental Health. ED 198 425. 20 pp.
MF-$117; PC-53.74.

The New Academic Disease

.r

101

Magarrell, Ja..k. 10 November 1982. "Decline in Faculty Morale
Laid to Governance Role. Not Si.lary." Chronicle oi
E(1.ration 25( I I ): I
Naylor, Dawn A; and lalut, Warren J. 1981.
Maghen.
"Psychonhysiologic Changes alter Cardiac Surgery." Psychiatric
.

Annals 1'(71:43
Maher, Thomas H. 1982. "Institutional Vitality in Higher EducaWashtion." AA HE-FRICI Higher Education Research Currents.

ington, D.C.: American Association for Higher Education. ED
216 668.4 pp. VF--$1.17: PC-S 3.74.
Mann, I.. 1969. .S.ocial Psychology. New York: John Wiley & Sons.
Manuso, James S. 1979. "Executive Stress Management."

Personnel Administrator 24(1 11:23 26.
Margolis, Bruce J.:)(roes, W.H.: and Quinn, R.P. 1974. "Job
Stress: An tinliste I Occupational Ha ,ard." Journal of

Occupational Medicine 16:65° 61.
Marrow, Lance. 21 !';eptember 1981.
Everyone." Time: 8i.

Hie Burnout of Almost

Maslach, C. I97h. 1 he Client Role in Staff Burnout." imam)! of
Social Issues 34(4):I.11 24.
The Cost of Caring. Englewood Cliffs,
1982a.
N.J.: Prentice-Hall.
I982b. "UndeTstanding Burnout: Definitional Issues in
Analyzing a ('omple) Phenomenon." In Joh Stress and Burnout:
.

.

Research, Theory, an! Intervention Perspectives, edited by
Whit(i S. Paine. Bev.:rly Hills, Cal.: Sage Publications.
Maslach, C., and Jackson, S.F. 1979. "Burned-out Cops and Their
Families." Psychology Today 12(1459 62.
Masuda, Minorm, and Holmes. Thomas H. 1981. "Variations in
Life Events in Differen: Groups: Clinical Significance."
Psychiatric Annals 11(0:48 65.
Mathis, B. Claude. 1979.YAcademic Careers and Adult
Development: A Nexus4.or Research." In Faculty Career
Development. Current Issues in Higher Education No. 2.
Washington, D.C.: American Association for Higher Education.
ED 193 998. 44 pp. ME - S1.17: PC not available EDRS.
Matteson, M.T.. and Ivarevich, J.M. 1979. "Organizational
Stressors and Heart Disease: A Research Model." Academy of
1

Management Review 4:347-57.
Mauksch, Hans 0. 1980. "What Are the Obstacles to Improving
Quality 'reaching?" In hn:proving Teaching and Institutional
Quality:Current Issues in Higher Education No. I. Washington,
D.C.: American Association for Higher Education. ED 194 004.
63 pp. M F41.17: PC not available EDRS.
Mayer, Nancy. 1978. The Male Mid-Life Crisis. New York:
Doubleday & Co.
92

102

Meg lino, B.M. 1977" "Stress-Performance Controversy." MM.
Business Topics 25:53 59.
Meichenbaum.
Cu. 1977. Cognitive Behavior Modification: Ar,
Integrative Approach. New York: Plenum Press.
Me Itl:ndez, Winifred A.. and de Gurrnfin. Rafael M. 1983. Burnout:
A .Study of Stress in Academe. San Juan: Inter American
University.
Merton. R.R. 1957. Social 'theory and Social Structure-. Rev. ed.
New York: Free Press.
Meyer. John A. 1979. "Social Construction of Burnout: An
Emergent Theory." Ph.D. dissertation..Roston University.
Miles. Robert H. 1977. "Role-Set Configuration as a Predictor of
Role Conflict and Ambiguity in Complex 0.gani/ations."
Soeiometry: A Journal e)1. Research in .Social
40( I ):21 34.

Miller. Neal F. 1951. "Learnable. Drives and Rewards." In

Handbook of F.perimental Psychology. edited by S.S. Stevens.
New York: John Wiley & Sons.
1980. "Effects of I.earning on Physical Symptoms
Produced by Psychological Stress." In Selve:v Guide to Stress,
vol. I. edited by Hans Selye. New York: Van Nostrand Reinhold
.

Co.

Miller. William C. 1979. Dealing with Stress: A Challenge fOr
Educators. Fastback No. 130. Bloomington, Ind.: Phi Delta
Kappa Educational Foundation.
Miskel. Cecil, and Gerhardt, Ed. 1974. "Perceived Bureaucracy.
Teacher Conflict, Central Life Interests. Voluntarism, and Job
Sat isfact ion." Journal of Educational Administration 12( 1):84 97.

Mitchell. Regene L. 1980. "A New Dimension: The Leader's Role
in Identifying and Managing Stress in the Work Environment."
Graduate seminar paper, Pepperdine University. ED 216 708. 17
pp. ME-$1.17; PC-$3.74.
Moore, Kathryn M. 1983. "Examining the Myths of Administrative
Careers." AA HE Bulletin 35(9):3 7.
Neff, Walter S. 1977. Work and Human Behavior. 2d ed. New
York: Aldine Publishing Co.
Neterlohn; Wasserman, William; and Whitmore, G.A. 1973.

Fundamental Statisnes Or Business and Economics. 4th ed.
Boston: Allyn & Bacon.
Newell, Jackson L., and Spear, Karen I. 1982. "New Dimensions
for Academic Careers: Rediscovering Intrinsic Satisfactions."
raper presented at the annual meeting of the Association for the
Study of Higher Education, Washington, D.C., March 2.
Newman, John E., and Baehr, Terry A. :979. "Personal and
Organizational Strategies for Handling Job Stress: A Review of
Research and Opinion." Personnel Psychology 32: I 43.

'he New Academic Disease

93

4 AA

Newman, Katherine K. 1980. Sires.% in leachers' Atidcareer

Transitions: A Role tin leacher Education. FD P:4, 868. 23 pp.
MF-$1.17: PC-$3.74.
'iichouse, Oliver I.. September-October 1981. "Burnout: A Real
Threw to Human Resources Managers." Personnel: 25 32.
Oken. Donald. 1974. "Stress: Our Friend, Our Foe." Blue Print fi)r

Health 25110 1K
Ornish. Dean. 1983. "Stress, Diet Program Strengthens Diseased
Hearts." Bruin Mind Bulletin 814):1 3.
O'Foole. James. 1978. "Tenure: A Conscientious Objection."
Change 10(6):24 31.
Otto, Nelson Robert. 19;i0. "Professional Burnout: A Delphic
Probe to Determine Its Definition, Characteristics, Causes, and
Solutions." Ph.D. dissertation, University of Minnesota.
Ouchi, W.G. 1981. Theory Z. New York: Aron Books.
Paine. Whiton S., ed. 1982. Job Stress and Burnout: Research.
Theorj, and Intervention Perspectives. Beverly Hills, Cal.: Sage
Publications.
Palmer, David I)., and Patton, Carl V. 1978. "Faculty Attitudes
toward Early Retirement." In Changing Retirement Policies.
Current Issues in Higher Education. Washington, D.C.: American
Association for Higher Education. Fl) 193 991. 31 pp. ME-$1.17:
PC not available EDRS.
Punkin, R. February 1973. "Structural Factors in Academic

Mobility." Journal of Higher Education 44:95 101.
Pardes, Herbert D. 1983. "Stress." The Encyclopedia Americana
Annual. Danbury. Conn.: Grolier.
Parker, S , and Kleiner, R.J. 1966. Mental Illness in the Urban
Negro Community. New York: Free Press.
Parsons, Michael M. 1977. "Against the Dying of the light: Staff
Development Confronts the 1980s. Paper presented at the
National Conference on Community College Staff and
Organisational Development, Zion. Illinois. October 28. ED 145
881. 10 pp. MF-$1.17; PC-53.74.
Parsons, Talcott, and Platt. Gerald M. 1970. "Age, Social
Structure, and Socialisation in Higher Education." Sociology ol
Education 43(1):1 37.
Patton, Bobby. 1981. "Continued Development of Tenured
Faculty." Paper presented at the 67th Annual Meeting of the
Speech Commission Association, Anaheim, California, November
12 15. ED 210 753. I I pp. MF-$1.17; PC-53.74.
Pelletier, Kenneth R. February 1977. "Mind as Healer; Mind as
Slayer." Psychology Today 10:35 43.

94

'eters, Dianne S. 1980. "Why Professors Leave: Stress in the
Organization." Professional Educator 3(2):6 7.
'eteri, Dianne S., and Mayfield, .1. Robert. 1982. "Are The.-.: An
Rewards for 'reaching'?" Improving ( WIege and I !nivers it v.
Teaching 30(3)1105 10.
'ettegrew, Loyd S., and Wolf, Glenda F. 1981. Validating
Measures (d. Teacher Stres.,. Nashville: George Peabody Colkge
fnr Teachers. ED 213 743. 42 pp. ME-51.17; PC-53.74.
'ines, Ayala. 1982. "Changing Organizations: Is a Work
Environment withnut Burnout an Impossible Goal?" In Job Sire
and Burnout: Research, Theory. and Intervention Perspective.,.
edited by Whiton S. Paine. Beverly Hills. ('al.: Sage Publications.

'ines, Ayala M.; Aronson, Elliot; and Kafry. Ditsa. 1981. Burnout:
From Tedium to Personal Growth. New York: Macmillan.
'ines, Ayala, and Kalry, Ditsa. Nnvemher 1978. "Occupational
Tedium in the Social Services." Social Work 23:499 507.
1981. "Tedium in the Life and Work of Professional
Women as Compared with Men." Sex Roles 7( I0):963 77.
inneau, S.R.. Jr. 1976. "Effects of Social Support on
Psychological and Physiological Strains.' Ph. I). dissertation,
University of Michigan.
luinn, R.P.; Seashore, S.; Kahn, R.; Mangione, J.; Cainbell, D.:
Staines, G.; and McCullough. M. 1971. Survey of Working
Conditions. Document No. 2916-0001. Washington, D.C.: U.S.
Government Printing Office.
eed, Sally. 7 January 1979. "Teacher 'Burnout' a Growing
Hazard." The New York Times.
eeves, Roxanne W. 1982. Stress in School Environments: An
Administrative Perspective. Bethesda, me.: National Institute of
.

General Medical Sciences. Fl) 214 308. 37 pp. M F-51.17;
PC-S5.49.

eynolds, Willie. and Stecklein, John E. 1981. "A Three-Decade
Comparison of College Faculty Characteristics, Satisfactions,
Activities, and Attitudes." Paper presented at the 2Ist Annual
Forum of the Association for Institutinn:,1 Research,
Minneapolis, May 17 20. ED 205 113. 25 pp. ME-51.17;
PC-$5.49.

ipley, Herbert S., and Dorpat, Theodore I.. 1981. "Life Change
and Suicidal Behavinr." Psychiatric Annals 11(6):32 47.
obinson, J.P. Athanasion, R.; and Head, K.B., eds! 1969. Ann
Arbor: Institute for Social Research. Ann Arbor: University of
Michigan.
oeske, Nancy C. 1981. "Stress and the Physician." Psychiatric
Annals 11(7):10 32.

re New Academie Disease

95

105

Rogers, Roll F. H83. "Perceptions of Stress among Canadian and
American Nianagers: A Cross Cultural Analysis." In Se/ye'N Guide
w .'tress Research. yol. 2. edited by Hans Selye. New York:
Scientific and Academic Editions.
Rosenbaum. Leonard I... and Rosenbaum. William B. 1971.
"Morale and Productivity Consequences of Group Leader,hip
Style. Stress. and I ype of I ask." Journal of Applied Psychology
55i4):343 4K.

Rosenman. Ray H.. and Friedman, Meyer. 1983. "Relationship of
type A Behavior Pattern to Coronary Heart Disease." In Se/ye:s.
Guide to Stress. Research. vol. 2, edited by Hans Selye. New York:
Scientific aad Academic Editions.
Ryan, B.F. 1969. Social and Cultural Change. New York: The
Ronal Pr..is Co.
Sales. Stephen. 1969a. "Differences among Individuals in Affective.
Behavioral. Bibchernical. and Physiological Responses to
Variations in Work Load." Ph.D. dissertation, University Of
Michigan.
I969b "Organizational Role as a Risk Factor in
Coronary Disease." Administrative Science Quarterly
.

14(3):325 36.

Sawyer, Darwin, 0. 1981. "Institutional Stratification and Career
Mobility in Academic Markets.".Voriology of Education.
541485 97.
Schein, Edgar H. 1971. "The Individual, the Organization, and the
Career: A Conceptual Scheme." Journal of Applied Behavioral
Science 7:401 26.

Schlesinger, Sue H., ed. 1976. The Humanities in Two-Year
Colleges: Faculty Characteristics. Los Angeles: UCLA. ED 130
721. 71 pp. MF-$1.17; PC-$7.24.

Schuler, R.S.; Aldag, R.J.; and Brief, A.P. 1977. "Role Conflict
and Ambiguity: A Scale Analysis." Organizational Behavior and
Human Performance 20:119 28.
Schwab, Richard L. 19K0. "The Relationship of Role Conflict, Role
Ambiguity, Teacher Background Variables, and Perceived
Burnout among Teachers." Ph.D. dissertation, University of
Connecticut.
Schwab, Richard I.., and I wanicki, Edward. 198L "The Effect of
Role Conflict and Role Ambiguity on Perceived Levels of Teacher
Burnout." Paper presented at the annual meeting of the American
Educational Research Association, Las Angeles, April. ED 202
K50. 25 pp. MF-$1.17; P('- $3.74.

Schwartz, Jackie. 1982. Letting Go of Stress. New York: Pinnacle
Books.

96

106

Schvt.arti, Rosalind M.. ed. 1978. New Developments- in
Oc(upational Stres.s. Proceedings of a conference on occupational
stress, Los Angeles, No\ ember 13. I' I) 21)1 K22. 73 pp. MF-S1.17:
PC-S7.24.

Schvt.oehel. Robert. and Bartel. Nettie R. November-December
1982. "Re\ italiiing the Faculty." (hange 1418):22 23.
Scott, Robert A. 1978a. Lords. Squires. and Yeomen: Collegiate
Middle Managers- and Their Organizations. AA H E-ER IC Higher
Education Research Report No. 7. Washington. D.C.: American
Association for Higher Education. ED 165 641. 83 pp. MF-$1.17:
PC-S9.37.
197811.
neertimil.oyalkts: A Brief Look at Role
Conflicts among Collegiate Middle-Managers." ED 156 105. 25'.
.

pp. MF-S1.17: PC-S3.74.

1979. "Robots or Reinsmen: .16b Opportunities anti
Professional Standing for Collegiate Administrators in the 1980s."
Current Issues in Higher Education No. 7, Washington. D.C.:
American Association for Higher Education. ED 194 003. 28 pp.
.

MF-SI.17; I'( not available EDRS.
1980. Indicators of Institutional Vitality. Indiana
.

Comnnssion for Higher Education. FI) 187 242. 7 pp. MF-S1.17:
P('-S3.74.

Scott, W.F.. and Cummings, 1..1.. 1973. Readings in Organizational
Behavior Grid Human Perfin-mance. Homewood, ill.: Richard I).

Irwin. Inc.
Solve, Hans. 1965. the Stress of Lift'. Nev. York:
.

1974.

Li'll/10111 Distress. New York: Lippincott &

Crowell.
ed. 1980. .Se/ye's Guide 10 Stress. vol. I. New York: Van
Nostrand Reinhold Co.
, ed. 1983a. .Se/ye:s Guide to Stress Research, vol. 2. New

York: Scientific and Academic Editions.
, ed. I 9K3b. Se /yes Guide to Stress Research. vol. 3. New

York: Scientific and Academic Editions.
Sheehy. Gail. 18 February 1974. "Catch 30 and Other Predictable
Crises of Growing Up Adult." Ness York Magazine.
1977. Pa.ssages: Predictable (rises of Adult Life. New
York: Bantam Books.
Shibutani, T.A. 1968. "A Cybernetic Approach to Motivation," In
Modern Sy.s.term Research for the Behavioral Scientist, edited by
W. Buckley. Chicago: Aldine.
Slater, P.E. 1963. "On Social Regression." American Sociological
.

Review 39:467 78.

Snoek..I.D. 1966. "Role Strain in Diversified Role Sets." American
Journal of Sociology 71:363 72.

The ,Veit

atleime Disease

97

1 0 '2

re)

Solomon. Lewis C. 1979. "Ph.D.s cn Nonacademic Careers: \re
7.
1 h'ere Good Jobs'!" Current Issut:s in Higher I'ducation
Washington. D.C.: American Assoc!ation for Higher Education.
1-I). 194003. 28 pp. MI--S1.17: PC not available EDRS.
Special Task Force to the Secretary of Health. Educa' on. and
Weltarc. 1973. Work m America. Cambridge. Mass.: Mil Press.
.

Student. K.R. 1978. "Personnel's Newest Challenge: Helping
Cope with Greater Stress." Personnel Administrator 23:20 24.
I row. Mart.n. 1970. "Reflections of a Transition from Mass to
Universal Higher Education.' Daedalus 99(1-21:1 42.
Nancy Loving, and Fuhesing. Donald A. 1982. "Thc
Treatment of Choice: Selecting Stress Skills to Suit the Indi..idual
and the Situation." In Joh Stress and Burnout: Reword). Theory.
and Intervention Perspectives, edited by Whiton S. Paine. Beverly
Hills. Cal.: Sage Publications.
I ung. Rosalie I.. 1980. "Corporative Analysis of the Occupational
Stress Profiles of Male versus Female Administrators...Journal of
I

'ocational Behavior 17:344-55.

l'sdin. Gene. ed. 1978. Aging: The Process and the People. New

York: Brunner-Marel.
Vaillant, George F. 15 December 1979. "Study Pinpoints Stress
Illness Link.".S.cience News 116:406.

Van Dijkluiren, N. 1980. From Stressors to Strains. Lesse,
Netherlands: SwetsZeitlinger.
Van Harrison, R. 1976. "Joh Demands and Worker Health:
Person-Environment Misfit." Ph.D. dissertation. University of
Michigan.
1978. "Person-Environment Fit and Joh Stress." In
Stress v Work, edited by Cary L. Cooper and Roy Payne. New
York: John Wiley & Sons.
Van Maanen. John. et.i.7977. Org izational Careers: Some New
Perspectives. ,, ":..w York: John Wilt. '84 Sons.
nut Adm nistrator. New York:
Vash, Carolyn L. 1980. The RI
Springer Publishing Co.
Vaughan. George Brandt. 1982. "Burnout: threat to Presidential
.

Effectiveness." Community and Junior College Journal
52(5):10 13.
Veninga. Robert I._ and Spradleylames P. 1981. Tlw Work Siress
C'onnection: How to Cope Lvith Joh Burnout. N,:w York:

Ballamine Hooks.
VolKes, Ivan. November-Decemt,er 1982, "Is "there Life after
Teaching'? Reflections of a Middle-Aged Professor." Change
14(81:9 I I.

Wallin. Franklin W. March 1983. "liniversities for a Small Planet:
A Time to Reconceptualiie Our Role." Change 15(2):7 9.

911

10S

Wallis, Claudia. 6 June 1983. "Stress: Seeking Cures for Modern
Anxieties." Time: 48 54.
Wangberg, Elaine G. March 1982. "Helping Teachers Cope with
Stress." Educational Leadership 39(6):452 54.
Wanner, Richard A.; Lewis, Lionel S.; and Gregorio, David I.
1981. "Research Productivity in Academia: A Comparative Study
of the Sciences, Social Sciences, and Humanities." Sociology of
Education 54(4):238. 53.
Wardwell, W.I.; Hyman, M.M.; and Bahnson, C.B. 1964. "Stress
and Coronary Disease in Three Field Studies." Journal of
Chronic Diseases 17:73 84.
Warnath, C.F. 1979. "Counselor Burnout." Personnel and
Guidance Journal 57:325- 28.
Watkins, Beverly T. 24 March 1982. "A New Academic Disease:

Faculty 'Burnout. Chronicle of Higher Education 24(4):I.
Weathersby, Rita P., and Tarule, Jill M. 1980. Adult Development:
Implications for Higher Education. AA HE- ERIC /Higher
Education Research Report No. 4. Washington, D.C.: American
Association for Higher Education. ED 191 382. 67 pp. MF-$1.17;
PC-$7.24.

Weaver, Peter. 1980. Strategies for the Second Half of Life. New
York: Signet.
Westerhouse, Mary Ann. 1979. The Effects of Tenure, Role
Conflict, and Role Conflict Resolution on the Work Orientation
and Burn-out of Teachers." Ph.D. dissertation, University of
California Berkeley.

White, R.W. 1963. "Ego and Reality in Psychoanalytic Theory."
Psychological Issues Monograph II. New York: International
Universities Press.

White, William I,. 1980. Managing Personal and Organizational
Stress in Institutions of Higher Education. Rockville, Md.:
N.('.S., Inc.
Wilder, Jack F., and Plutchik, Robert. 1982. "Preparing the
Professional: Building Prevention into Training." In Joh Stress
and Burnout: Research, Theory, and Intervention Perspectives,
edited by Whiton S. Paine. Beverl; 1111s, Cal.: Sage Publications.
Williams, Richard H., and Wirths, Claudine G. 1965. Lives through
the Years. New York: Atherton Press.
Wilson, Robert C.; Wood, Lynn; and Gaff, Jerry G. 1974. "SocialPsychological Accessibility and Faculty-Student Interaction
beyond the Classroom." Sociology of Education 47( I ):74 91.
Winsteed, Philip C. 1981. The Development of Mid-Career Faculiy:
A Systematic Approach. Greenville, S.C.: Pursan University. El)
205 150. 104 pp. MF-$1.17; PC-$11.12.

99

The New Academic Disease

109

1

:Wolf, S. 97. "Reports from he Laboratory of Clinical
Research.' In Society. Stre.is. and Disease, edited by L. Levi. fhe
Psychological Environment and Psychosomatic Diseases, vol. I.
London: Oxford University Press.
Zausner, Fred; Farris, Roy; and Zausner, Roberta J. 983. "The
University Student: Management, Stress, and Wellness." !n
S'elve's Guide to Stress Research. vol. 2, edited by Hans Selye.
New York: Scientific and Academic Editions.

100

110

ASHE-ERIC HIGHER EDUCATION
RESEARCH REPORTS
Starting in 1983, the Association for the Study of Higher Education assumed co-sponsorship of the Higher Education Research
Reports with the ERIC Clearinghouse on Higher Education. For
the previous II years. ERIC and the American Association for
Higher Education prepared and published the reports.
Each report is the definitive analysis of a tough higher education problem, based on a thorough research of pertinent literature
and institutional experiences. Report topics, identified by a
national survey. are written by noted practitioners and scholars
with prepublication manuscript reviews by experts.
in monographs in the ASHE-ERIC/Higher Education
Research Report series are published each year. available
individually or by subscription. Subscription to I() issues is $51)
regular; $35 for members of AFRA. AAHE, and AIR: $30 for
members of ASHE. (Add $7.50 outside U.S.)
Prices for single copies. including 4th class postage and
handling, are $6.50 regular and $5.00 for members of AERA.
AAHE, AIR, and ASHE. If faster first-class postage is desired
for U.S. and Canadian orders, for each publication ordered add
$.60; for overseas, add $4.50. For VISA and MasterCard pay
ments, give card number, expiration date, and signature. Orders
under $25 must he prepaid. Bulk discounts are available on
orders of 10 or more of a single title. Order from the Publications
Department. Association for the Study of Higher Education. One
Dupont Circle. Suite 630. Washington. D.('. 20036. (202) _2%2597. Write for a complete list of Higher Education Research
Reports and other ASHE and ERIC publications.

1981 Higher Education Research Reports
I. Minority Access to Higher Education

Jean L. Preer
2.

Institutional Advancement Strategies in Hard Times

Michael I). Richards and Gerald Sherratt
3. Functional Literacy in the College Setting

Richard C. Richardosn, Jr., Kathryn J. Martens, and
Elizabeth C. Fisk
4. Indices of Quality in the Undergraduate Experience
George D. Kull
5. Marketing in Higher Education

Stanley Al. Grabowski
6. Computer Literacy in Higher Education

Francis E. Masai
7. Financial Anal sis for Academic Units
Dona/c/ /.. Walters

The New Academic Disease

101

1

8. Assessing the Impact of Faculty Collective Bargaining

J. Victor Baldridge, Frank K. Kemeny, and Associates
9. Strategic Planning, Management. and Decision Making

Robert G. Cope
10. Organitational Communication in Higher Education
Robert I). Gratz and Philip J. Salem
1982 Higher Education Research Reports
1. Rating College Teaching: Criterion Studies of Student

Evaluation-of-Instruction Instruments

Sidney E. Benton
2. Faculty Evaluation: The Use of Explicit Criteria for
Promotion. Retention, and Thnure

Neal Whitman and Elaine Weiss

;. The Enrollment Crisis: Factors. Actors, and impacts
J.

Victor Baldridge. Frank R. Kemeny, and Kenneth C.

Green
4. Improving Instruction: Issues and Alternatives for Higher
Education

Charles C. Cole, Jr.
5. Planning for Program Discontinuance: From Default to
Design

Geriinda S. Mhhiori
6. Sta ?Tanning. Budgeting. and Accountability: App-oaches
for Higher Education

Carol E. Floyd
7. The Process of Change in Higher Education Institutio.is

Robert C. Nor-cica!
8. Information Systems and Technological Decisions: A Guide
for Non-Technical Administrators

Robert L. Bailey
9. Government Support for Minority ParticiNtion in Higher
Education
Kenneth C. Green
10. The Department Chair: Professional Development and Role
Conflict

David B. Booth
1983 Higher Education Research Reports
I. The Path to Excellence: Quality Assurance in Higher

Education

Laurence R. Marcus, Anita 0. Leone, and Edward I).

GPldbrg

102

112

2. Faculty Recruitment, Retention and Fair Employment:
Obligations and Opportunities
John S. Waggaman
3. Meeting the Challenges: Developing Faculty Careers
Michael C. T Brookes and Katherine I. German
4. Raising Academic Standards: A Guide to 1.earning
Improvement
Ruth hilhott Keimig
5. Serving Learners at a Distance: A Guide to Program
Practices

Charles E. easley
6. Competence, Admissions, and Articulation: Returning to the
Basics in Higher Education
Jean L. Preer
7. Public Ser ice in Higher Education: Practices and Priorities
Patricia /1. Crosson
8. Academic Employment and Retrenchment: Judicial Review
and Administrative Action
Robert M. He
and Barbara A. Lee
9. Burnout: The New Academic Disease
Winifred Alhizu Mele;nde: aml Rafael M. de Guzman

The New Academie Disease

103

113

WINIFRED ALBIZU MELENDEZ is professor in the CQege of

Humanities at Inter American University and adjunct
professor in the higher education department of New York
University located in Puerto Rico. She has held the
position of chairperson of Inter America University's
English Department and has acted as consultant to numerous education, government, and business organizations.
Dr. Melendez is the author of books, papers, and research
studies on learning styles, language instruction, and higher
education. She is also president and founder of the Hispanic Association for Creative Enterprise and Research, an
investigative center researching Hispanic mobility in the
Americas.
RAFAEL M. DE GUZMAN completed his psychiatric residency

in New York and received certification in psychoanalysis
at the William Alanson White Institute and from the
American Board of Psychiatry and Neurology. Returning
to his native Puerto Rico, Dr. de Guzman undertook
private practice in San Juan, directed the psychiatric
section of the Student Health Service of the University of
Puerto Rico, and acted as consultant at the Peace Corps
training sites. He is presently engaged at the Veterans'
Administration Hospital in San Juan working intensely
with veterans of the Vietnam war. He is associate professor of psychiatry at the University of Puerto Rico Medical
School.

ISBN 0-913317-08-2 »$6.50

114

