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f s ncudy vas no exnmine burnout as ei

:trunﬁ%xﬁceonsa R
~becnuen hurncun und selecta& pernwnalw oituational, *{ .
ayarqlniia&&ﬂmt ;1ﬂ$ikrt time- -and jah etre!iar vtm&ebleu.;w.f«

: A 56~item queltionneire was meiled to a stretified

, lbhecl grincipels :nd che relationehip !

- "randem_sanple cf 272 wchool principals in cha s;otia. Tne

¥

e Maslach Burnout Inventory end Rizzc, chse and Lirtzman '

”«Role chflict and Role Ambiguity Scale’ were incorporated '-_v
’c;:into the questionnaire and- their appropriateness was - o
| eveluated Responses were received from 84 percent of the
:sample, which represented 40 percent of the principals in
o (_Nova Scotia. Multiple regression analysis,,analysis oﬁ o

-

‘r‘variance and t-tests were used in the analysis of the data.
| Three aspects of burnout were eramined. embtional
o ‘exhauation, depersonalizetion; and personal accomplishment.“'
i nh it ‘was found. that principals recorded moderate burnout
' .ton the personal accompliehnent espect and low burnput oni"n
the emoticnal exheustion end depersonalizatibn aspects.yg'
: When exemined collectively, the pérsanal and 31tuational~
MVariables were found to have a significant relationship to_f
;;burnout. When examined individually, relatronships were_
<

- found to exist on one or more of the. aspects of Burnout, Wlth

N
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,f,tb loavo, lupervision of tencheru, autonomy, opportunitlcl

aqo, oxporioncc, yearl in the same -ohool. training in |
oducational adminintration, dasire for promotion. propenlity
Ql.

for promotion and boundary lpanning. ' ‘ o

-

When personal amgd lituntional variablon were controlled

‘by moen- ‘of" roqrcssion analylis, it wat £ound thut tho
'principals' ratings of overall job ltress were . the’ best
predictors of the emotionel exhauntion aapect of burnout.,

0verall job stress was the best predictor of the depersonal-

[ . v

b
ization frequency burnout; .role conflict was the best B

predictor of depersonalization strength burnout; and role

iaambiguity was the best predictor of personal Acccmplishment

\

,”burnout.ca ) : - P R !

Of the eleVen categories of job stressors identified
by principals in an open-ended response question, six were

shown>to have'a"relationship to. burnout. They were job

-demands, staff relations, students, teacher/evaluation,

%
getting teachers ‘to do’ their ﬁobs and mediating disputes.

Several conclusions were drawn from the study

'(a) Principals in Nova Scotia were not suffering from high
- degrees of burnout. (b) There was a sésgng predictive ‘ Wd

Arelationship‘between the personal and situational variables ;.

end burnout. (c) The 1mportance of personal variables in

"predicting’burnout was\greater than described in the

2

L%
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- d

‘utoraturc. (d) The™4interpersonal demands of the job were
‘related to burnout. (e) BVordll'job stress was the best

~orodiotor of the emotional e aultion froquonoy. cmotional

exhaustion strength andvddporn alization froquoncy aspects

- of burnout. (f) Role conflict was the best predictor of n‘,n

the dopir;onalintion strength a poctot burnout. (q) Rolo
ambiguity was thc ‘best prodictor of the personal accomplish-

'e mcnt frequency and :trcnqth aapectl'of burnout. (h) School

Y

on, school lize endvsohool type had‘no signfficant
onship to M Ipects of'burnout examined.

(i) The'usefof leisurd‘timo, personal~life streoh\and the

‘choice of leisure time act}vities ‘had little relationship

to burnout.

'The{findings of the study indioate that burnout was

not a serious problem among principals. Furthermore

- burnout may be more profitably examined as a tranpactxon

i

‘between person and environment rather than as a 1arge1y

B %nvironmental problem.‘

vi
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CHAPTER 1

" Overview and Purpose of the Study

The school principal océupies a pivotal position in
the educational system, and has frequent interpersonal
contact with students, teachers, senior administrative
staff, parents, and the community in general. Roe and
Drake (1980:v) contend thashbecause of the variety.of
'demands imposed by‘thesé situations school principals must

deal with tension and conflict as a regular part of their
* . .
job.

Maslach (1982:17), in wri%ing about the helping
professions (teachers, counsellors, therapists and others
‘'who work in a helping relationship as a major part of

their job), claims that x
dealing with people can be very demanding. Tt
takes a lot of energy to be calm in the midst of
crisis, to be patient in the face of frustrations,

* to be understanding and compassiocnate when
surrounded by fear, anger, or shame. While most
people can find the energy to do it occasionally,
and some have the resources to do it often, it is
very hard to.do all of the time. And yet, "all
of the time" is the expectation we have of people
workers. '

°" For the school principals these exéectations and demands
create stress. If the.individuals are able to cope with
‘these demands and successfully meet the challenge, then

stress is minimal. If, however, the principals cannot or,
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feel that they cannot cope, stress begins to havé damaglng
consequences. This stqdy is an examination of the response
of school prinéipdls to such long-term stress.

Rec;nt research bv Jankovic (1983) found that 88 per-
cent of priné{pals in his sample experienced mild to
moderate levels of-work-rclatddwggfpis. The literature,
hbwever, contains many references to the serious problem
. of ﬁtréss among school ‘administrators as putlined in the
writings of Olsen (1983) and Wiggins (1985).
| A need for further clariﬁi&aﬁion'of the significance
‘ .bf~strgss in the role of the principal’is suppo}ted by
Koff, Caffey, Olsen and Cichon (1981:1), who claim that

+

"There has been little research on stress in the occupation

&

of the school administrator." It was with this perspective

that thé\following research was proposed and undertaken.

Introduction

The study of stress in t@é workplace has lent itself
to a variéty of interpretations, yet the explanation
proposed by McGrath (1976:1390) -is one that has gained

wide acgeptance. He'claims that -there .are’ three embedded

.

systems at work in the:evolution of‘stregs. They are the

physical environment, the social environment, and the

S

individual person. Each of these’systems,‘he claims, acts

as a separate potential source of stress.
. . ! . .
McGrath (1976:1372) proposes that stress be thought



of as a cycle of a complex set of processes which reflect
the individual's continuous and two-way exchange with his
environment -- the interaction of the three stress
systems. As these systems interact, potential strésucra
arise when the physical and social environment make
demands upon the individual.

Cooper and Marshall (1976:14-22) suggest that there
are six possible environmental sources of stress at work.
They are (a) factors intrinsic to the job, (b) role in the
organization, (c) career development, (d) relationships at
work, (e) organizational structure and élimate, and (f)
extra-organizational sources of stress, such as life satis-
f;ctions and crises; They also suggest that individual
differences are an important consideration in determining
the level of stress experienced in a particular occupétion
or job.

Not all stress is negatl?ve, for, as Selye (1980:128)

- points out, the absence of stress is death. Some stress -
provides us with an incentive to work, to find satisfaction
and to excel. This is the positive form of stress, which is
referred to as eustress. Stress that we are unable to cope
with and that can have very damaging effects, Selye (1980)
refers to as distress. Only negative stresé was- examined

in this research. |

In relation to stress in the workplace, Kahn' (1980:79)

o
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o
states'thatv"york hassdifferent meahinds for differeht
peoplefs lives.“"ﬁhe.way’in which the individuals assess
the dEmands of their jpbs‘andleyaluate their»ability_to
cOpe With these demands deterﬁihe the degree of stress
' experienced.‘ Beehr and Newmah (1978:670) write t?ﬁt'job
stress is ( ‘: |
a 51tuatlon wherein job- related factors interact
with. a worker to change (i.e. dlsrdpt or enhance)
his or her psychologlcal condition such that .the
person (mlnd ot body) 1s forced to deviate from
normal ghnctlonlng. :
*Attempts to evaluate the level of stress in a ‘job have
proVen difficult.. There are no 51mple ways to -assess the )
stress»experlenced by. 1nd1v1duals in tﬁ@*workplace |
Cooper and Marshall (1976: 24) claim that the study of
stress is essentlally multlfactorlal, requlrlng that we
focds.on.more than bne stressor at a time, if we are to
. draw meaningful conclusions from our data." |

The complek natﬁre of stress is recognized in the
deszgn of this research A model of stress proposed by
Kyriacou and- Sutcllffe (1978) was adopted as the con—
ceptual framework’ for the stgdy; it is outlined 1n_detail
in'ChapterIZ. Essentially-tHis model provides for ah
examination of stress 1n terms of potentlal stressors, the
exper;ence-of stress, and the’ response to long-terﬁ
~unresoiV§drstress." ihe,attentlon,‘ln thls study, wasb‘

L
directed at determining the effects of prolonged stress
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upon SChool.principals, the stress response. Specifically’
the stress response was examined in:terms of burnout.

Burnout is a state of mind that Kahn (l978362)_refers

to as a_"syndrome'of inappropriate attitudes‘towards‘clients
e : B ) _ ' S
and toward self." It develops over a period of time and -

is caused, aqcording‘to Carroll and Whité (l98l:l29), by'
"prolonged exposure to stress and frustratlon. : They claln
that "all the various and sundry factors whlch generate
stress and frustration for humans must be cons1dered as
potential causes_of»burnout." “ |
| _Farberh(l§83:l4)_goints out the,distinctlon between
stress and burnout when he writes that “ |

_although the two concepts are 51mllar, they are

not identical. Burnout is more often the result
not of stress per sSe (which may be inevitable)

Jbut of unmediated stress -- of being stressed

and having no ‘'out', no buffer, no support system..

Burnout, although related to %tress, goes beyond that

concept.V It is a process that, as Chernissi(lQBOB:Zl)
explains, | |

begins with‘ekcessiﬁe~andlprolonged levels of job.
stress. The stress produces strain in the worker
(feelings of tension, irritability and fatlgue) '
The process is, completed when the worker
defensively copes with the job strain by psycho-
-logically detaching themselves [sic] from the

job and becoming apathetic, cynical, or rigid.

Farber (1983:15) refers to burnout as the final stage

in the progre551on from active problem solv1ng to' ° o !

I
e

"submlss1on and. dlstortlon, to anger and depletlon. As

=



the indiuiduai finds himself unable to cope with the demands
.of the job, ié unabie_toldeal with the'yariety‘of:negative‘
stress‘conditionsd then the more severe reaction,_burnout,
becomes manifest. \

In the.burnout'process; when workers burn out;
‘profound changes occur in the worker s attltude toward their
work ' Chernlss (198OB 24) descrlbes this change as the
"psychologlcal dlsengagement from work in response to job-

-~ related stress. ‘

This study-presents the results'of;an examrnatiOh of
burnout, the effect of‘long#term unresolbedvstress among
school prinCipals.' One ma}or problem 1n -a study of burnout
'1s dealing with the multldlmen510nal nature of the concept
diof burnout. "As Maslach‘(l982~34) p01ntstout "Tf burnout
“means everythlng, then it means nothing ‘at’ all For this:
reason it was necessary to establlsh a deflnltlon of
burnout that was not too broad yet: took lnto account the
multrd1mens;onal nature of the concept.' .: '

The work by Maslach and Jackson (1981A) has produced |
a wndely accepted deflnltlon of burnout as emotlonal
‘exhaustlon, depersonallzatlon ‘and the loss of-a senserof
personaljaccomplishment. It‘was through an.examination,of‘.'
these aspects of burnout that the;study.of prinpipals-ﬁas E
undertaken. : ' T - . ' . ‘

o _ v



variables.

Purpose of the Study

| The main purpose of thlS study was to examine burnout

as a stress response among school prinCipals, and to

examine the relationship of burnout to selected personal,

SLtuational organizational leisure time and- job stressor

-

There were four related purposes'
1. To examineﬂthe’relationship between burnout and
the personal.and situational variables,,'

2. To examine the relationship between burnout and
role conflict, role ambiguity, overall ]Ob stress, personal

life stress, the use of leisure time and the 1dentified jOb

©

stressors  when. personal and Situational variables were

statistically‘controlled)

3. ' To examine the differences in bufnout scores.

1between the princ19als who identified Wlth a particular

job stressor or leisure time activity and thoseﬂwho did

not, and R
4. To assess the psychometric propertiesﬁof.the

Maslach Burnout Inventory and the RlZZO, House and '

‘ Lirtzman Role Conflict - Role Ambiguity Scale in a study

of.school princ1pals.

c : S
justification for the Study

From the theoretical persoective this research should
contribute to- knowledge about the correlates of burnout w1th

P
.
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) & - e s g _
the'prospect'that_greater.predictability of burnout may be

Recent research by Anderson (1980), Crane (1981), and
Westerhouse (1980), has eXplored burnout among teachers,

soc1al serv1ce workers and psychotheraplsts, but burnout

[}

'among school princ1pals has rece1Ved llttle attentlon. The *

'i'study of prlnc1pals can potentlally offer ‘insight lnto the

deadmlnxstrators. Addltlonally it may help to establlsh

relatlonshxps between burnout homellfe and the use of

i

lelsure time.

The need for research on burnout is outllned by Schwab

and Iwanlckl (1982A 5), who claim that there is con51derable

1

confu51on in the study of burnout Sane "a lack of system—‘

'atlc research has left many questlons unanswered "

v Work by Van Sell Brlef and Schuler (1981 62) p01nts
out that no attempt has been made to relate role confllct

and role amblgulty to the 1arger body of llterature on work

ustress and lllness. It lsslntended-that thlS research w111

' contrlbute to that body of llterature.

' From a practlcal perspectlve, an expanded understandlng

of the relatlonshlp between burnout and the personal,

151tuatlonal and organlzatlonal variables related to the jOb

'may'prov1de°d;rectlon for 1mprov1ng the‘job deSLgn, the job

~relatlonshlps between burnout and the personal, 51tuatlonalfl'

o and organlzatlonal factors present in-the jOb of educatlonal,”

X



Y modxflcatlon of such srtuatlons for Jmproved prlnclpal

A
| | - ) | N
satlsfactlon and the job performance of school principals.

v

. The 1denf1catlon of varlables that may be predlctLVe
of burnout could lead to constructlve recommendatlons on

:,stress management, the antxcxpatlon of sources of

“~dysfunctional stress 1n the educatlonal system, and the

:functlonlng T f-_‘ oA - v
| ’.“ N : ) - e ’

e - ' . ., RSN

Operational Definitions of Terms -

. e -, e
.o : B .
3 ) ) .

TheﬂfOIIOWing cperational'definitionsrofﬁterm5vserve

., as a baSlS for understandlng concepts encountered through—“

l*'iout the study Although a varlety of deflnltlons 1s

o ; &
- avallable, the followxng best reflect the meanlngs as. they

are dealt w1th in thls study K e

Stress, accordlng to Cox (1974 494),_18 the result of

,‘

placed upon the 1nd1v1dual and the perceptlon of one sfg

‘xablllty to cope w1th those demands._- f = .‘dé;‘.

Burnout, accordrhg to Maslach and Jackson (1981A l),
ls‘a syndrome of emotlonal exhaustlon and cyn1c15m that
_ occurs frequently among 1nd1v1duals who work closely w1th
fﬁother people in a helplng relatlonshlp, as a part of thelr
’30? . Key aspects of thls syndrome‘are lncreased feellngs of
'emotlonal exhaustlon, the development of negatlve,,cynlcal
attltudes about thelr cllents, and. the tendency to evaluate

themselves negatlvely, partlcularly w1th regard ta thelr work



'xndepersonallzation,_an unfeellng and impersonal response B

emotlonal o\mrextensron ard eihaustlon caused by !the:.r work

'outslde the school system.

., o /
with thelr cllents. “ ‘; ", e

E

A Related subconcepts of burnout, defined by Maslach and

'Jackson (1981A 1), are emotlonal exhaustion, a feellng of

3o
|

| toward recipients of the;r service, care, treatment or

‘*klnstructlon‘ and lack of personal accompllshment, an absence

of a feellng of competence and successful achlevement of -

Ve

"their work w1th people. - 7i‘ - . kS .

Personal varlables are 1nd1v1dual characterlstlcs of

'pr1nc1pals,consrst1ng of age,,experlence, length of time in ?,,
:the same school type of tralnlng, de51re for promotlon andi

propensrty to- leave the school or JOb

Sltuatlonal varlables are characterlstlcs related to
/ \

the role of the prrncrpal~ these codsrst of type of school,'

srze of school, tlme spent ln classroom teachlng, type of

communlty, extent of teacher superv1sron, autonomy,

1opportun1t1es for promotion, and frequency of contacts |

\\‘
.‘\H.

e

Organlzatlonal varlables are role confllct whlch 1s,

b

:accordlng to Kahn et al.;(1964 19), the sxmultaneous

&

_‘.occurrence of two or more sets of pressures such that

P

5comp11ance with one would make more drfflcult comgllance

'w1th the other, and role amblgulty,whlch, accordlng to Kahn

et al. (1964 25) , xs the degree to whlch requlred
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1nformation is available to a given organizational p051t10n.

Overall job stress is the expressed opinion of

, \
respondents as to how much stress they generally find in

their work

o

Personal life—stress is the reported occurrence of

stressful situations in the recent pensonal life of the
respondents." |

Leisure- ‘time refers to aﬁsgndividual's out-of—schoor?

act1v1t1es or 1nterests that are. unrelated- to the role ofe“~
school prlnc1pal.

" ; %

Dellmltatlons

-]

: The study was dellmlted to 272 of the 577 pr1nc1pals

| llsted in the Dlrectory of SChOOlS in -Operation 1982—83 of

dthe Provxnce of Nova Scotla.. Only 1nformatlon prov1ded by
questlonnalre responses of pr1nc1pals was used in this
'study | | |

Stress lS a complex phenomenon w1th a nmnber of

-

dlmensSOns. Thxs study was dellmlted to an examlnatlon of
an

‘-=role confllct and role amblgulty as potentlal occupatlonal

'stressors, burnout as a stress response, and prlnc1pals
v'perceptlons of overall job stress and personal llfe stressL

Although>stre can ‘be either. posmtlve (eustress) or
. . i \

8 study was dellmlted to an

negative (distress)

e effects of stress on the school

~examination of gthe

principal.
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ﬁ'a distribution of scores for the instruments used anad -

Assumptions:

-

“ , The following assumptions were made invrelation to _

this studyf

1. - That the responses of prinCipals would represent
represent both high and low scorescon the burnout, role ::d
conflictrand role ambicuity scales and'notkcluStéf,ataanyi
point on the scales, Y e _‘ o

2. That the responses obtained fromrthe sample of ».
principals would" be representative of the population of '
Nova Scotia prinCipaIs, and |

3. That the responses prOVided by prinCipals would

represent their true feelings L ._'“l'ff'“gfsv'j. C

i L B Limitations

RN

' Because. the study was" delimited in the breadth of the

¥ -

concept of stress examined tnere was ‘a limitation on the_

interpretations that could be. made regarding stress in

: general. The study ‘was deSigned to be cross sectional in

@

nature, hence, generalizability to earlier or later periods

”of time was limited

. The methodology employed in the study required that

'information be collected through the use of a questionnaire.

As a result the data‘that were ‘obtained were limited'to

questionnaire responses without follow~up interviews or -

discussions.



‘organlzatlonal faCtors. ﬂ L

i

‘ Thevstudy‘was designed to:deVote‘attention primarily to

organlzatlon-based sttess, and therefore was ‘limited in

‘1nferences that could be made about personallty and non-

7

Because the subjects of the study were Nova: Scotla
0

pr1nc1pals, who may not be representatlve of all principals,

. generalizability of results-is limited.

OrganiZation of the Thesis

‘This chapter contains an. introduction'to'the research

“problem, justlflcatlon for the study, operatlonal deflnl—

° Il\'

' tlons of terms, and statements of dellmltatlons mllmltatlons

and assumptlons. R S S N

_The: conceptual models of stress are rev1ewed and a

«

conceptual model for the study 1s presented 1n Chapter 2.

.AIn addltlon, llterature con51dered relevant to the delimited

i:aspects of the'study 1s rev1ewed ”Major topics.include

.

’stress,-burnout, role confllct,,andrrole_ambiguity;

The research design.and_methodoEOgy{are presented in

,chapter 3. - The research instruments are also evaluated on-

the basis of reliability and validity reported in previous: .

*studies, and their‘appropriateness'in-this;study is reviewed.

The profile of respondents is presented in. Chapter 4.

-The:personal and situational characteristics oﬁrrespondents

~ are.outlined and their responses to ‘the role conflict and

role ambigquity inStrunent are_tabluated: 1In addition the
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E prlncipals' 1dent1fied job stressors and lelsure time
' activities are prov1ded in tabular form. From this chapter
‘the reader should be able to determine the charactetlstics'
of the sample used 1n the study | ”
| The data collected on ‘burnout are presented and
analyzed in Chapter 5.f The relatlonshlps between burnout
and the personal, 51tuational organlzatlon, lelsure tlme
and’ jOb stressor varlables are examlned and statlstlcally
‘analyzed. | ‘

-n

'The final chapter'contains a summary of the studyvand
its major findings. The flndkngs are'dlscussed in relatlon

4
to the research problems and in relation to the llterature

on stress and,burnout. Finally, conclusions, 1mp11catlon5{
. . ' s

and general impressions are presented..

Y ) .

. ’ o
v \



CHAPTER 2 '
" Review of Related Literature .

and Conceptual Framework

" fThe literature related to the study is the subject of
this‘chapterrk'The'literature review serves to provide 55
,background to the study of job stress and burnout among
school pr1nc1pals and a conceptual framework for the study

Stress studles in a number of fields are reviewed to brlng

-~

together ex13t1ng lnformatlon, to identify 1nadequac1es 1n

-~

avallable lnformatlon and to justlfy the selection of the )
research problems of the study. i
This was a descrlptlve ‘and exploratory study or job

stress and burnout among school pr1nc1pals, and, in , "

particular;‘a study of the relationshrps betweenbburnout.

‘.

Polé conflict, role;ambiguity, and personal ano‘situationa; .

characteristics of’principals; It was'considered nébessary,

therefore, to prov1de a review of the llterature that (a)"

examines the broad field of_stress, (b) establlshes a

- -

conceptual framework for the study, (c) examinesﬁcurrent

1nformatlon on burnout as-a stress response, and (d)

examlnes current lnformatlon on role- confllct and,role

amblgulty. Hence the_revxew is delimited to.the followingf

—

: _ _
major toplcs:

15
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1. The genéral field of stress studies,

2. Conceptual models of stress,

3. Burnout as a stress response,

4. Role conflic£ as a potential &ccupational stressor,
and |

5. Role ambiguity as a péte;tial occupationalistressor.

Considerable literature on the toéic of stress is
available; however, only literature that was considered
relevant to the above major topics has been included in this

review.

*
>

Conceptual‘Definitions and Difficulties

A review of the:literature’ipdicates £hét there are
numerous definitions of the.term "stress" and a variety of
reséaﬁch approaches td.tﬁe study of stress. The following
sectipn containslan outline of several of these approaches
and the development of a concept of stress that will‘bé
used throughout this study. |

As Cox (1978;1) claims, theeconcég; of stress‘isi 
gluéive; writers do not appear to agféé oniapy.single
definitién. It is a term thét=;is.familiar'£o both’iaymen
and profeSSLOnals alike; it is understood by all when used
in a generai context but by very few when a. prec1se account
is requlred |

‘ Further dlfflcultv ‘with the use of the term is

explained by McGrath.(l976:l393), who states that "the word

-
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'stress’' is8 a pejorative term." The connotation generally
given to "stress" is that it is bad and ought to be avoided.
This, however, is far from the concept of sitress advanced
by Selye (1980:128) who claims that

stress is not something to be avoided. Indeed,

by definition, it cannot be avoided, since during

every moment of our lives some demand for life-

maintaining energy exists. Complete freedom from

stress is death.

Selye's (1974:27) definition of stress presents a broad
application of the term as "the nonspecific response of the
body to any demand made upon it."” In this context stress
can be physiological or psvchological in origin, and is
identified by the response characteristics of the organism,

In an effort to simplify the definition, Selye (1980:142)
explains that stress consists of four components, as outlined

in Figure 2.1. Good stress (eustress) and bad stress

(distress) represent opposite ends of a stress continuum.

FIGURE DELETED FROM MICROFILMED COPY

DUEJTO COPYRIGHT RESTRICTION

The Four Basic Variations of Stress: Selye (1980:142)
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Simiiarly, overst;ess-(hyperstfe535 and‘understrésg {(hypo-
stress) ;epresent another continuum that intersects with thel
eﬁ§kreé§—distress axis.‘ Alfhough it is possible for an
‘inéividﬁal to be located at any positién on this schematié,
representation, Selye (1980:141) claims that "Our goal -
'should be to strike a balénce beﬁween-the équally deStrﬁctive'
forces of’hyég— ana hyperstress, to find as much eustress as
ﬁossible, and to minimize distress." In this context, stress
isrnbt'destfuctive only; it may,_on the contrary, represent
positive forces. | |
Baum, Singer and Baum (1981:12) provide ahother outlook
when théy suggest that there are three differént waYs to
study stress if it is conceptualized‘as having source,
transmission and.audiEnce: The study of éourées of stfess,
or étregsors, emphdsizes distinctions amohg‘thewmany égeﬂts
Org%vents that stimulate the ind%viduai. The study of
‘transmission emphasizésAthe individual's interpretation of
an.agent or event as threatening. The study of audience
emphasizes, the respoﬁses of thé organism to stressful
situations; D |
In actual pracéicé the study of stress has developed
from' a number of perspectives and many mod?ls have evolved.
Ivénevichuand Ma;}eson (1980:33), for e#ample( list eight
" different models of stresé tﬁat»they refer to as Ehe

biochemical model, psychdsomatic model, combat model,

9

o .

[ @
\



{  ..adaptation model, disaster model, occupational model,:sbcial
AN S - ’ ' A ‘ S
) environment'mbdel and process model. Each provides a

paN

o different perspective for. the eXamiﬁatibg of N f
stregs.' R
Despite the appafent~préliférati§ﬁ of.approaches;,Céx'
. (1975:493-494) contends that "attémpts.at defining the

rather'vaghe but‘important ébncept of stress have... tended

”'tO'revolve,around;f;e of,thfeé-types.of4models." He

identifies these #W&dels as the enginéering model, the-

=8

physiolbgical_model'and the  transactional model. These
general models ehcompass many of. the models outlined by

Ivanevich and Matteson (1980:33).

L)

-

' Engineering Model : : : : o .

This model is derivéd from the pﬁ?sicai sciences,
ﬁ%imarily on Hooke's Law of Elasticity. In.écience this
‘law’describés how loads-produce a defbrmat{qn in métals.'
Afstréés or.loadvis plaéed_on a meﬁal, and a §train or
deformation results. If the st;aiﬁ.fallg wiihin the elastic’

limit of the metal, the metal will return to i£S’original

condition when the stress is removed. If the strain ' //a
_exceeds the elastic limit, some permanent damage will ' /M//
result.

The ana;ogy suégééts that people have an'elasti; limit
in theifﬂresistance to stress. If the stress exceeds that

limit then ggrmanent physiological or psychological damage

[

%
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‘ngsiqlogical'Model-

4

~ N N Tt

'may resuLt. In this>modél, according- tao Cox'(r975§493)/

stréss "is firmly rocted in”the’stimulus;characterisfics of
thebehvironment. Stress is What’happensfto_a person, npt

what,héppenévwithin-him," y o ; ’ N

f

This model empha§12és the'responSe aspect of stress.
According to Coxb(l975:493),'it "has sought tO‘Speciﬁy the
pattefh of'bhyéiologicél and psychological response which

may be taken as evidence that an individual is sufféring"

stress." It is based, to a large extent, on the work of

;

Harns Selye and his'concept;of»a non-speéecific fesponée to

stress.  This model results in study being directed

e

aprimarily‘at'what happens within the person as evidenced by

the stress response.

-

Trahsactidnal Model

~

4

In this approach, which Cox (1975:494) claims is'"in
many Wéys a compromise between the previous two models, "

thefintergctidh between man and the environment is theubésib

‘emphasis. Stress, in this context, arises when there is an
i t . . o .

iﬁbalance between the perSOﬁ'é perception.of the, demands

placed upon him and his ability'tovcoﬁe with*the demands.
A . : ' ‘ ‘ ) :

It ts essential to realize, Cox (1975:494) qlaims, that

3

"the important balance "is- not between actual demand “and

‘actual bapabilitylbutkbetween perceivéd demand ‘ancé perceived

i
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"‘capablllty The imbalanee that is created as a result:
‘produces certaln behav1oral phy31olog1cal and subjectlve

responses. A schematlc dlagram of the transactlonal model
i of stress is shown in Flgure 2. 2 |
 The transactlonal model as outllned here, is the
; baSlS for the dlscu551on of stress on the’ follow1ng pages,
and the«COnceptual framework for the study is deggloped
,from thls transactlonal model of stress “_,J . .
' An exten51on of thlS transactaonal model 1s proposed
: by Howarth (1978) and c1ted by Cox (1978 2l), who clalms
that there are four theoretlcal views of strees that may
explain the 1mbalance between percelved demand. and percelved
ablllty to pope.A Thls,d;frerentlal may have rts ormgln rn

S

Y‘-biOIOQical, sociaI, developmental or phenhmenolOgical“

‘characterlstlcs of the 1nd1v1dual.‘ In’biologieal terms,-a,"

'rson may experlence stress ,J.f hlS llfestyle differs too

- -~much from the evolutronary adaptation of prlmltlve man. In -

soeialJterms,'a‘person hay experience stress\ifhhe'is
"Jexposed to confllctlng‘soc1al pressures, -such- as being
_forced to play inconsistent roles.~ In developmental terhs,
a person may expgrlence streSS/lf he has not been prepared
by upbrlnglng or, educatlon for the demands 1mposed by his
1ifeSty1e. ‘In'phenomenbloglca} terms, a person may_v
experienCe_stress~if his'lifestyle'failsfto match his

_aspirations or-ideals. e

¢
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Figure 2.2

ATranS‘aétiOnal Model of Stress
- Cox (1978:19) -

o
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: McGrath (1976:1352), whose writings reflect a
preference for the transactlonal model of stress, explalns o
' what is meant by stress in the follow1ng statement

Stress 1nvolves an 1nteractlon of person and
environment,, - Something happens 'out there' which
presents a person with a demand, or a‘constraint, .

. or an opportunlty for behavior.” From a
definitional standpoint,; the extent to which the
demand is 'stressful' depends upon several thlngs.
First, it must be perceived by the 'stressee'
Second, it must be interpreted by him, in relatlon
to his ablllty to meet the demand, circumvent,
remove, or Yive with the~constra1nt or effectlvely
‘use’ the opportunity. Third, he must. perceive the .

potential consequences of successfully coping with
(i. e.,alterlng) -the demand (constralnt, opportunity)
as more desirable than the expected conSequences of~p
leaving the 51tuatlon unaltered'

’McGrath-(l978 1356) further explalns that a stressful
event is composed of a. four stage cycle outllned 1n Flgure
2.3 Inltlally there is a requlrement for an env1ronmental,
51tuatlon whlch is oercelved by the 1nd1v1dual as stressfurff
_(1 e.,leadlng to some unde51rable effect if left unaltered
or to a de51rable effect if modlfled) The focal person'
"then chooses ‘a response alternatlve and- executes that'
response with the intention of changlng hls relatlonshlp to
: the 51tuatlon. ’That response, McGrath (1976 1356)‘cla1ms,
has “some cOnsequences {or hlm and for.the sltuatlon,'t;ongn

P

not necessarily the intended ones." .
*

‘McLean (1979 37), who also supports the transactlonal

model, draws attentlon to the emergence of a- stressful

situation. ‘de says that "two factors help tao determlne‘

<



"exposed to the situation. McLean (19

W ' . , 28
A S ' ‘ * ‘

=
Cif alspeCific'stressor will,proaucefsymptoms.f These two -
 factors are context (McLean's term for the egternalp |
,env1ronment) and vulnerablllty kthe Vulnerability of the

; 1nd1v1dual at the time" of stress) The relatlonshlp between

- the stressor, context and vulnerablllty is constantly
‘ changing, as'shownxln Flgure 2.4. The p01nt at which

- e

'context, vulnerablllty and stressor overlap, McLean (1979 39)
states,,"may be thought of as the individual's symptomatlc

,hreSponSe- McLean (1979 57) clalms that not only does our
N :
context change over tlme but\"our vulnerablllty to stressful

»events and condltlons fluctuates\c%nstantly _ Becanse'of

the varlablllty 1nvolved in thlS re}atlonshlp, stressorsl

in the work settlng are percelved ai ferently by each person
ﬁ>§ 15) contends, . ‘

,therefore, that "one person S, stressor ;éems to be another

"person s stlmulus. R : : R

\,
The 1nd1v1dual nature of stress is explalned by. Cox

\‘

(1978:25) when he states *hat x

Stress can only be sen51bly deflned as a percéptual
phenomenon arising from a comparison between the
demands on -the person and his ability to cope.
. An imbalance in thi$ mechanism, when coping is
,1mportant gives rise to the experience of stress
Coping is both psyvchological (invol¥ing cognltlve
‘ and behav1oral strategies) and phy51oloq1cal If
4 normal coplng is ineffective, stress is prolonged
and abnormal responses may occur. The occurrences
of these, and. prolonged exposure to. stress - per se,
may -give rise to functional and. structural damage.
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Figure 2.3 A Paradlgm for Analy81s of the Stress Cycle
’ McGrath (1976:1356) v :

FIGURE DELETED FROM MICROFILMED COPY

VDUE TO COPYRIGHT RESTRICTION

@

Figure<2.4 Symptomatlc Relatlonshlp between Context,
'~ Vulnerability and Stressors . @ = '~ R
McLean (1979: 39) ' _ v
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Co?ne‘and'Lazarus (1980-150) 1llustrate the complex1ty
of the stress experlence ‘'when they claim that in a stress:
encounterlfenVLronmental demands, cognitive app:alsal
~procesiss, copiﬁg and eﬁotional response interpenetrate,
’eachlaffectingﬂthe other:." ‘Dependino on ﬁow the observer
punotuates the unfo;ding seouenoe; antecedent status caﬁ.
be assigned to.an? number Of'configurations‘offthe"
variables. McGrath (1976E1372) expresses- a similar view of
the interact}ohal nature of stress when he says that "we
have‘to.think>of the.streSS cvcle as a complex set of
procesSes‘which reflect the 1nd;v1dual S contlnulng,—— and
‘two-way -é‘interchange with the.environﬁentfﬁb('> .

In the transaction that ocours between the‘individual
and his envifonmeht, potential stressors may or may not
become actuai'stressots for,eve:y-individual. :Ky;iacou and
Sutcliffe (1978;4) point out thatl"actual occupational>‘
stressors are conceptuallzedyas a’ subset of potentlal

occqpatlonal stressors, not. What po entlal occupatlonal

< . [
/ .
stressors become." /

e . ) L

Conceptual Model of Stress

There'have been a number of'oonceptual-moaels of_stress,'
presented'in:the literature (DohrenWend,'l96l;,French and-
Caplan, 1973- Levivml973 Kegan and Lev1, 1974; House,il974;
Miles, 1967A Cooper and Marshall %976; Gﬁelch, 1977;'

Swent and Gmelch, 1977; Howard, tunninghah and'Rechnitzer
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1977; Cok, 1978; Quick and Quick, 1979; Fineman, 1979; and
Chr;stie’and McBrearty,'l979).y The ebnceptual model of
Kyriacou and Sutcliffe (197é)nhas been adapted for use in
this study; it is a transactional model that emphasizes
»the“interactipn between the individual and the environment;‘
_The Kyriacoﬁ and Sutcliffe (1978)7mddel has been‘chosee
for‘seQerai reasons: (a) it‘is‘en educatien-based model
that has been used extensively in British studies as well
es_in CanedianeStudies by Williams (1981) and Jankovic
(1933) (b) it is suff1c1ently general to be appllcable to:
fields,out51de educatlon; and.(c) it dlstlngulshes between
potential occupational'stréSsors and stress response that
allows for atmore specific anelysis'of role confligz and role

. A
ambiguity as potential occupational stressors and burnout as

a stressg response. €
~ . . , v
This model, outlined in Figure 2.5, ®istinguishes -

between potential stressors %ﬁéx 1) and actual stressors

v

(Box §) which may resultwip the occurrence of,stress for an
individual (Box 5). ‘Potential stressors willmonly result

in stress 1f they are first percelved by the- 1nd1v1dual as
constltutlng a threat to self -esteem ?r well- belng (Box 2\'
The appraisal of themdemands made upon the 1nd1v1dual will
aepEnd upon the 1nteractlon between 1nd1v1dtal charatterlstlcs
(Box 7) and his pe*ceptlon of -the demands made upon him. The

appralsal may also be affected‘by non-occupatlonal stresso;s
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(BOX 8), ootentlal stressors not spec1frcally related to the

_job{ Coplng mechanlsms (Box., 4) are reoresented as attempts

to deal with the actual_occupational‘stressors by an

1nd1v1dqal. There are .also respOnse correlates of stress

‘ -

'(Box 5) that may be psychologlcal or phy51oleg1cal..

~

In this mode1 Kyrlacou and Sutcllffe (1978 4) clalm

'that stress "lS conceptuallzed as ‘being’ dlrectly related to

.

the degree to whlch the coplnq mechanlsms are unable to

S ’ N

deal with actual stressors and the\degree to whieh the

teacher appraises that."

. There are four 1mpértant feedback loopsﬁln the model.
' Feedback (a)_lmplles that the coplng mechanlsm employed -

by the indiv1dual to deal Wlth the actual stressor gay

.

affect ‘the appralsal of the potentlal stressor Feedback

(b) 1mp11es that étre#s 1tself may affect appraxsals

’

directly pr 1nd1rectiy through feedback (e) .~ Eeedbagx (ay

implies that failure to react or cope with'demahds may
affect the individual's futuré appraisal of his ability to.
meet or cope with new demands. - \ - 1 ‘

P

. Occupatlonal Stressors

An 1ntegral component in ‘the concepttal model of ~
; Kyriacou and Sutcliffe is that of occupatlonal‘stressor
which becomes the source of stress in the workplate. Cooper, .
and Marshall (1976:14-22) indicate that it is possible to“'l

specify some categories of job stressors, and they ogtline

[
A \
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. (A

what they cons}der to be the.environmental stressors of the

workplace. They claim that there are five'jéb-related
potential stressors and one exfralorgapizationai source of
strgss. These are outlined schematﬁcaily in Figu:e 2.6.
The stressors are as follows: -
* 1. Factors intrinsic to the job, such as pobr~
physical working conditions, work overload; timéwpressure,
and physical, danger; ‘
Ai. + Factors involving role in the organization, such
as role ahbi%uity, role conflicﬁ, respons%bility for ?eopie,
and conflicfs;fegarding orgaﬁizational boﬁndaries;
- 3. | Factors }nvolving career development, su¢h as
'~bverpr6motion, underpromotion, lack of job security, and \ “ki
thwarted ambition; . -
4. Factors involving ;elations at WOrk, such as poor
relations with tﬁé boss, subardinates, or colleagues, and.
" dlfflculty in delegatlng responsibility;
fS. Factors involving organlzatlonal structure aﬁd
climate, "such as inadequate participatiqn in decision making,
réétriptions on behavior, office politics, and laék of
effective consultation; and
6. Factors involving ekﬁra-organizationél sources of
stress, such as family problems, life dissatisfaction, and

" crises.

To this list of potential occupational stressors Warshaw



31

(0S:6L6T) uwmooo pue TTeysIel

$5913S UY3ITM PI3IRIOOSSY 89 03 punoyWsjuswa(d 9°Z 2Inbrd

¥

i

i)

NOILDOIYLSHEY LHOIYAJOO OL dnd

Xd00 QIWITIIOHDIW WOHJd QILITIA TANDIJ



T

-consequences: 5

(1979:19) adds.change, ana McGrath (1976 :1369) includes

stress .within the individual which he brings with him to

the situation, such as anxieties and percepﬁual'style.
. s
" Although thege seems to be some con%ensus on the

sources of occupational stress, McLean'Zl979:lO) poinEs

out that v Vs
. By .
Glinicians would agre&jthat the major source of

stress reactions lies in the feelings which may be
difficult to fally assess or understand.. They would
be inclined to acree that often an individual does
nct reallv know what he is feeling and certainly

“much of the time s unaware~of why he feels ‘as he

. coes. : ‘ -

McZean (1979:21) elaborates on the complexity of

assessing and identifyving stress responses when he states
. ) o

that "reactions to stress can only be understood in the

~context of the job holder's entire life situation. A job

is a part of life."

- Stress Response

The concept of stress g foonse is an important
component of the Kyriacou an¥¥Sutcliffe mcdel. Interactions

Cpen
Re A

between an individual and his environment that are inter-

oreted to be threatening result in the experienqe‘of stress.

. ) . ' - : C . ;,;% o e
If the stre§§ 1s:. extreme gr—ﬁ2r81stent; therg@ “are stress .

consequénces. Cox (1978:92) cites fivefﬁypes.of&stress

.
oY

k§~ Subjective effects such as anxiety, aggression,

g%féhy, boredom, depression, fatigue, frustration,‘guilt



Land shame, 1rr1tab111ty and bad temper, moodiness, low

self esteem, “threat and tenSLOn, nervousness and lcneliness;

'

i 2. Behav1ora; effects such as acc1dent proneness,

drug USEp emotlonal outbursts, excess’ve eatlng or loss of

'appetite, excessive drinking and Smoklng4<exc1tabllltyr
’ « - ' > : .9 ) . R

nervous laughter, restlessness and'tremblinj; '

3. Cognitive effects such as inability to make
o ; - ‘ [IRPAY

. decisions and to concentrate, :requent rorgetrulness, .

r

"hypersensrt1v1ty to crltlcwsm and” mental blocks;

4. Phy51olog1cal effects such as lncreased\blood
‘glucose ieyels, increased heart rate and- blood pressure,

drYness of the mouth,' sweating, dilation of the éupils;

difficulty in breathing, hot and cold?speilsﬂ-lump in the’
throat,'and numbness and tingling‘in parts-of the. body; and

5. Organlzatlonal efFects such as absenteelsm, poor

- -

lndustriaA relatlons,‘ooor product1v1ty, high acc1den

i

and labor turnover rates,, poor organlzatlonal climate,

antagonism at work and.job dissatisfaction. o
. \ - N

Margolls, Kroes and Qulnn (1974 15) similarl§ list five

dlmen31ons of’ job—related straln that could be evaluated to

-y N

assess the effects of job stress upon\workers.' Thelr

¢

categories’ are similar to the response categories-outlined

PR

by Cox.+ - _ o _ L g@zif

N 4 - " [y . . " ‘?
‘e . cy N Lo N
In summation, stress as described in the trangactional

3

model of Kyriacou and(Sutcliffegis‘made}up of several
/ . ‘-“'\ ()g .

s ".’ .‘o‘ . ’ ,.v
N T ’ - ga?lr . )
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componernts. j("I‘here musf be a potentiel stressor, perception
of the séressor‘and negative'comparison witﬁ coping ability,
.theﬁexperience of stress, a streSs reepohse, and, if stress
is prblqnged, chronic stress symptoms: Each of thesee

components’ interacts with_the other, making stress a highly

v

individual and~complexlphenomenoﬁ.

Burnout\

The stﬁdy of burnout is a relatively new field that'has
been expanded over the past eighr_years by writers‘such‘as
Chnistina‘Masiach and her colleagues at the Ugibereity of
California at Berkeley. Paine (1981:1), in fact, claims
that Herbert'Freudenberger "defined the term as a separate

5ehtity in 1974 qndvthe first empirical st ﬁiﬁs publishe@y

by Christina.Maslach two years later.”

. ¥

the literature since 1976, from a mu _,déwof perspectives,

lngludrng the loss of creat1v1ty boreaoﬁ any form of
work- related stress;'and job dysfunctlon. From'rﬁe eocial-
psychological perspective, the meaning of burnout'ie much
more ;imited. Aé‘Jackson and Maslach (1982:64) state,
A"research-on emotional‘burnout has focusedlattention on
feellngs experlenced by people’whose jobs reculre repeated
exposure to emotlona’lv charged 1nterpersonal situations.

'Spec1rlcally, the definition of burnout employed by

MasLach'(l978:113) involves the loss of coneern fer the
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people with whom one' is worklng ) It is cOnceptuaiized as a
continuous varrable that Maslach and Je;kson (1981A 1) v1ew
as ranglnc from low to high degrees of experlenced feellng.-
‘.vIt is not v1ewed as belng either present or absent, but as
being on a continuum of intensity. |

In 1978 Maslach (1978 56) stated,;"the researcb is very
new. There are v1rtually no other studles from which one
cab pull an entire.and exact picture‘of?the burnout problem."
Only three Yeare’later, However, Peine (1981357) stated that
‘the area_ef inquiry Qes_“rapidly developing into‘avfield of

- knowledge ,™ and. MacNeill (1981:69); claimed that much of

the theoretical and methodological"werk related'to burnout

already eXisted% jithin the literathre of occupational stress.

There ‘are iﬁ:ﬁeations, according to Maslach (1978:114),
that burnout is best understood-and modified in terms of the
social and eituational faetors-of the job situation.

Although personallty variables are seen to be relatlve,’

the range of people who are affected by burnout suggests’ that
the causes may be more related to SLtuatlonal than to
kpersonallty cberacterlstlcs. |

| Burnout according to Maslach'(l978-ll3) " is also
corre‘ated with various lndlces of personal stress; Emotlonal
exhaustion is. frequentlvxaocompanled by phy31cal exhaustion,

illness and psychosomatlc symptoms. In addition, there is

an increased use of alcohol and drugs to reduce tension and

o



ot
B a‘;

- objectlvely and t@ assess the 1mportance of the circum-

~

e

' to scothe emotional turmoil. More mental illness is also
reported as people seek treatment for what they believe to.

be their own personal failings., Increased incidences of
‘ ; T - -

- marital‘and family conflict are frequehtly reported by

'peoole experiencing burnout.

~The study of burnout aocording to Maslaohiand‘Jackson
,(l981A l), 1s‘centered on three reactioﬁs to toe inter~
.personal invoivement of the jOb."wThé-key aspects are a ©
feeling of emotional exhaustion, the“developmeht_of cynical
'attltudes and. ﬁeellngs about cllents 1n the work setting and
the tendency to evaluate oneself negatlvely, partlcularly
with regard to'one s cllepts. | -
' The emphasis,ofﬁrese;roh has been on ‘those workiné in
the helping professions; psychologists, social workers,

therapists, teachers and counselors. The work that thesi

people do, acc¢ording tO'Maslach>(1978:56), "is often.

o,

‘emotbnallydifficult‘to handle on a'oontinuous basis -
fdlffloult because hour after hour, day after day, Vear afte
yvear, they are dealing w1th people's problems.

However, lnstead of belng able to Vlew the 51tuatlon'

stances in whlch they"work, helplng profe551onals,'according.
to Maslach (1977:15), have a strong tendency to blame
themselves for the problems. 'They_overestimate,the

importance of dispositional variables relative to

I
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enVironmentallinfluences. ‘?urthermore Maslach (l977:l7f>
.claims, they often view 13 people they work.wi'th as the
cause of their own problems rather than look at the
situational .circumstances. |

Maslach (1977-20)'claims that the structure of the
'nrelatlonshlp w1th the cllent in the helplng profe5510ns
actually helps to promote and malntaln negatlve perceptlons
_of‘rec1p1ents. Therempha51s oﬁ_the 1ntsractlon is the
focusing on"a‘problem,'there is little oositive'feedbaok,
the level of emotional_stress ls high, and'the'probability'
of change or responsiveness by_reoipients is low. K

The inability_to cope with this continual emotional
stress results in burnoﬁt, whicthaslacH (1976:16}
':describes as the loss of‘all concern; all emotional'feelings ¢

£

for the persons with whom they work so that they o§me to

treat clients in a "detached or even dehumanized way."
’ . . # Lo

Mattingly (19775131) describes the onset of purnoutr'

in the follow1ng terms:

The person who is burnlng out is: usually aware
of only a vague and inarticulate personal distress
for which he has no name. These feelings manifest
themselves in a variety of ways, for example, in
reluctance to go to work, a nonspecific :
dissatisfaction with one's level of practice
reflected in feellngs that one should be achievinag-
more or handllng crisis situations with greater
skill or success, Along with {these vague feelings®
of personal professronal dissatisfaction comes a

,growmng fatlgue.

. : oy
The'long anc short term effects of burncut are a

]
Vi



38

deterioration of physioal'well-being, exhaustion, illness,
-insomnia, ulcers,»migraine headaches, as well as more

serious illnesses (Maslach}l976 19) From the organizational

point of view, there’ reems to be evidence of impaired
performahce, low worker morale, absenteeism, and high job
turnouer (Maslach 1977 4) The desire to’change jobs,
accordlng to Jackson and Maslach (1982 72), "supports the
,popular assumption that job~ related stress 1sﬁan econowlc
llaplllty for organizations." | . =
.From-the client perspective, Freudenberger,(l9f7:98)r
claims, burnout 'is a multiple threat in that it incapaoitates
.

the helper, robs the client, and propagates negativism and

- s : Syl e
despair within both, while it simultaneously diminishes

" 1

coping defences agaihst/that negativism‘and despair.

: Famllles of the burned out workers also suffe%/ﬁ’;igkson
'and Maslach*{l982 74) state that "it seems llkely hat one's
'reactlon to work will part1a1ly shape cne's. behav1or at
“home. - And(there is little doubt that’ the reverse is also

trUe;"l Similarly Maslach (1978 57) contends that "burnout .
rates soar whenever there is a fallure to make a separatlon
‘between work life and one's private life." |

Koff et al.. (1981:1) claim that the terms "executive
'stress” and "executive burnout", often used to describe the
stress experienced by a high level business admi@istrator,"

apply equally to school administrators. In:addition;to the



interpersonal demands of the position,‘the professional may
face‘further?pressure, according to Cherniss, Eqnatios and
hWacker (1976 431), as a result of the ourtent social
questlonlng and cr1t1c1sm of profeSSLOnal authorlty and
Yother aspects of professional status. The effect is often
san intensely -experienced petsonal_proble@< |
Maslach and Plnes (1977 105}, in'examining the child-
care’settlng, state that "an understanding of the stresses
- facing_the staff person, and the’wa&s»intwhich he or she
copes w1th them, is critioai for ensdring that the person‘
delivers h;gh quallty care and teaching to the- child.
It seems reasonable to extend that 1nterpretatlon to all
persons bmplpyed in the helplng profeSSLOnsL 1nCLudlng-
principals.
- Those who:workﬁthe hardest‘and are ‘the most committed,
“accordlng to, Freudenberger (1974: 161) 'are the most
susceptible to ournout. Thusrthe danger 1s that those w1th
the most notential nay ke the ones who experlence burnout °
most intensely, with debilitating :esuits for themselves,
their.clients, theirwfamilieS.aﬁd the otganizations'for>'
which they work. |
o-For the pr1nc1pal theae .may. be other ractors that
‘contrlbute to burnout. Accordlng to Maslach (1976:22),
.butnott':atesrare Iower for those who share their petsonal

| éﬁ?eeiings with their colleagues. This is an activity that
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is limited for princ¢ipals and bthers in supervisory~roles.
v . . ’

Burnout Studies ' L

| Hall, Gardner, Stiékney and'Pfefferbaum (1979:12) state
thét over the past‘decade, go&ernment and industry havé
shown increasing concern over the mid- and ﬁpper—lével
executive who suddenlybis uﬁable<to perform his job despite
years_of traih;pgvand exper¥ence. Ffeqﬁently,this con;ern
is expressed in termsbof‘purnout. Farber and ‘Heifetz

. ’ ' »

(1982:293), who use the term "burnout" in referring to the
B same problem, stéte that "burnout is becéming‘a probleﬁ‘bfb
increasing public and prqfeSsional concern. Indeed, it may
well becbme‘the 'catch phrase' of the 1980's.”"

Perlman and Hartman (1982:283) deécribe burnout as a
result of the.interrelationship of seve;al'factors énéoun;ered
in modern éociéty. They‘claim’thét bﬁrnout is ﬁarticularly
apparent in the helping_professions, where a gréaﬁ deal of
the burnout iﬁvestigation is'féking pléce. According to’
théir studies, burnout reéhlté,from Ehe inte;play of seyefai
*factors associatea Mﬁth the helping professioné\ (af the
.intrihsic‘cha:acteristics of these pgofessions;r(b) the k
growing importance of human service‘delivery; (c) the
charactéristicsﬂof public sector ofganizations,'%hich may.

further place ‘@ burden cn service deiiverers and
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administrators;,and (d) the physical and psychdlogicai

ef fects of stress for all workers.

i

Definitions

Freudenbergér (1974:159) presents the original definition
of the term burnout as a job-related outcome. He}e}éims that
to burn out is "to fa;l, wear out, or bécome exhausted by
making excessive demands on energy, strength or resources."
~ Since that time‘it has been éivenVa variety of interpre-

.tations. ;SaVicki and Cooley (1982:415)‘pléée some. Of the‘
re%ulting confusion in perspective:
- The enthusiasm generated by the concept of
burnout is at least partially due to the
. descriptive, metaphorical nature of the term

‘burnout, which vividly portrays the emotional

consequences of stressful employment. With the

growing popularity of the term, the inevitable

blurring of its definitional boundaries has

occurred. Attempts to understand burnout

empirically will be hampered if several distinct’

(or indistinct) phenomena are being grouped

together. » :

Savicki and Cool®y (1982:415) claim that althouch there.
has been little systematic research on burnout, everyone-
seems 'to have an opinjon. They maintain thatvin the current
literature "75% of articles vehemently decry the ravages.
of burnout and only 25% actually cite data sbecificaliy

relevant to their burnout conceptions.”

Shaw, Benskyv and Dixon (1981:2) propose that for educators

k)

T
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the definition thét is most appropriate is one in which
burnouf is described as ?eXcegsive~exposurévtp émbiguoué,
inconsistent and/or uncontrollable demandé" that occur
when an individual reaches his adabtabilipy’limit.f

~.Paire (1981:6-7) examines the definiéiopal problém in
detail, and'ogtlines fivé.separéte definitiéns of bufgout:

1. Thé Burnout Sﬁfess Syndrome (BOSS)‘which has

identifiable clusters of feelings and‘behaviors most

commonly found in stressful or highly frustrating work

enviromments; L o _

2.  The Burnout Mental Disability (BOMD), which is
often a serious, clinically significant pattern oI the

*

personal distress and diminis

~ed performance that is an
end state.of the burgdut process;
3: The éurﬁout ProéessJ(BOP) which is the usual
[

sequence of different stages or phases occurring in
‘individuals, eachvstage presumably indicating an inc;ease f
in distress and diéability;

4. "Burnout Etiol&gy, which is a study of the factors
in and Jdutside the Qork environmeht that contribute to an
individual's BOSS; and |

5. Burnout Organizatiohal Outcomes, which are the.

short- and long-term impact of the BOSS and BOMD on

organizational functioning and performance.

P
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The current and most frequently used definition is the

one proposed by Maslach and Jackson (1981A:1), who have

developed the Maslach Burnout Inventory. They define

burnout as ,
a syndrome of emotional exhaustion and cynicism
that occurs frequently among individuals who do
people work. Key aspects of this syndrome are
increased feelings of emotional exhaustion, the
development 'of negative, cynical attitudes about
one's clients and the tendency to evaluate oneself
negatively with regard to one's work with one's
clients. ! ’

Savicki and Cooley (1982:416) indicate suppoft for this
. ~‘.‘ ’ . ) . e st
definition when they state that "to dake, the Maslach

Burnout Inventory offers the most research-based éefinition

of'bu;nout."

S fter a thorough examination of the fesearch literature
on purnout up to 1980, Perlmaﬁ‘and Hartman (1982:293) -
conclude that the dﬁftion of Maslach and Jackson is the
v most frequently used %?Tinitign found in the literature.
Following a content analysis and synthesis of forty-eight
reéearch articles, they conclude that "burnout tis] a
response to chronic emotional stress with three components."
The components -are (a) eﬁotional.and/or physical exhaustion,
(b) lowered job productivity, and (c) overdepersonalizagion.

These are, they claim, synonvmcus with the emoctional

exhaustion, depersonalization and personal accomplishment |

/
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subscales of the Maslach Burnout Inventory.

Of particular note in the definition of the term is the
contention by Perlman and Hartman (1982:293) that there are

many things that do not belong as yet in the burnout
Y "
deff;ition. They state that

research does not vet support inclusion of

other symptoms or components authors speak

to (such as low morale, negative seli-concept,
anger, cynicism, negative attitudes toward
clientele, increased emotionality, suspiciousness,
overconfidence, depression, rigidity, absenteeism,
more time spent on the job, leaving job or drug

use) into burnout's definition. Thev mav be .
correlates but do not seem to comprise its prime
dimensions.

Burnout and Stress

Much of the early research on burnout was concentrated
on describing the phenomenon. According to MacNeill
(1981:78), the definitional‘clarity that seems to have

L]

been provided by the work of Maslach has resulted in

“eseahch Qon. burnout that is moylng "from the descriptive

r)h S

‘to ‘the preéictf
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phéhomenon. Burnout reflefts.models already dev eloped in
I v;qﬁ ’
oqgu';flonal stress., MaCNelll (1981-77) maintains that in
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of a broader concept or burnout that seems most logical and
most likely to be fruittul.
Perlman and Hartman (1980:4-5) express a sinilfr view,

and advocate an exgansion of the research on burnout to
clarify the vrocess by which individuals arrive at burnout,

or to discover the methods by which burnout can be

P

prevented. They contend that this could best be done "fron
a stress conceptualization.”" They further argque (1982:16)
for the incorporation of burnout into a stress model:

Burnout is best understood as one subset of
stress reactions: responses to chronic emotional
stress prevalent among workers in people c-ntact
occupations. Other stress writings and rescearch
must not be ignored even if their primary focus
and context is not burnout. These data and
conceptualizations of the causes, antecedents,
and correlates of harmful stress and strategies
for its constraint and prewention aid in -
understanding the process of burnout.

%
In this research, bu gxamined using the stressg’

model of Kyriacou and Suts (1978). This 1s consistent
with recent recommendations that burnout be studied within

the context of organizational stress.

The Process v

As suggested in Paine's (1981:6-7) definition of the

burnout process, there seems to be some agreement that

@

burnout is not an end state but rather a progressive growth

over time. Einsiedel and Tully (1981:95) claim that "it

L]
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can be inferred from the list of syﬁptoms that the‘bSrnout
phenomenon is a process involving'the progrcssivej
‘deteriorsfion of the individual rather than_ a static
psychosomatic condition."
Edelwich and Brodsky (1980:42) present a similar

argument for the process dlmen51on of, burnout and claim
that burnout occurs over five stages, which thev label as
the peﬁiods'of (a) enthusiasm,}(b) stagnation, (c) frustration?
(d) a§athy and (e) intervention. Veninga(anc Spradley
L198%:38—67) describe the stages more orapg%cally;és»(a) the
.honeymoon, (b)- tne fuel shortage, (c) chronic symptoms,
(d) crisis and (e))hitting the wall. —

‘The conceot of process 1in burnout is consistent with the
definition of burnout advanced by MasZ&Fh and Jackson
(1981A: l) They claim that burnout is not. oresent or absent

but rather is located on a contlnuum of lntenSLty ranging

from low to high.

The éynarome

Paine (1981:5) contends that it is appropfia;g{to refer
to burnout as a syndrome in that it fits the defirnition set

'out;by the American Psychiatric Associatiecn in their

Diagnostic>and Statistical Manual of Mental Disorders (19€0).

A syndrome is defined as "a grouping of symptoms that cccur



together and that constitute a recognizable condition:"

Maslach (l9818-ldb) élso claims that burnout is a syndrome

when she descrlbes the research from which the Maslach

"~ Burnout Inventéry was developed. She states that "tHe
geherally consistent patternhof-fihdini"that emerged‘from ‘
these studies led us to postulate a specifio syndrome of
"burnout...." : _ } o

The diseese comparison is also proposed by Kamis
(198%:57) who draws similarities uith work in the mental -
’health setting, where predisposing, precipitating and |
Jperpetuating events constitute a behevior disorder, and:
'suggests that in the study‘of burnout these areas can be
_equated to lndependent 1nterven1ng and dependent variables.

She further suggests that an eDldemlologlcal model of stat

burnout may - provide an*ayenue that will offer clarity to
. /’ '
the study of burnout. | .
/ N

Carroll (l980:223),/howéver,‘claims that the disease

9

R

i
{

model is. not appropria#e since -"burnout, simply statedkxis

. {
not an individual disease. It is an ecglogical dys-
‘ / .
function and must be dealt with as such." Nevertheless,
| ; | . -
he does claim (1979:207) th‘hhe "pathogenic location"

of .burnout lies in the interaction between the individual
and the environment, which suggests that he sees some

functional utility in the medical mcdéel.
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In-another description of burnout, Jones (1981:122)
ailudesﬁto the medical analodgy when he states that

"definitive experimental studies have not been undertaken
to identify the causes, developmental course, conseguences,

tand curds of burnout." The choice of words suggests a

medical comparison. L - ‘

Causes : N -

v - ) )

Because theswriting and research on burnout has primarily

been deScriptivé, and is onlv recently beginning to examine
‘ : @y . T
causes, Perlman and Hartman (l982:302)ﬂ%laim that there\has

been little success in gaining "insignt into explaining its
. '\ [ A

causes, prevention and cures." There is, however, a good
deal of conjecture by writers such as Freudenberger and .

Richelson (1980:200), whouhaintaiq fhat burnout is produced

by "an incompatibility in the relationship of ah‘individual
to the society of which he is a part."
. < - .
Véningé‘(l979:45) définqs thi’'s incompatibility more
. : : % .

explicitly when he says that burnout is "the failure to-

3

"realize one's expectations." In this regard he <claims -~

(1979:47) that the frustrations of héving res?oysibilipy

without authorﬁty or the necéssary resogurces, and withocut -
. ‘ PR

commensurate #inqncial or psycholecgical rewards for

responsibility, are both 'factors that may contribute to

( >
.
[T

} :
| . |
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'employee burnout. .

It is also contenaed by Veninga (1979:45) that those
who do burn out tend to be idealistic individuals whoﬁ ﬁe .
describes as follows: | , . b

: Their realism is‘footed'in.positive{perceptions

about themselves and about what they believe they .

can accomplish. An idealistic administrator would,

for example, come into an organization w1th fresh

ideas, vibrant enthusiasm and a strong commitment

to strengthen the effectwveness of the orgaqlzatlon.

Freudenberger (1975:74) e#presses a eimilar view abouﬁ
the committed worker who takes on "too much, for toq‘lon§,
and too intensely" and consequently gets himself into a
pefsonal burnouﬁ_trap:

Veninga suggests (1979:45) that persons in eertain
occtpatione may be more susceptible to bufﬁout than others.

He reports on a survey of 130. occupations and states
that the career of manager/administrator is one of the most
stressful of all oecupations. Veninga and Spradley~{l981:ll)
add furthe* support for thls argument. when they reoore on a
study of 4473 people bv the American Academy of Famlly
‘Phy51c1ans.1n 1979. The survey 1nd1cates, they claim, that
business- executlves normallv or always 'work under pressure
80% of the time, and teacners and secretarles normally or

always work under pressure 66% of the time.

Kahn (1978:61) aleo supports the view that ﬁanaéerial
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personnel m?y be subject to severe stress and pdqsibly
burnéut.‘ He sﬁates, basihg‘his'evidence’on laboratdryi
experiments,>that "§train'reacheS‘é very high level when
thefe is a task-in which one pé;ticipant has the responsi-
bility for performance that rewards or punishes both
participants in a.situation." This is a fgnction’that
adminisfrétive personnei arevfrequentiy,required to
~undertake as a routine part of:theif'job;

LéCk of autonomy in the job situation hés'been péinted
out as aﬁother‘potentialléource of stress and burnout.
Maslacﬁ (1982:146) and .Pines and Aronson {1981:70)
indicate that perceived lack gf autonomy i@ﬁthe job
environment may be a powerful anteéedent;to burnout.

\

An earlier study by Heckman (1980) seems to Support'that
view. ‘

‘Another potenfial cause ofAburnout has been identified
by Shaw et al.i(l981:7). Citing several studies ccnducted
among teéchers:of special education students, they claim
that "the data indicate that the best predictors of stress
“are related to role clarification."

* According to Freudenberger (1974:162), boredbm ané
routiniza£ion may contribute as much to burnout as too much

' . ' \ . . . L
work and .too much variety. The implication suggested here

i that there is a need for balance in the work setting to

~— %
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prévent conditions. that may contribute to emplovee stress -
»and'bdrnout.

It is in this context that Pines and Aronson (1981:32)
_ N
claim that the causes of burnouﬁ@reé;qe primarily in the §ﬁ%}
R . B ‘d 4 .}" v ‘:A‘.: Iy . S

, : : . . A
environment rather than in the ifldividual. However,

environmental factors élone canmdﬁ éreaﬁé»@bnditiogg-of
stress and burnout since it is tHe‘interaction between the
ingividual and the environment that.results in the svmptoms
of gufnout becoﬁing manifest.

'Freudenberger211975:74-78) claims that_thére are certain
tvoes of personalitiés that may be more prone: to burnout than
others. He identifies them as (a) the dedicated and -committed

individual, (b) the overcommitted individual whose outsice
lffe'is%submsatisfaCtory, (c) ghe authoritarian individual,
(a) the-adminisﬁrator,‘and (e) the professional.

In éttemptingﬂtoioutline some of the causes of burnout, .
Savicki and Cooley (1982:416) differentiate between
t'environmental'and individual contributors to'burnout.. They
claim that théfe_are tyo‘environmeﬁtal cont:ibutors; (a)
factors related to organ%zation, such as intensity required
JOn‘the job, percéived con;rol of ghe w@rk environméﬁt,

availability and use of sbcial supports and feedback,

organizational structure, and management gualities; and

s

(b).factorséggéated tq{the nature of client-helper

k3
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interaction such as degree of negativity-or uncooperativeness

encountered and_clieht characteristics. There are three -
individual contributors to. burnout: (a) identification with
L - o . & .

-

the client, including overidentification or depersonalization;
(b} the-qttributional proeess, whicn‘indicates”the degree to
which the individual teels that he has control over
reinforcers andvoutoomes_or is controlled by luck and
ooinoidenoe; and'(c).the topinq styles and needs_of the

individual. .

~

‘Hall et al.:(‘97§ 6) employ’anothef°aooroach inv
attemptlng td ldentlfy the cayges 'of burnout when they

descrlbe structural SLmllarltles of orcanlzatlons or unlts

in whlch burnout occurs. They state tnat sumh units

usually have. ’ L " Co

1. - Excessive performance demands on personnel,
E ,.‘ . » . X ) . .»
.2, Heightened sense of personal responsibility and

involvement by the staff,
. ) . : R ! ’ ‘» 1‘ i
3. Ambiguous lines ¢f gactual authority,
4. 'Assignment to staff members of:responsibilit;es/

S

_w1thout approprlate authorlty,

5. - Work whose nature frecuently precludes successtul_
cutcomes, .and o T : ; .
6. Tasks yielding low personal satisfaction usually 3

outnumbering tasks yielding high personal satisfaction.
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A number of recent correlational studies have attempted

to identify somé.of the pattérps that may exist in burnout.
The age of personnel was a significant factor in studies by
Ganﬁ (1979), Heckman (l980f, ané‘ééhwab (1981); role con-
fliét ahd rQle ambiguity, by Crané kl982), Schwab (1981), and
‘ Westerhouse (1979); length of service in the orggnization,

by Crane (1982).and Westerhouse (1979); personal needs of
Kl , ‘ "E « ,
.self-actualizgﬁion and esteem, by Anderéoﬁw€l980); and ego’
devélopmedt, sense of accomplishment,'and perception of the
purguit of WOrthwhile goals,fby Gann (1979).
Ih summary,’ the causes of burnout are relatea to streSS;
’ bqf'at présent'the identificatioﬁ Qf,spécific stressofs is
largely specglative. Alfhouqh there has*been some research,.
tbere is a need for more information before.the causes of
burnoﬁt can be Stated_with assurance. Maslach (1982:145)
staées<tha§ burnoﬁt "is a complex interaction between
inafviduéi; interpersonal and institutional -factors and
" that all of them have'£b be taken into account." The
. _investigation i§ fgrther compiicated, if the contention by
‘ 'Paiﬁe (1981:4) is ﬁrue, that "the boundaries of burhout
‘ ’go.béyqnﬁlwha;ever it is»that burﬂoug'inventories currently»
‘ measufé." - - : » ¥
] "'The ?rdblem of idén£ificétion of causes is summed up bfv

Perlman and Hartman (1982:292) who claim that a good deal of:

-

y -



the reason for the lack of identification of causes is-
that "there exist few sources with inferential statistical
presentations of burnout research." Further Yesearch may

help to proviée the neeessary‘clarity.

Components

©

Although Méttingly (1977:131) claims thatlthe person who
is burning.out "cannot be identified by.checking'off a list
of symptoms or behaviofé," the work of Maslach and
associétes‘has brought researchers closer to that

possibilit? through the development of the Maslach Burnout-

Inventory. However, it is still recognize@ that burnout is
a multi-dimensional_qoncept, and the identification éf'some
components does not mean that thé concept hés been fully
described.

Perlman and Hartman (L982:293) state that the work that.
ﬁas been done by Maslach and others prévides "support for .

the conceptualization of burnout as a multidimensional

construct which when measured cannot be summed into an

+

overall burnQut"sCore'.".

o
SERS™ 3

The best that one can do at this stage of development of
the concept of burnout is to recognize thaf it does have
_certain specific components. Perlman and Hartman (1980:4)

i@@ntify three categories of components in the burnout
£ . . '




‘ . s
construct. They are (a) physiological, focusing on physical

. symptoms, (b) affective—cognitiye, focusing on aktitudes and
féelings, and (c) behavioral, focﬁsing on behavior
éymptomatic of burnout.
Kamis (1981:59) delineates the components of burnéut
somewhat differently. She describes burnout as "the
' }temporal balanced sum of a host of past and present, stable

and transient, independent, intervening and interacting

variablies."

N

1

Maélach (l982:l44)‘describés burnout by élacing the
:.emphasision the individual within the organization. She
poses three questions: (a) what role does the person play
"in burnout? (b) what role do other people play in bﬁrnbut?

and (c¢) what role does the organization play in burnout?

Consequences

Many conéeqqences of stress have been reported in
the literature over the past twenty-five vears since the
pioneering work of Hans Selye. However, tﬁe consequences
of burnout aré not well-established and are still being
éxamined;

Forney, Wallace-Shatzman and Wiggins (1982:436-7) list
four characteristics which they ‘term symptoms of burnout.

They are (a) extremes in attitude, the individual being

-
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elther too detached or tod_involved, caring toc much or not
caring at all, (b) changes in personality or behavior,
(c) physiological or psychological symptoms, and . (d) a
snowball effect in which-anlindivgdual often unknowinglyv
becomes more and more‘ﬁnvolved in a self—peréetuating
burnout cycle.

Maslach (1982:72-85) elaborates a host of conseguences

\

of burnogt related to personal, interpersdnal and organi-
zational.interactions, as well as fgctcrs related,ﬁo personal
life away from the job. |

For administrators, Veninga (1979:48) claims that a key
symétom of aaministrative burnout is evident when
administrators no longer engage in risk-taking behavior and
"structure their administrative actions to promote their
own security and to minimize hassles." They cause.
obstruction, eschew enthusiasm and resist change.

Pinds and Maslach (1978:233) discuss pfher consequences.
In a study of seventy-six staff members in a mental health
setting, they found‘five coping strategies employed by the
staff that may be viewed‘as consequences of stress and
burnout. The teéhniques used were detached concern,
'intelléctualization, compartmentalization, withdrawal, and-

relfance on other staff for support.

Levinson (1981:76) claims that people who are sufféring
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from Bﬁrnout generélly have some identifiable’characteristiCS.
These include‘(a) chronic fatique, (b) anger at those making
demands, (c) self-crijticism for putting up with the demands,
(c) cynicism, negativity and irri?ability,“(e) a sense of

being besieged, and (f) hair-trigger displays of emotion.

13

The Professional

‘For the professional in the huhan service organization
the potential for burnout seems to be extremé bécause of
what Cherniss (1980:4) calls the "inherent strainé and
"dilemmas" of the professional rble in modern society.

Pines and Aronson (1981:48) point to -three characteristics
which make people in. the helping professions particularly
sﬁsceptible to burnout: (a) they do emotionally taxing work;
(b) they share personality charac£eristics that make them
choose human service-as a career; and (c) they have‘a
client-centered orientation.

FurthermbrerMaslach (1977:15) contends that professionals
in the human éervice occupatipns "display a strong bias
toward dispositional interpretations" and.tend to take
pe. 30onal responsibilitQ for failures even when ci;cumstances
may have precluded other outcomes. Freudenberger and
Richelson (1980:152) make a similar’ciaim wﬁenhthey state

that "it is not easy for the men and women in the helping

BN



profe551ons to q&hcoqnt a fail&tc. Nor can they always scco

‘.. S
that there %s a ﬁing dlstaﬁcc bctwecn failing and not having

» l

s
L ‘

a sticcess.' ?%* “( ‘%@ﬁm

Mattlngly (197 %5?) p01nts out that becaubc of the
nature of thelr work f@ is essential for the professionals Lo&
be able to toler;te ambiguity if they expect to engage in
creative application of their skills. "Job descriptions and
role expectations that are fully professional do'Fot

' &

specify unduly rigid patterns of worker behavior. They
require the worker to be %iéxible and innovative." Under
conditions of stress the workers become less flexible and
proﬁably less able to tolerate the ambiqguity essential fors-
the completion of their work. The cémpounding nature;df this5
problem for the professional can have‘serious.conseqUénCeégq

Maslach (1977:22) also po%nts out the particulgr p¥§bléms
that face the professional. She claiﬁs thaé the s%an@érd se£
by society for most helping professionsvis "sg'QnreaiiétiF

-

"cally high that it 1s virtually 1mp0551ble to attaln,

instead they can only do less than that. Furthermdre,\ "
Maslach claims that for the most part "the profe551onal S”
work is taken for granted by the recipients"; W1th?;ov f
positive feedback to the provider of the ;efv%celufﬂ

In summary, the opinion of Cherniss (l980:256}fSeéms‘

appropriate. He states that the professional mystid@e and



Ql‘.‘(‘d ity are otten far aphrt and that "society and the work

setting collude in obscuring this gap. Consiequently the
new professional 1s unprepared for and unsupported in the

world of work,with the result that he often faces stress

and burnout.

Role Contlict

During the 1930's the role perspective, based on
contributions by a number of writers in the fields of
psvcholdgy, sociolcgy and social philosophy dating back
to the late nineteenth century, began to emerge as a field
of study.

Thé_wdrk bv Kahn et al. (1964) still remains the most

- frequently quoted source of information %niiée field. The
concept of role episode: used by Kahn et al;'(l964:26),
illustrates the imporﬁgncé of role in interpersonal
‘interactions:

Role pressures are assumed to originate in the
expectations held regarding the way in which the
focal role should be performed. - They also have
perceptions regarding the way in which the focal
person is actually performing. -They correlate the
two and further exert pressures to make his
performance congruent with their expectations.
These pressures induce in the focal person an
experience.which has both- perceptual and cognitive
properties and which leads in turn to certain
adjustive (or maladjustive) responses. The
responses of the focal person are observed by
those exerting the pressures, and their expectatiocons
are correspondingly adjusted. Thus, for both' the

®
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role sender and the focal person, the episode
involves experience and- response, ’

In any role‘epigode Kahn et al. (1964:31) point out that
~organizational factors, personalltv factors and inter-
personal factors operate as. context varlables in which? the‘
episode occurs. Role stress cannot be properly understood .
without consideration of the interaction of these factors.

An individual's role consists of his part in the total
pattern of activities within an organization. The
,individual's role set includes thé behaviors of all -those
members of the organization with whom he interacts’. Rold
expectations are the behavioral‘resp%nses‘which the role-
set establishes for the individual.in the organization.

Toffler (1981:414) pointe out that the role of, the RS
individual in the organlzatlon is the fesult of the ;nter—
‘actlon of many factors

. ' ‘ ‘ Too
The role is not a clLarlv defined entity but ‘

is,-rather, a creation developed by the changing
effects of actual work activites, -differences
in expectations between the role occupant and
his role senders, dlscrepanCLes between the
_expectatlons of the role occupant and ‘the reallty

he encounters, and the role occupant s perception.
of his employment 51tuat10n.

o

There Has been COnSLderable study. of the role of the

- individual in the organization. It has been suggested that
S . L 3 . .
difficulty in assessing the expectations of the role set and
the mutual exclusiveness of some role{expectati§hs may lead

i . V . 3 - .
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to role ambiguity and role conflict for individuals in an
organization. | |

The research findings on role conflict and role |
ambiguity, however, are contradictory. As V@ﬁ?ell, Brief
and Schuler (1981:51) point out, ithere is "a great deal of
incon51stency across studies and a great deal of variance
‘ in the magnitude of the relationships between role conflict

and ambéﬁuygy and different emplovee responses

ﬁ’ Tqé’§0110w1ng pages c0ntain an outline and examlnation

of role conflict and role ambiguity. Role cenflict and
" role ambiguity are discussed with emphasis on their
relationship to organization and personal.variables for

employees.
- £

According to Kahn et al. (1964-19),‘role conflict -

‘con51sts of variéts members of the role set holding

Eiaed
) N

differenthole'expectations for the focal person, an
1ncongru1ty of . expectations for a glven roleﬁﬁ'withln the

concept of role conflict there are seVeral types that can

be identified:
1. ~Intra-sender conflict, where different

prescriptions otrproscriptions from a single member of the

.role set may be incompatible: L

2. Inter-sender conflict, whére pressures from one
; @ .

role-sender oppose pressures f%om one or more other

role-sendérs,; S g - e T
o€ 5 Rl S : &
REC v .

y B G
R A
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3. | Inter-role conflict, where role pressures
associatLd with membership in oné.organization are in |
conflict with pressu£es stemming from membership in
other groups;

4. Persog—role conflict,1Where organizational
role :equirements impose expectatiohs that are contrary
to -one's personal moral code; and’

5. Role overload, where various rolé-sepders may
hold legitimate expectations, but where compliance/with
all of them within the time limits is viftually i%;bssible.

The emotional costs of these role conflict situations,
Kahn é£ al. (1964:380) suggest, may be low jdb‘satis— . %
faction, lowkconfidence and a high.degree of job—reiéted; ; /

tension. In addition, a frequent response is withdrawal, = e

or avoidance of those who are seen as cCreating the conflict.

‘RizZo, House and Lirtzman (1970:161) further élaim that

' specific organizational practices could be associated wi
. = ‘
high role conflict and ambiguity. «They point to the

importance of goal conflict, inconsistency, delay in

decisions, distortion and suppressionof information, and

s -

. Y. Y .
vidlation of the chain of command as possible causal
. , g '
factors. : < : .

There has been extensive research undertaken to assess
the relationships between role coaflict and a variety,pef

gorganizational and personal variables. The review

&‘,



63

prééented summarizes studieé in two broad categdries.

The first part outlines research related to organizational
characterf#sstics under the headings of (a) job design and
aspects of organizational structure; (b)‘relationships
with others in theIWSrk setting; and (c¢) personnel
responses. Or antecedents to role conflict. ‘The second
‘partjouﬁlines regearch related to personality characteris-

. A
tics of employees.

Organizational Characteristics

I6b aesign. in studies b§ Miles (1976A)(197é‘ '
and Koch (1980), and Whetten kl978), boundary spanning, . the
assigﬁment of responsibility for contacts with people or
groﬁ?s‘outside the organization, has been shown to have
significant corrélatiogs with role q%nflict. Whenever an
organizﬁgign requires individuals to become involved in
boundary;spanning, the e&idence suggests tha£ there is an
increased level of role conflict_among such emploiees.

Miles (1976B:172) proposes that when boundéry spanning
" and integration activities are examined in relation to
sevéral other role requirements, they are the best predictors
of'experienced role conflict. 1In the same regard‘Rogers and

Molnar (1976) contend that there is a stfong rélatiOnship

between interorganizational variables .and role conflict.

. . L
S - .

[} ..

: “

Ar IR
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A comparison of interorganizational and intraorgani-
zational boundary spanning by Miles and Perrault (1980)
reveals that intraorganizational boundary spanniag has a
stronger relationship with role conflict rhan inter-~ -
organizational boundary spanning. -In both cases the evidence
seems to imply that the iaterorganizational and intra-
oréanizational requirements imposed‘upon the.individual
in ﬁhe_workplace may lead to higher levels of role
conflict'among emplofees.

o

The relationshjpp of supervisory activities to role

a v

)

conflict has been studied by Miles (1977) . In'his ¢esearbh
he. has fong that the requlrement for an employee to
supervise o?hers, a regular aspect of the principsl's jOb
is s1gn1f1cantly related to.role conflict. 1larly,
Oi;iver and Brlef (1977~ 78) haVe found a srglﬁcant
reﬁatlons ip, a;ong netaflﬁgales managers, between conrrol
over stheir departments and role confllct

Opportunltle; ggr promotlon and levels of pay are
hegatlvely related»w1®§.§ole conflict according to Keller

%
(1975). Other studies have found negative relatlonships

L. N RTm
between role conflict and reported lnfluence on the j0b "’
(Hamner and Tosi, 1974), and task-oriented lYeadership and -

formal organizational practices (House and Rizzo, 1972).

Recent studies b¥ Schwab (1981) and Crahe (1982) haveralso

&
found s1gn1f1cant relatlonshlps between role confllct and ‘?'
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years speht in the teaching profession.
r‘,‘t - .
The evidence suggests that principals who occupy

boundary posﬂﬁions in the schools, and who frequently "

N
:

supervise others in a variety of organizational climates,

may experience high levels of role conflict.

>

'Relationships. The nature and gquality of inter-

persoral relationships in the work environment has been

N

“rétnﬁi.d by Miles (1976A) who reports a significant
\ o

flongplp between the quallty of interpersonal
'ationships and role conflict. Randolph and Posner

'(1981) similazly report.that group~cohesion‘and S ervisory
support are negatlvely related to role conflict. 0Ie
another study, Miles (1977) reports that the relatlve
distance of role-senders and the relative authorlty of

'role—sendere are 51gn1flcantly related to role confllcts.
The nature of employee relatlonshlps, proximity of contact
and formal lines‘of authd?fty thus seem to influence the
focal person's perceptions cf role’conflict.

The participation of public school teachers ih
decisioﬁ—making at the school level ﬁés,been studied by
Togi and Tosi (1970). They conclude that there is a‘

significant inverse relationship between participation and

role conflict. The less involved teachers are in

G-
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A ~

dec151on—mak1ng and co- operative planning, the greater the
v {

3leVel of role COnfllCt

"._ Attltudes of employees toward role-senders has been
studied among government research and development organi- :
zations by Miles (1975) (1976C). Hg found that there is

reason to helieve that a causal re&étionship exists between

role conflict and at%?tudes toward role-senders. A meta-

”analYSlS of forty three studxés ‘of ‘role conflict and.

ambiguity undertaken by Flsher and Gltelson (kQSBQﬁhas

resulted in the conclusior that there~ls con31stent support
for a strong relationship between performance rating by

supervisors and role conflict.

Bedeian, Mossholder and Armenakis (1983:175) also

emphasize the importance of the employee—supervisor
rgisFionship. They conclude that

supervisory interaction was found to moderate
the relationship between (i) intersender-role
" conflict and job performance, (ii) person-role
conflict and job satisfaction, and (iii)
ambiguity concerning behavioral. outcomes and.

;@ropens:.ty to leave. &gy & w

The findings of these studies lend support to the beLlef

#hat thekinds of interactions whlch occur between employeesvj

A

ln the work env1ronment are cof?%lated with role confllct

The 1dent1f1catlon of the 1n&ﬂﬂ§ndent variable, however,

o
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. , 4 . b ) ©
remains to he established.

Personnel.v Oliver‘and Brief (1977-78) -have examined

-

. role conflict in. relation-to discrepancies petween what an

employee should be doxng and what he actually is d01ng 'Tney
found 31gn1f1cant relatlonshlps between role conflict and job
expeqtatlons performance Drory (1981) 51mllarly has found
a SLgnlflcant relatlonshlp between role COnfllCt and effort

performance’ expeotatlons.

) ‘Otner‘personnel=attitudes and role conflict have beqpé;w
2 e

studled by researchers who have found negatlve correlatlons

BN
3 Ca o

w1th organlzatlonal commltment (Morrls and Koch 1979),

-

A

~negative correlations Wlth performance (Bott, 1982), and ‘yﬁf

negatlve correlatlons with work involvement (Morris and. e
Koch, 1979), (Drory, 1983), jOb robustness (Q;senhauer, l98l),
and the organizational valued outcomes of involvement,
str1v1ng for auantlty and str1v1ng for quallty (Beehr, Walsh
and Taber, 1976)

)

Kottkamp (1983) has found that role confllct is a good

predlctor of a sense of powerlessness among employees In a

.study by House and Rizzo (1972) 1t is concluded that there is

x
a SLgnlflcant relationship between role confllct and

effectLVeness; however, Miles (l976C) has found no smgnlflcant

"relationships in a similar study.
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. Employee propensity to leave the organization has been
studied by House and Rizzo (1972), and by Brief and Aldag
(1976), wno report -that there aré significant relationships
betweéen role conflicf and propensity to leave: .Summarizing
recent research, Fisher an?’@itelson (1983) concur"with
these results; nowever, anéearlier study by Hamneng?nd Tosi
) (1974) found no such relationship. |
Personality Characteristics

> -
Individual feelings of dissatisfaction, anxiety,

‘ . ‘r,'\z ‘
fatigue and burnout have beep, the subject of numerous..

fw\u)

‘finvestigations which have sought to establish connections
betweén»;ole confligt and these:eﬁotional states.
Significant correlations with jobbsaﬁisfaction have been‘
.found in studies by Tosi and Tosinfl§70), Miles (1975),
(1976a) , (1976C), Tosi (1971), Bott (1982); House and
Rigzo (1972), Schuler (1975), and Drory (1983). Beehr,

Walsh and Taber (1976) -have found similar correlations in

~ ¥

their study of job dissatisfaétion. Job satisfaction for
_supervisors has also been found to bglrélated to role
~¢onflict {Keller, 1975); Hamnex and Tosi (1974), however;
have found no"sign;ficant relationship between role conflict
#hd job satisfaction. ) B | .

, In a mepa—analysis of forty-three preViQus studies, '
Fisher and Gitelson (1983) conélude £hat there is a

significant relationship between fole confiict and

vl



69

professional and managerial job satisfaction. They also
summarize the previous studies and claim that there is
strong support for the exietence of relationships betweeA\N\\
role conflict and professional satisfactien with promotion
on the one hand, and prdfessional satisfaction with work
itself on the other. Brief and Aldag (1976), however,
report no significant correlations between role conflict
and satisfaction with supervisors.

Anxiety and stress experienced by employees has also
been studied in relation to role confiict, Brief and Aldag
(1976) have found signigicent correlations with jSBﬁthreat

Tan

and anxiety, and Bott (1982), Miles (1975), (1976a),

(1976C), Brief and Aldag (1976), and Beehr, Taber and Walsh
(1976) have found significant correlations with job-related
tension. Fisher and Gitelgon (1983) summarize previous

‘research and concludegﬁbaf there is a significant relation-

a

fehip between role conflict‘and tension—ahxieﬁy fer“both the
lower level employee and professional employee in the
workplace. | ?

A strong relationship with fafigue has been found by
Beehr, Taberiend Walsh (i976). Sales (1970) found a
relatioﬁship\yitb overloaded roles. ' Cooper and Marshall
(1976:17), in a feview ofbet:ess.and'iil heelﬁh,4repor£ Fhat
P , ,

. there is a significant relationship between role conflict

and ponderosity (excessive weight foriheight and age).

]
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In two recent studies of teachers, Schwab (1981) and
Crane (1982) have féund that there is a significant
correlé%ion between the number of years taught and the
degree of experiencedArole conflict.

Examinations undertaken primarily among.professional
people have shown that there may be some strong links
between role conflict and employee burnout. Schwab (1981),
Westerhouse‘(l979) and Kottkamp (1983) have found significant

relations between role conflict and the emotional exhaustion

scales of the Maslach Burnout Inventory. They report similar

=

predictive relationShips‘in the depersonalization subscale
of the same fn?entory.. Westerhouse (1979:70) sums up the
findings~of‘his study when he writes that "althcugh many

hers in this particular sample do not experience role
conflictcoftén,mthose who do. experience frequeﬁt conflicts
tend aléolto egger%ence burnout. "

APerééﬁal pfééisﬁééitions or needs hay also influence the
experienced level of rolé conflict. Recent evidence
indicates that‘these_needs may operate as moderators in the
reduction-~aor intensification‘of the relationship between
role'conflict and other variables.

Randoiph and Posner (1981) have fdund that an
individual's tdlérance for confiict may be an influential
factor in experienced role conflict. Miles (1976a), and

Johnson and Stinson (1975) have found the need for
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achievement to bega significant modefator. Morris and
Snyder (1979), on the other hand, heve found no significant
relationship in = similar study. ’

Miles (1976A) claims that individual differences, such
as occupatlonal achievement and self -assurance, could ’
moderate. perceptlons of role conflict, while Johnson and
Stinson (1975) claim that the need for independence

moderates the relationship between role conflict and job

satisfaction.

Role Ambiguity

Kahn et al. (1965:21) define role ambiguity as the

result of either nonexistenk information. about performance
. a

expectations or inadequate communication of such infor~ | :

v

mation. In this context the appraisal of one's . ;

pefformance and information about the interpersonal
climate may be as important as the content of the job. As
stated by Kahn et al. (1965:25), "a meaningful and
satisfying self-identity rests in part on clear and con-
sistent feedback from those around us." If required
infermation for a .given organizational posiﬁion is lacking,.
then ambiguity will be experienced.

Rizzo et\al. (1970:155) claim that the degree of
ambiguity'eXperienced is rekated‘to

v

the predlctablllty of the gutcomes or response
to one's behavior, certalnty about dutles,' '
athg&%t"‘ ; 'qﬁ{; ), a1y elathQéhlps
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N

with others, the clarity of existence of guides,
directions, policies, and the ability to predict
sanctions as outcomes of behavior.

-

The uncertainty of a situation where insufficient

information 1is aw“i?ble can create tension, anxiety and

g

e

fear, as well a er and hOStlllty The individual

consequences afyﬁ%*e ambiguity are predlcted by Kahn et

» “W,.
al. (1965:380) to be "low ]ob satisfaction, low self-
esteem, a high sense of futility and a high score on the
.

tension index." \

Role ahbiguity has been extensively stuaiea, oﬁtén in
conjunction with examinations of réle'coﬁflict. .Inlfﬁé
following section the relationéhip of role ambiguity to
facets of organizationél and persoﬂal life is discussed
in two broad categories.® Part one outlines research
’related to organizational charactéfiéticé wunder the héadings
of (a) job design and® aspects of/organiéational structure,
(b) felationéhips with others in the workplace,’and (c)
persénnel reSponges or antecedents to role amb;guity.

Part two outlines research related to personality

characteristics of employees.

Organizational Characteristics

" Job design. A number of studies have -sought to

determine the relationship between role ambiguity and
factors associated with organizational structure. The

< e Co . . c P
- findings indicate that certain structiural and proceduyral



pfactiCCs are related to role ambigulty among employees.
House and Rizzo (1972) report that:the accepted use

" of formal organizational practices -and task-oriented

N 1

leadership both have an inverse relationship with role

ambiguity; Keller (1975) found a measurabie bhut not
significant relationship with pay; Ffénbh and Caplan (1970)
and Fiedler and Gitelson (1983) report an inverse
”relationship with opportunities for advancement; and Miles
(1977) claims that the relative authority 6f role-senders
is a‘significant predictor of role ambiguity} Oliveruand
Brief (1977—78) have found a signifitant,relationsh;p
between role ambiguity and lower leyels of job‘centrel,
while Rogers and Molnar (1976) have found tnatbrelationé

i e ot .
between agencies of the same organization (intraorganiza-
' |
[
. - o : . .
tional variables) are a strong predictor of role ambiguity.
: I
An inverse telationship with perﬁoxmance rating of .

employees 1is reported by Brief and Aldag (1976) apd an

inverse relationship with performance feedback ls\reported

by Brlef and Aldag (1976) and Oliver and érief (1977-78) .

i

In a study of pr1nc1nal superlntendent relatlon hlp,

Caldwell and Doremus 1 (1978:9) report similar findings on

i N ’ / — .
the need for feedback, and make some suggestions for

school administrators Theywclaim’that /‘ N N |

this research conclusively points out to ‘a school L
superlntendent that some type of feedback |
mechanism between hlmself and the management ‘ |
staff, in partlcular elementary pr1n01pals, be ’

‘ o
! o - /
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1mplemented and constantly malntalned

It seems apparent from these findings

tructural aspects of organlzatlons that ma

N

w1th 1ncreased role amblgulty,land that the
modltled to reduce undesirable amblgulty
context that Bedelanﬁ *Mossholder and Armena

3!

suggest ghat "organizatidne can influence t

that there are
y be assoc1ateg
se may be |
It is 1n this-
le (1983:179)

he extent~of‘

»

experienced role strains and, in turn, affect work-related

. . ; . L , .
outcomes by modifying situational characteristics.” -

" The level occupiéd in the organization
o T | .
strong indicator of the level of perceived

_according to studies by Drory (1981), Hamne

may be a
role ambiguity,

r and Tosi

(1974) , Ivanevich and Donnelly (1974), Schuler (1975) and.

Schuler (1977B) In support of these findi
(1978:574) p01nts out that lnclv1duals high
organizational,hlerarchy’may be better able

apparent ambiguity- !

Inlelduals in hlgh enrlched }ob'3

acquire greater 'skill in coping wit
ambiguity and as a result they becofe
" involved in clarifying and definjndig th
role demands with subsecuent fei
relative satlsfactlon
Schuler (1977B) has found that part1c1
decision-making is a powerfur moderator of
role amblgulty of employees Inea.related
“(1977A) clalms that 1ncongruent matches QL

.-and technology may result 1n higher levels

néé{'Abdél;Halim
er ln the

to deal w1th

eir ‘owp

pation in.
the_percelved
study gcﬁdler
task,'etructure,

of role amblgul Y

O
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améng employees, and suggests, regarding job design, that

. both organizational'structufe and task design influence
o | “ .
" the level of role ambiguity experienced.

-High levels of role ambiguity among employees have
been shown to be related to little effort in the job in
studies by Beehr, Walsh and Taber (1976), as-have reduced
levels Of*participation, by Tosi andé Tosi (19103, and\

reduced levels of\}nyolvement, 1pcreased nonpart1c1patlon

by emploxees, and reducec\Job 1nvolvement by Beehr, walsh

and Taber (1976). Drory.(l981) concurs.w1th these findings

regarding job involvement.
In geHEral it appears that hlgh 'levels of role amblgulty

iare related to a number of organlzatlonal deslgn factors

that affect. both employees and the brganTzatlon ,The”

\

-influence of role amblgultyfupon orqanlzatlons is suggested

by French and Caplan (1973:35): _ = ’ ’//
o oo™

Rble ambiguity may have,K far-reaching

consequences beyond the strain which the

individual experiences.-- consegquences such

as turnover of personnnel and poor .

co-ordination, whlcﬁﬁalrectly affect the

efficiency and operating costs in any modern

organization.

Relatiohships In a number of 1nvest1gat10ns

relatlonshlps among” employees have been shown to have

-

\_strong 1nteractlon with the percelved'level of role

M\amblgulty of 1nd1v1duals in the organlzatlon

\

In examining hlgh levels of role ambiguity, Keller
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(1975), and Fisher and éiuelson*(lea‘x)- lsuggest correlates
&6f role ambiguity to be reduced satisfaction with co- ’
-workers; Drory (1981) suggests reduced satisfaction with
supervisors; Randolph and Posner 1981) suggest reduced
sdpervisory support; and Miles (1975)(19768)wsuggests
negative attitndes towards role-senders. -

. Drory (1981) has found that an increased levei Qf
role.ambigdity is associated with reduced satisfaction with
people.‘ In addition, Randolph and Peéner {1981} -have ‘
found that group cohesion decllnes as role amblgulty
increases;t

SeVeraL'modératgr variables have been identified by

‘researchers. Bedeian, Massholder and Armenakis (1983) have

|
(9}

found ‘that supervisory interaction and peer group'inter-
. B ~ ) : a

action both moderate\rhe level of experienced role E
ambiguity. Bee%r (1976) clalms that»group cohesion may be
a modera%or, while French (1980) clalms that relatlons w1th
lsubord;nates may moderate the levels of role ambiguity
.experienced. . . . - s
Persgnnel. The examinationlofhrqle ambiguity in
\\\relapion to employee behaviors that dnfluence'the
orgahizaeional operation has bsen a tepic of investigation
for several researchers

- Propep51ty to leave the organlzatlon or ]Ob was found

to have a sxgnlflcant relatlonshlp thh role amblgulty in



studies by Brief and Aldag (1976),,Margoiis, Kroes4and

Quinn (1975), House and Rizzo (1972), Ivanevich and
‘Donnelly (1974), and Lyons - (19719 Correlations have been

| identified with organizational»commitment by Oliver and
Brief (1977-78) , Morris and Koch (1979), and Fisher and
Gitelson %(1983); general job interest, by IvaneVich and
Donnelly (1974); low motivation-to work, by Margolis, Kroes
and Quinn (1974), perceived per formance effectiveness, by
Miles (19768), perceived organizatfonal effectiveness, by

.

/HouSe and Rizzo (1972); and striving toward quality, by
Beehr411976)." ‘ . o , o & \
French and Caplan (1973), as a result of .their
investigation, state that.rOle‘amhiguity is significantly
related to lower utilization of administrative and |
leadership skills as well as lower utillzation of
=intellectua1 and information skills.' Randolph and Posner.

(1981), however, have found an inverse relationship between

role ambiguity and ability. Kottkamp (1983) has found that

role ambiguity was a Significant predictor of powerlessneSS»

among employees.~ Eisenhauer (1981L in a study of school
.principals, has found that there is a Significant inverse

' relationship between role ambiguity dnd the perception of

y

]ob robustness, the perceived dramatic content of the job.

=

Recent studies of burnout among educators have

resulted in findings of Significantrcorrelations between

W
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‘role ambiguity and aspects of the burnout phenomenon as
"outlined byMaslach and. Jackson (1981A) - Schwab (1981) and

.Kottggmp (1981) have found significant relationship between

role ambiguity and the emotional exhaustion associated with
burnout, while Schwab (1981) has found relationship Wlth“

depersonaligation and personal accomplishment subscales'as‘

well.

E Y

\ . -

'Personality Characteristics

Indiv1dual states of dissatisfaction, fatigue, anxiety,

tension, and other personality—related variables have been
& .

. examined in. relatlon to role ambiguity.

: Consistent relatiOnships between high levels of role

_ambiguity and reduced job satisfaction have been reported

"/

by French and Caplan (1970), (1973), House and Rizzo (1972),
Hamner and T051 (1974), Miles (1975). (19768), Oliver,and |

Brlef (1977 78), Schuler (1975), and, Kahh et al, (1964).

- Studies of job- dissatisfaction by Beehr, Walsh and Taber

_g1976)7and Margolis, Kroes, and Quinn (1974) 1nd1cate
similar findings.- Studies by Drory (1981), Keller (1975),

Lyons (1971), -and Organ and Greene (1974) report Significant

‘*relationships in studies of satisfaction w1th work, while

Margolis, Kroes, and Quinn (1974) ‘have. identified a
relationship between role ambiguity and life satisfaction. -
Keller (1975) has also found a measurable but not

91gnificant relationship with satisfaction regarding

I
!



79

supervision. - \ |
Job-related tension hasxbeen‘found to be a correlate
. of role ambiguity in studies by Beehr, Walsh and Taber
- ,(1976), Brief and Aldag (1976), Ivanevich and Donnelly
(1974), Lyons (1971), Miles (19768), (1975), and Kahn et
: al. (1974) . Similar findings have been made with anxiety-
stress‘in’studies by Brief and.Aldag (1976), House and
 Rizzo (1972), and”Hamne‘r and Tosi (1974). |
o Other undesirable correlates of roleAambiguity have
been identified Correlations have been shown to exist

: between role ambiguity and fatigue, by Beehr, Walsh and
ti**““Taber (1976); low self-confidence and an increased sense
‘of futility, by. Kahn et“al (1974); depreséed moods, by
i Beehr (1976), lowered selfbesteem, by‘Marqolis, Kroes and
Q_f.iQuinn (1974), and job-related threat to mental and physical’
well—being, by French and Caplan (1970), (1973).°
The need for clarity among employees was discovered .
to- be a mode;ator‘of the relationship between role |
ambiguity and other employee responses inlstudies by -
Ivanevich and Donnelly (1974), and Miles and Petty (1976) .
The need for achievement has been identified as.a
mbderator in the relationship betweenlrole ambiguity and
job satisfaotion’in a study by Johnson”and StinSon (1975) .
However, Morris and Snyder (1979) claim that their study

has found: that the need for achievement and the need for

k2 . . ’ TR . .
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autonomy are not significant'modérator variables.

Randolph and Posner‘}1981) suggest that tole:ance
for conflict may help expiain the level of role ambiguity
«ﬂfriehced by employees. Organ and Greene (1974), how-
f; guggest that the locus of control of the individﬁal
thyn reliable predictor of role ambiguity among
employeés. .JIn another study, Organ‘(l981-585) haé found

that personality factors such as neurotlcxsm and locus of-

Y

control have effgcts upon role adjusment that he claims
"may be equal to or exceeding the effects of identlflable

env;ronmental variation."

»

The Study of Role Copflict and Role Ambiquity.

' . The researtﬁ on role conflict and role ambiguity has

beén presented as.it relates to organizational and personal

' variables. ‘There seems to be support for'phe suggestion by

FrehCh ahd éaplgn (l§73:35)f£hat'r01elstfaip may “lead to Q“
heéativecohséquencesfor both/thevindividual and the
organization. | |

‘ I4 a bﬁmprehensive rev1ew of the llterature ‘and
research on role confl ct and role amblgulty, Va&Sell, Brief
and Schuler (1981;66)§rr1ve.at-the following conclusions:
l; ~ Role cbnflicfiand ambiguitf appear to cause lerr

productivity,'ténsion, dissatisfaction = and psychological‘

"w1thdrawal from the work group, .« .

2. ~ ‘Individual dlfferences in perceptLOn of and
. . )
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-
4 "

adaptability to the work environment as well as the need
Sor clarity are likely modeiators of the relntionihip
between role-sender focal-person relationship; and

3. - It appears that experienced role conflict and
ambiguity are partially a function of a complex interaction

6f job context, leader behavior, and organizational

10\

structure.

=

organizational variables. It appears that person;l
situational, and organizational factors interact in an
individual's perception of role conflict and role ambiguity.
‘Anbexamination of these interrelated variables in the role
of the scbool princip;l may provide insight that:could lead

, . 7
to greater satisfaction and effectiveness. '

Summary

: This chaptor presents a review of the literature and
’resenrch related to a),thc'broad field of stress, b)
conceptual'modcls.of stress,,c)‘burnout, and q) tole’\
conflict and ambiguity; | |
Canoptual definitions are.desciibed in the opening
section of thc chapter with distinctions madeibetwcen |
.three conceptual perépectives: the engineering model, the

physiblogical"model,and_tbg.transactionalfmodel.
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The Kytiacou and Sutcliffe (1978A) teacher stress model
is described and adopted as the conceptual model for this
study. It wa; chosen because a) it is an education-based
model that had been uéed in studies in Britain and Canada,
b).it is sufficienﬁly'general to ha;e applicability to |
.areas outs}de education, and c)\it\qistinguishes between
potential occupational stressore and\kpress response and
thus is well suited for a study of role conflict aﬂe
ambiguity as potenﬁial occupational stressors and burnout
as a stress response.

The literature &n burnout is examined extenSLVely from
the perspective that burnout is a stress response. The
process, causes, components, and consequences of burnout
are described and the concept of burnout as a syndrome is
outlined. Literature and research related to burnout among
professionals is deseribed. Burnout, it was fouhd,‘is a
relatively new area of reseacch in the soéial sciences,
and only in recent years hae it gained'respectability as
an area of'legitimate study.l It is now, bowever, the
subjeet of extensive reeearch,respecially as it relatesAto'
membersrof-the helping professions;- -

Literature reiated to role eonflict and ambigﬁity is
reviewed under two major headings, organizatienal

"characterlstlcs and personality characteristics. Although

'there is considerable consensus on the correlates of role
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conflict and ambiguity, the interaction of variables leads
to difficulty in establishing relationships that remain
consistent from one .xamination to another. The job «
setting, level in the organization, supervisory require-
ments, boundary-spanning reguiroments and relations with
others interact withuindividual characteristics in
determining the relative leyel of role conflict and
ambiguity among employees. The factors at'work ip_the
role of the school principal require further clarification
before stepg to alleviate dysfunctional role conflict and
ambiguity cén be undertaken.

The review of literature provides extensive evidence
that conditions eXist‘in the‘wcrkplace that may be |
described as stress, burnout, role éonflic£ or role
ambiguity. The preﬁision of these terms and the correlates
of these conditions, however, need mofe clarification if

greater understanding is to be-achie#ed.



CHAPTER 3

Research Design, Methodology
and Instrument
]

This chapter contains an outline of the study including
research design and methodology. 1In addition a critical
assessment of the rese@ECh instruments is provided. To
address these topics the chapter is divided into three major
sections: research design, research methodology, and the

research instrument.

-

Research Design

Purpose of the Study

‘The purpose of the study was the examination of burnout
as a stress response among school principals, and the
'relationship of burnout to personal, situational, organiza-
tion, leisure time and job stressor variables. There has
been a great deal written about stress- and Selye (1980:128)
claims that stress is unavoidable and there are many
potential stressors in the work place and home life. It is
the relationship betwéen these situations and dysfunctional
stress or burnout that is emphasized in this study.

The major objective of the research was to identify

factors associated with burnout experienced by school

84
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principals. The variables examined in this relationship
are personal characteristics (age, experience, length of
time in the same school, type of training, desire tJl'
promotion, and propensity to leave), nitufiional charac-
tarisﬁic: (school type, school size, time spent teaching,
type of community, extent of teacher supervision,
autonomy, opportunities for promotion, and frequency of
contacts outside the school system), role conflict, role
ambiguity, overall job stress, personal life stress,

identified job stressors and the use of leisure time.

Specific Objectives

In order to achieve the overall purpose of the study
it was necessary to satisfy the following specific
objecﬁives: > j

1. To identifv and describe the experienced level of
burnout for individual principals and tﬁe correlation
between burnout and the other variables studied;

2. To ideﬁtify and describe (a) the experienced
level of role conflict and role ambiquity for individual
princ%pals,(b) selected personal and situational factors
associ;ted with individual principals, (c) the experienced
levéls,of overall jos stress and personal life stress for
individual principals, (@) the manner in which principals

spent their leisure time, and &) the factors which princi-

pals reported to be sources of job stress; and, a related
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objective,
3. To examine the psychometric properties of the

Maslach Burnout Inventory and the Rizzo, House and Lirtzman

Role Conflict and Role Ambiguity scale,

Nature of the Study

Th; study was designed to be exploratory and descrip-~
tive, It was exp;oratory in the sense explained by
Kerlinger (1973:406) in that it seeks "to discover
significant variables in the field situation, to discover
rélations among variables, and to lay the groundwork for
later, more systematic gnd rigorous testing of hypotheses."h
Burnout was examined to determine the relétionships that
existed with role conflict, role ambiguity, personal and
situational variables, overall job stress, personal life
stress, the use of leisure time and identified job stressors.
Well-developed studies of burnéut have only recently begun
to appear in the literature and the résults havé been'
inconclusive. This research may lead to the formulation
of more precise research‘hypothesis that can be tested in
subsequent examinations.

‘The study was .descriptive in that (@) it provided a
picture of the sample of Nova Scotia principals, b) it
outlined the degree of burnout experienced by principals in
the sample, and ) it identified personal, situational, job

stress and personal life variables that were associated

L 4
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with bhrnout.amOng the gample of principals.

The Research Problem o v

The major purpose Sf the study was to examine

burnout among school principals. ‘

To address the research problems it was necessary to
identify the extent of burnout experienced by principals.
As outllned in the conceptual framework and review ofv
literature, burnout was treated as a stress esponse. Six
aspects of burnout, as described byﬁMaslach and JacksOn.
(1981Aa), ,were studiedr emotional exhaustion frequency,
emotional exhaustion strength, “depersonalization frequency,
depersonallzatlon strength, personal acc0mpllshment
freduency and personal accomplishment strength

Using this concept of burnout,the'following_problem:was
investigated: |
| To what ektent;do principals experience burnout

and what is thé relationship of burnout to

personal, situational, organizational, overall

job stress’, personal life stress, leisure time

and job .stressor variables? '

‘Ih seeking to address this probiem‘the following
sub- problems were lnvestlgated

1.1 What is the relatlonshlp between burnout and the
selected personal‘varlables associated w1thlpr1nc1pals.

1.2 Whatdis the relationship between burnout and the

» . . . B . J (] ) + .
.selected situational variables associated with principals?

1.3 What is the relationship between burnout and role
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conflict, role ambiguity, overall job stress,.personal life

2 \

stress, lelsure time and identified ]ob‘stressor varlables

when personal and 51tuatlonal variables are statlstlcally

controlled?

l(ﬁi- What is the relationship between burnout and job
stressors identified by principals? Sd
1.5 What is the relationship between burnout and i

leisure time activities identifieddby principals?

Reseerch Variable Reiationshipsj

"As outlined in Chapterij the conceptual framework for
the study was based on the work of Kyriacou‘and Sutcliffe
:(1973). The study was delimited to an examination of stress
"in relatlon to burnout, role confllct: role amblgulty,
overall job stress, personal life stress and ldentlfled'job
stressors. Other aspects of stress were not explored |

Also examined were personal and situational .

characteristics of prineipals, and the use of leisure time.
The factors examlned are summarized below and their

relatlonshlps w1th the Kyrlacou and Sutcllffe model are

outlined schematically in‘Figure 3.1, - | o ¢

Burnout as a stress response. Burnout.is described as
the effect of prolonged and unrelenting»stress;~a response

to stress.
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Role confllct and role amn;gulty as potentlal R

occupatlonal stressors. Role conflict and role amblguity

-

are often descrlbed as antecedents to stréss, as potentlal

souqces of on-the-joéb stress. The presence of role

confiict or role ambiguity may lead to undesirable levels
of stress on the job. ' T ) 8 -

(8

Personal variables. Personal variables are individual

characteristics of the person . who occupies the position o
-of school principal. N v | / | .

Sltuatlonal varlables Thig refers to school or

organlzatlonal characteristics assoc1ated with the

particular school or system in whlch the prlnCLpal works.

Overall ‘job stress. This refers to the principals' S

assessment of the degrees of stress associated with their P

o e

 role as school principal.

- Personal life stress. This refers to the principals'

7
/

‘assesgment of'the degree of stress in their personal life///

away from school. = . . | . ;o

7

‘Use of leisﬁre time;  This refers to the amount ofttime
spent away from the job of school principal in‘pureuiés
‘unrelated to the job.

| . \ o N
Worry about school. This refers to the amount of time

©
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spent away from the job of school principal in worrying

about matters related to the job?¥

-

| \ o
. Stressful aspects of the job..'This refers to the tasks

which are identified”bQ,principals as being-stressfql or

very stressfud.

-

Leisure time activities. This refers to_ the

recreational activities principals engage in which they“f*i
indicate are a source of relaxation. B

g .

The Instrument o

The questlonnalre used to collect data for the study
con51sts of four dlstlnct parts. (a) questlons related to
personal and 51tuatlonal varlables, (b) questlons related
to burnout, (c) questlons related to\role confllct and role
amblgulty, and (d) questlons related to o;\r 11 job
Astress,_personal 11fe_strese, the use.of‘lelzzre\time,‘
.'yorry about the jeb,‘jon stresSors:and leisure time "~
activities. | |

Part (a). contains feurteen questions*about'pereonal -
and'situational characteristics of principalsr. Part fb)
contains twenty-two'questionslon burnout idénéﬁcal to

gquestions in the Maslach Burnout Inventory. Part (c) -

contains fourteen questions on role conflict and role

ambiguity idenf%pal ts\questions:indtnefRizzo, House and
‘ v

Lirtzman Role Conflict and Role Ambiguity Scale.  Part /;//
- = S . O

rad

: /.f"

-3
25
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(d) _contalns six questions on overall job stress, : ST
personal life stress, use of leisure time, worry- about)

school, job stressors and 1eisure time activities. o '{

A copy of the instrument is lncluded in Appendlx 1.

L4 . . | b

Respondents .

In order to obtain a cross- sectlon of the pOpulatlon a
of princmpals An Nova Scotla a stratlfled random sample of.
the 577‘pr1nc1pals in the prov1nce was selected.' Schoolsl

. were categorlzed by size and type, as shown in. Appendlx 2,
;and schools selected from each cell in the 51ze and type
_'matrlx.- In all 272'schools were selected for tﬁb samplew'

The method of selectlng respondents was gulded by (a)

the need to -obtain a representatlve sample of pr1nc1pals,vb

7(b) the need to have all types of schools in the sample,l

and (c) the need to have all sizes of schoolsyln the sample.

Research Methodology -

Data Collection Methods

Datelfor this.study were collected by means of a 56-
item qﬁestiOnneire that was mailed to the survey sample;
Two questlons werenopen-ended where prlnc1pals were asked
to ldentlfy (a) the aspects of the jOb they con31dered
most: stressful and (b) the act1v1t1es that they consldered
most relaxing in ‘their leisure tlme._ All other questlons

required respondents to‘select”the most appropriate
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choices.
X

‘ Selection of Sample

-

) ',Schools were classified according to enrolment, with
size increments of one: hundred being the guideline for
school differentiation, This provided fbr ten categories 4
of‘sohool size.; Schools were then classified according to
type of school, either elementary, Junior high, senior high
or combinations of elementary, junior and senior high |

‘There were seven categories of school type identified
Responses were obtained from‘eaoh type and Size of
sohqol;' A matrix of school type and Size was prepared and‘

the sample selected fromvthe ‘grid. The grid is shown in
Appendix 2. ‘ - .

Where there were fewer than ten prinCipals in any cell
in the matrix all prinCipals in that cell were surveyed.
. Where there were more than ten prinCipals in a cell a
‘random sample of ten prinCipals was surveyed

The number of prinCipals surveyed was 272 distinguished
by categories of school enrolment and school type as out—

P

lined in Appendix 3.

Permiss.ion

-
L

Although formal permiSSion was not required to conduct

-

_the survey among prinCipals in Nova Scotia, ‘a letter of
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intent was mailed_on'April 21,/l983 to Mr. M. J; Woodford,'
. Chief Director.of Public"School operations for the Proviﬁce
of .Nova Scotia. A reply was received,from Mr. ondford on
May 3, 1983 acknowledglng that the research was to be
conducted and.indlcating that he saw no reason for}objection.

Copies of these letters appear in Appendix 4 and 5.

Data Collection Procedures

A questionnalre was malled to the studj sample of 272
princ1pals on Qctober l, 1983. Included in the malllng |
Were'(a)'an introductory letter, (b) the questlonnalre,
.(c) a stamped and addressed reply card, and (d) a stamped
and addressed envelope 0 return the questlonnalre.

Principals were asked to complete the questlonnairev
and to mail the reply card at the same tlme that the |
questlonnalre was returned.. Through the use of"' the reply

card the responses to the questlonnalre could be anonymous o

yet it would be 90351ble to follow up w1th those who dld

R

~"not reply.

on. October 15 follow—up letters were sent to 1}6
principals who had not returned reply cards. At that-point,“
however, all hut 97Aquestionnaires had beentreturned. |

| By November 15‘replies'had'beendreceived from 229
principals out of the 272‘surveyed, a return‘rate of 84
percent. Five of the replles could not be used. lThus 224_

‘questlonnalres were used in the data ana1y51s,,82 percent
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of the principals surveyed.

Data Analysie

-

Quantitefive analysis. Ae indiéated previously,'the
stﬁdy was descriptive.and7exploratofy. The etudy was
descriptive in the sense that it sought to idéntify the
degree pf bufnout amdng'principals and the charecferQEtics
of principals in terms of role ednflict; role ambiguity,
’personal, situational,overell‘job stress; peréonal life
'stress, leisure time and identified job stressor variables.
- In that regard statistical technigues such as means,
'standﬁrdedeviaﬂiqns and frequeneies were employed for the
'analysis of the data. '

The study Was~expleratory in the sense that it sought
.to gain insight into,ﬁhe factors associated with pfincipal
“Aburnout.f In.that regaid 'etatistical techniques such as
‘multlgle regre551on analy51s, naiysis ofwvafiance and . |
t tests were employed for the analy51s of data.

a factcr analy51s and a Spearman-Brewn rellablllty
estlmate were also unaertaken to assess the factorial
'integrlty and rellablllty of the Maslach Burnout;Inventoryf

'
“and the RlZZO, House and Lirtzman Role Confllct and Role .

Amblgplty Scale.

Qualitative analysis. There were two open-ended
‘respoheeyqﬁestions in the questionnaire that required.

4



96

categorization on the basis of.the responses obtained.
Principals were asked to identify (a) the aspects of the
job that they considered to be most stressful and (b) the
leisure time activities that they engaged in that they
considered to-be most relaxing.

All reséonsesuto these questidns were listed and
‘grouped into categories of responses. The’categories were
regrouped to.the point Qhere there were'eleven categories
of job stressors end nine categories of leisure time
- activities.

' Presentatlon of Findings | ‘?vﬂ

# -

The flndlngs of the study are presented in Chapters 4
and 5. The descrlptlve analysxs is outllned in Chapter 4
as a profile;of resandents. _Frequenc1es, means, and
percentages of responses by prihcipais are presented to
describe‘theqcharacter ofzthe respdndents:”

The exploratory data analxsxs is outlined in Chapter 5.
The findings related to burnout ‘and 1ts relatlonshlp to
fpersonal, 51tuatlonal, role conflict, role amblgulty,
roverall job stress, personal life stress, worry about
school, leisure time and ]Ob stressor variables are
§reseﬁted, jMultiple regression analysis, analysis of

‘ variance and t-tests ere used in the treatment of data.
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Research Instrument

The Questionnaire

, { .
The questionnaire used to collect data in this research

. -consists of four»sectione, each of which served a specific

purpose.

~Part I: Background information. This section'coqeisted
of questions related to personelband situational character-
istics of prlnc1pals ‘Per'sonal characteristic variables
measured were age, experience as a pr1nc1pal, length of
time in the same school, type of training, de51re for
promotion and propensity to leave. Situational charecter—
istic variables measured;uere type ot scnool, size of
school, time'spent.in classroom teeching, type of "
communi ty, ertent of teecher supervision, autonomy, _

opportunities for promotion and frequency of'contacts'

outside the school system.

Part II: Burnout. This Section consisted of twenty-two

questions related to burnout based;on the verbatim wording

-of the Maslach Burnout Inventory. The name-ofythe survey

was changed from "The Human Services Survey to "View of

“the Job" and was copled dlrectly from the Maslach Burnout

Inventorx with the permission of the publisher, Consulting
Psycho;ogists Press. The letter, of permiesion is included

in Appendix 6.
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Two responses were requested for each question.

Respondents were asked to indicate how strongly and how

/ .

frequently they experienced specifﬁc attitudes related to

/

1

their job. Responses were on a sﬂx—point scale from never

to every day for the "how often” question and on a seven-

point scale from never to major/very strong for the "how
strong" questions. -

Six separate burnout ;cores were obtained from this
survéy. Scores for burnout in terms of emotional exhaustion
‘fpéquency, emotional exhaustion strengﬁh, depersonalization
frequency, depersonalization strength, personal‘accomplish—
ment frequency and personai accomplishment strength wére

calculated from the responses,

Part III: Role conflict and role ambiguity. This
section consisted of the Role Conflict and Role Ambiguity

Survey developed by Rizzo, House and Lirtzman and described

in_££3 Adminisfrati#e Sc%ence Quarterly, Volume 15, 1970.
: The-séale has been used extensively in research. It was
used 1n this study with the permission of J. R. Rizzo of
Western Michigan University in Kalamazoo, Michigan.
>Thevsufvey qoasisted of statements,whiéh respondents

were asked to rate on a seven-point scale ranging from

" definitely not true of my job to extremely true ofvmy job.

From the responses two scores were obtained, one for role

conflict and one fo; role ambiguity.
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part IV: Job stress and personal life. This section

consisted of six questions related to job stress and
personal life. ”

Question } and quéstioh 2 dealt with overall job
stress and persdnal life stress. Respondeﬁts were asked
to rate their overall job stress and personal life stress

on a five-point scale from not stressful to extremely

stressful.

Question 3 ayd question 4 dealt with the use of evenings
and weekends for personal interests ynrelated to school work
and the extent of worry about gchooy whén away from the job.
-gesponses were on a five-point scale from rarely to
usually. . |

" Question 5 and question 6 were open-ended response
questions where respondents were invited to list (a) the
aspects.or tasks related to the job of principal that were
con51dered most stressful and (b) the lelsure time

activities that were considered most relaxmng.

¢

Validity and Reliability

The Maslacﬁ Burnout Inventory used in Part II of the

questlonnalre was developed by Maslach and Jackson over a
perlod of years and eventually made available to the public
in 1981. It is, according to Paine (1982:15), "the most
widely used s;ale" iﬁ research on burnout.

Maslach and Jackson (1981B:99) repbrt that the scale
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has "both high reliability and validity as a measure ot
burnout.” Iwanicki and Schwab (1981:1167) similarly
reported that "when uscd in education, the Maslach Burnout
Inventory measured the same basic constructs as those
identified by Maslach and Jackson in their work in the
helping professions."

Golembiewski and Munzenrider (1981:240) also claim
that their analyses "variously and robustly support the
usefulness of the MBI items.'" Jones (1981:109), in

referring to the Maslach Burnout Inventory subscales,

further states that “they have been proven highly reliable
and have been validated against numerous criteria under a
variety of different validation strategies.”

Reliability data on the Maslach Burnout Inventory is

reported by Maslach and Jackson (1981A:7). Internal con-
sistency was established by Cronbach's coefficient alpha

for each subscale. The results were as follows: emotional
exhaustion frequéncy .90 and intensity .87; depersonalization
~ frequency .79 and intensity .76; and personal accomplishment
frequency .71 and intensity .73. !

4
.

Test-retest reliability for subscales were also
reported. They are as follows: emotional exhaustion
frequency .82 and intensity .53; depersonalization frequency
.60 and intensity .53; and personal accomplishment frequency

.80 and intensity .68. All coefficients were sigﬁificant
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beyond the .00F level. i

Concurrent valldlty was reported- by Maslach and Jackson
(l97lAi75, 1nd1cat1ng that the correlations provide "sub-
stantial evidence for the validity of the instrument.
A Dlscrlmlnant valldlty was tested in relation to ]Ob 0
'dlssatlsfactlon and it was found that less than 6 percent
of the variance in burnout was accounted.for bv job
dissatisfaction.

The responses to the Maslach Burnout Inventory in

' ;thls research were subjected to a test of rellablllty An
1nternal con51stency method known as the odd-even Spllt halr
‘coefficient method was used. The Spearman -Brown &3-
efficienttwas computed separately for the frequency and
'strength scores obtained fromithe inventory: The Spearman-

Brown coefficient was .84 for burnout frequency and .88 for

burnout strength. ThlS 1nd1cated that the Maslach Burnout-

Inventory was‘an‘adequatelj reliable 1nstrument £0t this
’study. | |

Tue Role.Conflict and Role Ambiguity Survey used in
P?Part III of the questionnaire was deveioped by Rizzo, House-
and Lirtzman in 1970 and used extensivelyrin research  since
that time.
Schuler, Aldag and Brief (1977:126) report on an

examlnatron of the psychometrlc properties of the scale and

conclude that "consistent support was found for each scale
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across six samples." House, Levanoni and Schuler (1982:21)

»

similarly conclude that the scale has "sound psychometric

b

properties.” : . "4 '
Schuler, Aldag and Brief (1977:124) report test-retest’

reliabilities between samples as .44 (p <' .OOl) for role -

conflict and .40 (p < .001) for role ambiguity. They

claim that these results "indicate reasonable stability for

’

the two scales."

’

HouSe, Levanoni and Schulet (1982:5) cléimnthat
internal reliabilitf estimates range from .87 to .56 with
ogly one role confllct and one role amblgulty estimate less
than .7. They also clalm that construct valldity of the
scales is established by the vlidity of the factorial
independence. of the scales and the psttcrn of the rélation—
ship ketween the scales and other stiablcs. ﬁouSe[
Levanoni;‘and Schuler (1982:6) clsim as a'resuit'that,
"Constrnct validity of the two-scales is quite fsvorable."
The responses to_the Role Conflict aanRole Ambiguity

Survey in this research were subjected to a test of
reliability. An internsl consistency method known'és the
odd-even spllt half coefficient method was used The
Spearman- Brown coeff1c1ent for the overall scale was .84.
This indicated that the Role Conflict and Role Ambiguity
Survey was an'aoequately reliable instrument:for this

study. | | - . | . A
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Factor Analysis

To determlne the suitability of the Maslach Burnout

Inventory and the Role Conflict and Role Amblgulty Survey
in thlS fesearch a factor analy51s of the responses by

pr1nc1pals was undertaken.

N

The Maslach Burnout Inventory.. Principals' responses

on the burnout measure were factor analyzed using varimax
rotation The purpose of this analys1s was to determine 1f
the responses obtained from principals in thlS sample @
produced the same factors as those established in the
'original development ofvthe instrument. |
- The burnout scale was treated in two separate parts,
burnout frequency and burnout strength. The results of
the.factor analysis for»the frequency dlmension‘of the
scale‘ere'shown”in TepleIB;lQ' |

v”Of the 22 itens in.the inventory all but.three‘of the
items }oadednaboVe .40 on the factors indicated by the |
test developers. Ali eight items in the personalfaccomp—
’lishment factor loaded on the expeoted factor.. Eight
of the nine 1tems in the emotlonql exhaustlon factor

3

loaded in. the expected»factor., Three of the five ‘items

e

in ‘the depersonalization factor loaded,on the expected .

-1

factor. - . o ‘ . -

Thus, om the fregquency dimension of the burnout scalej -

the three factors jdentified in, the originpal instrument



150° ;@_ x(92L°) _ I ZAVES THaoM Au woxy uso pauanq Hmm% I '8
o 011" 250" . « (0EL") .mp:wamaomu Au jO mEmHnoua
s I ) v wsp suaz >aw>auomwwo Axaa qeep I "L
pee” $(595°) £50° T  -ow 03 utRIA3IS
: o p ATtesx sT Aep J1e wHQomQ y3iTm- mcaxnozh *g
x(S¥p°) - TISTC © T€0°- ‘ +s303lqo HchMMmmsH 9I9M
: 7 : Asay3 JT se mucwﬂgﬂomﬁ swos 3eaa3 I 1923 I '
1sot - sczt 0 w(Lswr) -sbuTyl 3Inoqe (993
. : mucwﬂﬁﬂuwu %E 305 puejsiapun A{tsea ued I ¥
sLo* - x(859°) 620" | - | "qol =y3
: , : Uo Aep Isyaoue 20e3 03 9Aary. pue buTuIouw
, ay3z ut dn 39H6 I uaym penbrjey 1993 I €
Z61" % (1€9°) 061" - Aepxaom oy3 Jo pus oyj 3e.dn pasn T893 I T
881" «(689°) 180" +Iom Aw woxj pauTexp A[TeUOTIOWd [99F I T
uotT3EZT  UOTISNEYXI Jusaul _chwpmsvﬂm pa3eTad IoM
-Teuosaadag [euoTIOWI -yst1dwoody R ’ -
: _ Teuosiad . , 3
£ z ST :

o

sbutpeo] 103084 pu® S1030B4

wu:wzvmwm uot3jeztIRUOSIAAaQ
pue uoTIsSneYXy TRUOTIOoWF
1qusuys 1 TduoooyY TrUOSIDd

103 A1ojusaul 3nouand YoeTsSenW

ay3 “jo

XTI3EeW I03D0¥J XewTIeA

1°¢ 919®L




i

we”
6£0°

105

mmov...l
100"
9z¢ "
62"
oce"
652"
690"

»(929°) .

*Amow.v

820"~

£ (T65°)  ° 8E€T -

.nom Au Aq vmucupmsuw 1993 I

.Jaummum:m Axaa wam I

‘adox Au uo n:m oyl 3e w, I ST mem Hv

‘qol STyl ur mmﬁaﬁu
maaczsuuoz %:mE @w:mHHmEooom m>ms 1

: ..wucoﬂmaomu Aur cuaz
%HmmoHo m:axuoz umuwm @muMMMHasxmﬂwQMH

*s3UaTdIOoRT AW Y3TM axaydsouze
poxe[a1 ® 238210 A{trses ued .

*3W UQ: SSaA]S ﬂUDE

oou musm »auowuaﬁ mﬁmomm Yy3itm butxaom

*s3uaTdTo9 SuWOoS

o3 mcwammn um£3 ?1RD >Hammu 3,uop I

‘qol »E uo paey o001} mzaxuos w,I 1923 1

*ATTeuoT3iowd

au mCacwvumc ST Qom STyl eyl Axiom.T

: ‘qol STyl YOO3j I SBOUTS
mamomm Uum3ou mﬂOHHMQNHOE mEoomn m>Hv

. *aI0OM Ku :msoucu mm>aa s mamowm
um&uo mcaocmsawca mﬁm>auamom“e Hﬁwmw H.

“0¢-

“eT

“81

LT
"9T

‘ST
At

Tt

TT

uor3ezI

~-1eyosaadaq

IS

e

N

21T - . % (TT9°
v10° x (PPL7)
¥90° » (6787
x(S8%°) 610" -
650" - zzo®
¥8BE" o LoT”
«(8¥9°)  €L0°
0LO - *Ammw v
-TETT | 0€0°
1T¢°  b00°-
100" - «(90L° T
coﬂum:mnwmm Jusu
- TeuoTjowd © -YsTTdwoddV
R - {euosaad
4 A ¢

shuTpeol I030vJ pu® SI1030®d

suoT3en3TIs vmumﬁmm JI0oM




&

Y

1106

LA

.ucwﬁbuumcw.amcﬂmﬂuo co‘vmmwﬁuamwﬂ RS A

L 8% A _‘NJNv . wumm,_ pourTIRA mo pcmnuum urﬂumaﬂsﬁo‘
59 x/,, . _9"sT T 9°€e R [7t gouetaep TeIOL IO wmmucmv»mm

T18° 986°E .. wtety e  sonTesusbTd

o DL . I a“ . .7 swetqoad Hamzu
ws9es CEve" CEVTT . JO 9wOos, uom aur wEmHQ mucmﬂmaomu Hmmm I 22
€507~ yg0°  s(s090) . - -Atureo Kzea sustqoxd.

A | e L g : ﬁmcoﬂuo&m UITM Hmon I ‘zom Aw ur 1T

uor3jez _@”coﬂumsmmxm C. . 3usu o o mﬁoﬂumdwﬂm vwwmamm HIOM..
—1euosasdag = TeuoTIOWH ~-ystidwoooy * L . . U o

. ‘ Teuosasd
€ z S S
o .;...“.. v . r ' . . - ‘ ) L . "
 spuTpeOT I1030®J puUR 5103084 '
i - 18 d



4.0

107"

S

development factored as predlcted when used w1th school .

Llprincipals.ynOf‘the twenty-two items, nlneteen loaded in
the‘predicted direction and-norltem;loaded.on more ‘than ohe
factor. The depersonalization~factor.was the wéakestfﬁ'
factor. 'Overall however:.the analy51s demonstrated that
\on the frequency dlmen51on of burnout the scale measures
those factors that the developers of the 1nstrument
'1dent1f1ed.

The- results of the factor analysrs for the strength
- dimension. of the scale areeshown in Table'3.é;; Of the .
‘twenty—two;itemsflnfthe invéntory, all but four of the
itemS-loaded above 40 ‘in the dlrectlon lndlcated by the -
test developers:. All elght ltems in the personal
'accompllshment factor loaded in the expected dlrectlon.‘
Slx of- the nine 1tems in the emotlonal exhaustlon factor
loaded in tie expected drrectlon.v.Fourvofrthe five items
ln the depersonallzatlon factor loaded in the- expected
ddlrectlon. Several items, however, loaded on the deper-
sonallzatlon factor that were not on the orlglnal scale,
flve 1tems loaded on depersonalizatlon ‘when not expected
and twovof these 1tems¢also loaded on the emotlonal
vexhaustionvscale.f | A | -

Thus, the factors identified'in'the original test‘
development for the strength dlmenSLOn factored qulte

strongly when used with school prlnc1pals. However,
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because of multiple loading interpretations of the
depersonalization factor should be treated with caution.
In general, the frequehcy dimension of the Maslach

Burnout Invehtory factored more strongly than the strength

dimension. Again,“in”looking,at both‘the frequency and
strength dimension of the test the'personel.eccomplishment
factor seemed to be‘the@most cleafly established factor, -
followed closely by the_emotioﬁal ekhaustieﬁ~factof. The
depersonalization factor, however, was not as strong as
expected in either the frequency»o: strength dimension.
The.factor analysis, however, did indicate that the Maslach

‘Burnout Inventory was reasonably well developed and that it

appeared to measure what the developers elaim it measured.
~ The depersonalization factor Should;’based on the'results

with this sample, be carefully interpreted.

Role conflict and role ambiguity survex,‘ The results
~of the faeter analysis‘of_the Role Conflict,and Roie,
Ambiguity~S¢éle are shown in Table 3.3.
~All fourteen items factered on the expected factors
and loaded aboye .40. Six items loeded strongly on the
fole ambiguity-factor and eight iteﬁs loaded strongly,on
the role conflict factor. -
Thus the Role Con%lict an& Role Ambiguity éurvey
eppeared to identify two definite factors wheh used in

this study of principals. These factors were identical'tot
. ..



Table 3.3

vVarimax Factor Matrix of the
Rizzo, House, and Lirtzman

Role Conflict - Role
Ambiguity Scale

112

.

‘WOrk Related Situations

&

~ Factors and
Factor Loading

1 2

Role Role
Ambiguity Conflict

10.
11.

12.

I have clear, planned goals for my

job.

I know that I have divided.my time
properly. ) ’

I know what my responsibilities
are. :

I know exactly what is expected of
me. : .

I feel certain about how much
authority I have/on‘the'job.

Explanation is clear of what has
to be: done.

I have to6 do things that should be
done differently.

I receive an assignment without

_the manpower to complete it.

I have to buck a rule or policy in
order to carry out my assignment. .

- I work with two or mdre groups who

operate quite differently. ‘

I receive incompatible requests \
from two or more people. ‘ \

I do things that are apt to be
accepted by one person and not by

‘others.

4

C(.557)%  -.030
(.559) % —:061;
(.724)*  .036
(\734)%  -~.119

 ()708)* . =.147
(.796)% . -.161
-.015 . \(;48?)*
_.i40' | (.528{§¥
~.104 (.5855*

031 (7552) *
~.053 5(.693)*

-.123 T (.678)%

i
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-

Factors and
Factor Loading

»

1 2
\ o Role Role
Work Related Situations Ambiguity Conflict
13. I receive an 5ssignment without
adequate resources and materials ,
to execute it. . N ~.066 (.699)*
14. I work on unnecessary things. -.330 (.396) %
'Eigenvalue 3.671 2.129
Percent of Total Variance | ©30.1 19.2
Cumulative Percent of Total Variance‘ 30.1 49.3

~

-

*Items identified on original instrument.



those proposed by the creators ot thig instrument.

Appropriateness of Instrument

From the reliability scores and factor analysis of the

Maslach Burnout Inventory and the Rizzo, House and Lirtzman

Role Conflict and Role Ambicuity Survey in this study,
there Qas evidence to support the use of these ingtruments.
Both scales had hich reliability and had been shown to
identify the factors prédicted by the developers. Thus
these scales appeared to be appropriate in the study of

school principals in Nova Scotia.
sSummary

This chapter contains an outline of the research desian
and methodologf employed in the study as well as an exami-
nation of the appropriateness of the burnout and role
conflict - role ambiguity instruments.

The study was an exploratory and descriptive study of
burnout among school principals using descriptive and
exploratqry analysis. The interrelationship of variablgs
examined was based on the Kyriacou and Sutcliffe (1978)
model of teacher stress. A gtratified random sample of 272
principals in Nova Scotia, Canada was surveyed by means of a
S56-item questionnaire. An 84 percent response rate was

obtained from respondents.

The Maslach Burnout Inventory and the Rizzo, House and



Lirtzman Role Coriflict and Role Ambiguity Questionnaire”

were used in data cpllectioh. A factor analysis and
| ‘

/ '

ments indicated that they were appropriate for use in

this study.

Sy

examination of reliabilk&y and validity for the instru-

115



CHAPTER 4

Profile of Respondents

A proflle of the prlnc1pals who responded to the study
guestionnaire is presented in thlS chapter to provide an-
<

overall plcture of the sample of No&é‘ﬁcotla pr1nc1pals.

Included in this proflle'

lnformatlen onjpersonal and
situational characteristrﬁs Qf.thé principals ;s‘weli‘as
>overall,scores on the_role conflict and role ambiguity
scales, and a sﬁmmarylof responses to questions on overall
job stresslApersonal life stress, leisure timeiand worry
about;eehool. Principals' responées to 'a reqeest to
identify job stressors.and leisure time activitieé'are also

outlined.

. Personal Characteristics

Personal characteristics of prineipals are described
in this sectionhin relation to age, experience, length of
time in the same school, type of ‘training, desire for

promotion and propensity i leave the school or job.

Age
As show in Tablei4,l the majority of prineipals were

in the 30-59 age categories, with very few under 30 years

L : 116



‘Table 4;1

Age of Principals

117

H

Agencétégory Frequency Percentage
‘Under 30 3 1.3
30-39 69 30.8
40-49 94 42.0
50-59 ag " 21.4

60 or older 9- 4.0

No response 3 1 0.4
“Total 224 100%



118

of age or over GOVYears of agef.;

_it seems reasonable that few individuals becoﬁe
ptincipalsubefore age 30 aS'classfoom teaching experience
is usually'the etepping stone to a priﬁc}pelship.. There
is room for coﬁjecture, however, as to why there are so |
few ptincipels, ohiy 4 percent, . over 60'years of age;, It
may ihdicate that principals do not{complete their profes;
sionel.oafeere as prinoipals but either as;teachersror in

some other professiOnal capaCity'ortthey’Choose to retire

before reaohlng the retlrement age of 65. Of the respondentsye

LA

,questloned 42 percent fell lnto the category referrea to s
by Pines and Aronson (1981:173) as the‘mld-caree: crisis
stage; between 40 and 49 yeers\of age., It ;s at this stage
~in one's‘career that career. development tends_to tésult.in'
greate’ ress for the 1nd1vxdual The majorlty of
reép‘oh'tis were mld-career educators Some 73 percent -of
“the pr%n01pals were between the ages of 30 and 49, the

period identified by Lauderdale (1982:43) as the time of

‘greatest potential for burnout.

Experience

As -shown in Table 4.2 the.majority of principaIS»(54'
percent) had tenvor less yeersf'of experience_as a principai
eand'the largest.singie'group had‘iess than.eix years'
;experiehce;. o |

This does not reflect'the fact that the school system
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‘Table 4.2.

Years of Experience as a Principal @ 7

Years as Principal | Frequency - o " Percent

1-5 years . 65 . . . 29.0

6-10 55 | . 24.6

P

11-15 42 . 18.8
16-20 . 37 o 16.5
21 or more o ‘ 24 o | o - 10.7

no response | , 1 _ - R .4

‘Totals . ' A 224 o o 100

e
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in Nova Scotla has been shrlnklngbrapldly in the past five.
'years., One would expect a large number of prlncrpals 1n -
'the ten to twenty years of experlence category since that
was the tlme when schools were expandlng )
The data 1nd1cate that many new members have - jolned
.the ranks of school admlnlstratlon 1n recent years.

To retlre on full pensron 'in Nova SCOtla usually

requlres thlrty years of teachlng servrce, yet there were‘

- very few pr1nc1pals who had spent more than flfteen years

as a school pr1nc1pal ThlS may mean that pr1nc1pals be-
.come admlnlstrators later in their profe551onal careers
and perhaps leavé’admlnlstratlon before the end’ of their
1careers. In.any case, ‘the majorlty of the prxncrpals, in

this sample, had spent ten or fewer years as school

principals.

Yearsfin Current School

R N e : .
As shown in Table 4. 3'ow3x one4third 35 percent, of

the sample had been prlnc1pals in their current school for
nine or more years. On the other hand, the same number of
principals, 35 percent, had. b en in the same school for
less than five years.A . |

This seems to indicate that princlpalsnin Nova SCOtia
‘_have a range of experience‘as school'administrators, they
do move around from school to school and that new

opportunltles and challenges seem to be avallable to

Y
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h - \  Table 4.3

Years as Pqincipal'of'Cur:enthchool o

Years in School ' " Frequency L Percent

 1;2*years - L . R . *16;5
3-4 a2 R 148
D56 s o ) | ©20.5
9 or more . 3' e S - 35.3

no response - - 1 ¢ - o .4

" Totals = . | 224 . 100
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principais, The majority, 55 percent, had been in their
current schools for six years or less.
. . l N . .

Training in Educational
Administration:

£
J
!

As shown in Table 4.4 half of the principals surveyed,

51 perceht,-had.a Master's degree or ﬁigherein educational
’administration}and all but 8 percent of the respondents
ciaimed to have,had some'administrative training,beyondpa
ba31c teachlng certlflcate |

It may ‘be suggested from. thls 1nformatlon that the
'pr1nc1pals in the sample had superlor quallflcatlons, w1th
half holdlng graduate degrees in educatlonal admlnlstratlonv
A further 28 percent 1nd1qatedlthat they had a diploma in
jeducatioﬁai admihistration.< This probably refers to.the
diplema.obtained from'a'fourrsummer program offered by the
Nova Scotia Department of Educatlon for the past fifteen
years and requlred before admlnlstratlve allowanCes are paid
to pr1nc1pals or vice- pr1nc1pals A graduate degree ln
edutatlonal admlnlstratlon has been accepted in lleu of
this diploma. ThlS‘pOllcy of the Nova Scot}a Department of‘
Educatien may’aceount fordthe highldegigebofgacademic |

vqualifications”amongvSCthl_principals.

Desire for Promotion

As shown in Table.4.5 there is close to a normal’

statistical distribution of scores among principals-in their
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Table 4.4

Graduate Training in Educational
Administration :

Aﬁpunt of Training ' Frequenéy ' | - Pefcent
prﬁe S - 17 S 7.6 /
some 2w 12.5
Diploma | o | 63 P 28.1

- Masters - ‘,‘ - ‘113"”) B . _ . 50.4
Ph.D. T o )
.No reéponse ', ' o _ 1 o . B _.» .4

‘Totals . < S 224 o . 100
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Table 4.5'

Desife'for promotion Among
- Principals |
Desire for Prdmotion‘ Freqﬁency Percent
Very low . ' oo« 16 7.1
Low L BV 15.2
Moderate | - ' RS S ' | 49.6
High | : BRY 7 210
~ Very high . :=. | 13 ‘:i o 5.8 °
No response . | 3 fi» ,l . 1.3

Totals - ‘ 224 . 100 0~
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desire forvpromotion.v One-half of the respondents, 50 per-
cent;‘rated their desire ﬁoripromotion'as moderate{ with 22
percent indicating(a less than moderate desire for prono—
tion andv27 percent/indicating a greater than moderate .
desire for promotion.' These results suggest that principals,
generally)] are not anxious to advance to other administrative
vpositions in<education beyond their current principalship,
Since 72 percent”rate their desire for promotion to be
moderate or less.

It is p0551ble that the geography of the prov1nce of
,Nova Scotia compllcates promotlon beyond pr1n01pa1 |
Because of the structure of the school organlzatlons and
its largely rural nature, a promotlon, or even a change of
‘schools, could require a move of the principal's family to
another community. This in itself may be enough to dis-
courage‘promotion beyond the‘current school. In a iargely‘i

urban sample-the results might be quitemdifferent.

Propensity to Leave

 As shown in Table 4.6, principals'in the sample appear
to’ be generally satisfied.WithAtheir positions in’the
educational system. Over half, 51 percent, of the princi-
pais expressed a preference to remain in the same job in |
the same school’ whereas 35 percent preferred to change‘to
another school or another job in educatlon.

- It appears that the ma]orlty of principals in this sample ’
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Table 4.6

Propensity to Leave School, Principalship,
or Educational System

Job Aspiration ‘ | Frequency Percent
" Stay-.in same school ' : | 115 51.3
Chénge schools - ’ 32 JL4.§
Changé tq another job in education 47 | 21.0 -~
Change field completely - 22 9.8
.No response - L ‘ ) , 8 . 3.6

Totals . B 224 100
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are committed t¢ the fieié of education. The fact that 10

peréent of the respondents wanted to get out of education

completely ig, however, somewhat disconcerting. If

one school ih‘ten has a p%incipal who feels this way, there

may be good reason to question the leadership that is being

- :

offered to staff and students in some schools in this sample.
Generally it appears that the principals surveyed are

ﬁot qnhappy in their current roles. Although 45 percent:

indicated that they would like a change, the majority of them

indicated that they wished to remain in education.

Situational Characteristics

Situational characteristics of principals are describecd
in this section in relation to type of school, size of
school, time spent in classroom teaching, type of community,

extent of teacher supervision, autonomy, opportunities for

promotion and frequency of contacts outside the school system.

Type of School

In Nové Scotia, as in any educational jurisdiction,
there are a variety of ways in which schools may be organized.
éeven categories of school oréénization were identified}in
Nova Scotia prior to undertaking thié study; these are_listed
in Table 4.7.

Principals surveyed in this study represented the seven

" classifications of school type} Not all schools fit these
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Table 4.7

School Organization in Nova Scotia
and in Research Sample

Sample

‘ Nova Percent of

Grades Taught Sample Scotia Population
P-6 60 339 18

7-9 42 47 89
10-12 23 ' 23 100

P-9 ey 35 83 42
7-12 v 35 44 80
p-12 21 . 26 81
Vocational ' ‘ 7 i3 * 54
Other OE 2 S0
Unclassified | :

Response 1 -— Q &

Totals 224 577 .
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simple\categorizations, but principals were asked to identify

"the category that came closest to descrlbing their school.

As indicated in Table 4.7 all of the identified

"categories of schools were’well—represented in the study.

Schools. in Nova Scotia were identified by size of

‘énrollment and then grouped into ten size categorles based

on enrollment in ~altinles of one hundred When the

o

‘questlonnalre was mailed to principalsan attempt was made to

obtain responses from principals in each category of school

size. As shown i- Table 4.8 a.l school sizes were well-

represented in the szmple.

Type of Community

o

As shown in Table 4.9 the principals surveyed represented
four types of Nova Scotia communities; rural, village, town,

and city. 'The largest gr%ypépf responoents, 34 percent,

worked in schools located 1nearrural commnnlty with the next. -
largest groups‘representindntoWn, city and village with 29-
percent, 20 percent and 15 percent respectlvely. This appears
to represent the approxlmate breakdown of all schools ;m the

J

provinte and reflects its rural nature.

Time Spent Teaching'.

As s%§wn f& Table 4. lO, the majorlty of principals in
the survey, 57 percent reported that thex\dld no teachlng,
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= ' Table 4.8

student Enrollment in Nova Scotia Schools
and in Research Sample

Number of Number of Sample’

, Schools in Schools in - - Percent of
Enrollment - Sample Nova. Scotia Population
1-100 J 12 89 a3
101-200 19, o138 14
201-300. 36 . 106 34
301-400 . 42 80 53
' 401-500 | 37 : 66 . 56
5014600 | . -27 © 38 , 71
601-700 | 1. 20 " 80
701-800 .- 11 13, 85
801-900 | 3. - 6 50

901+ _— 21 - 21 | 1100

Totals 224 - 577 _—
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Location of Surveyed Schools
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Totals .

¥

Type of.Communiyy Frequency Percent
Rural 75 33.5
village ' 33 14.7
Town 64 28.6
City 45 20.1
.No response 7 3.1~
224 100
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Table 4.10

Time Spent Teaching by Priﬁcipals ‘
Percentage Teaching Time Frequehcy Pefcentage
No teaching = - 127 | 56.7
: , ; : ) SN
1-25% : 59 - 126.3
26-50 B 17 - 7.6
51-75 ‘ o S 1.3
76-100 : . 18, | 8.0
No response = .0 ' 0.0
Totals - 224 . . . 100
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vwhile‘26 percent reported that they spentrless than
one-quarter of their'working day teaching. Only»9;percent.'
rlcf>thé‘respondents taught for more than half cf the school
day. | |

| Thie infcrmationvrndicates that over 80 percent of the
surveyed principals derted the major part of their school
"day to administrative duties. ‘There were few principals. who
taught more than 25 percent of the school day. Thus. the
majority of pr1nc1nals were full time admlnlstrators W1th

few teachlng'responSLbllntles.

Superv151on-of TeacherS‘

As shown in Table 4. 11 the majorlty of principals
engaged in teacher superv1510n and evaluatlon as a

responsrblllty of their job, w1th 59 percent . reportlng that;

\

they superVLSed teachers frequentlv or very frequently. |

Anothawslarge group, 33 percent of respondents, indicate
that they superv1sed occa510nally, while 8 percent’ reported
.that they rarely or seldom superv1sed teachers.

| In general 1t appears that the pr1nc1pals surveyed A
con51dered teachef superv151on to be an 1mportant reSpon—

51b111ty with less than 10 percent lndlcatlng that they did

llttle_superv1s;on.

[

Opportunities for Promotion

Aaiéhown in Table 4;12,'40 percent of the principals

”
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~Table 4.11

Supervision and Evaluation,of’Teéchef
by Principals-: - o

=

‘= Supervision Carried Out | L .Freguency . .Percent

aréty T m o as
Seldom | s 2.3
: éécasionally Ty e  1, «13 ..1 - . 3é.§A
Frequently o A;_ . ' ‘,‘ o »'91 o x40.6‘
kVer? ffquehtly\ ru'" f"v?" S a1 o 18.3

No response. - . : . o T2 : i L9

Totals - o S . 224 o ?-; . 100
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Table 4.12

Opportunities for Promotion
for Principals '

i
I
i

o Opportunities forvPrQAOtion ' Frequency , 'S%Percent
" Poor | | | a1 . . +18.3
Fair o ~ a9 21.9
Moderate e ‘ ; ‘ 59 . . - 26.3
Good | 62 277
'Excellent | 10 - 4.5
- No responSeb o o -3 1.3
Totals - S 224 - 100
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surveyed indicated that'their opportunities for promotion
were poor or fair while 32 percent indicated that their
opportunities for promotion were. good to'excellent.

These results seemed to 1nd1cate a reasonably balancec .
_outlook by pr1nc1pals ‘on thelr prospects for advancement'
" within-their school systems., Approx1mately‘one—th%rd saw
their_opportunities_for promotion as poor to fair, one-third

moderate and one-third good to excellent.

‘Autonomy‘
As shown in Table 4.13 the majority of principalshfelt
_that they were.permitted to operate'their gchools as they saw
.fit.v‘Only 3 percent of the principals reported that they
rarely or seldom had the freedom to run their schools as
they wished and only l7 percent reported occa51onal autonomy
The ma]orlty of pr1nc1pals, 79 percent reported that they
frequently or usually acted autonomously |
Generally these responses seem to 1nd1cate that
’prlnc1pals in this sample did not feel constralned by the
school board or others in the operation of therr schools.
They lndlcated that they exerc1sed a good deal of personal

control qQver the manner in whlch_thelr schools functloned

Boundary Spannlng

‘As shown in Table 4.14, dealing with agencies outside

the sq&?pl system was a regular part of the pr1nc1pal s

S
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’Reported Autonomy of

4.13

School Principals .
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Free to Operate School

" Frequency iﬁ Percent
‘Rarely 3 ‘ 1.3
Seldom 4 1.8
Occasionally 39 . 17.4
Frequently 59 26.3
Usually 117 52.2
‘No response 2 .9
Totals 224 100




Table 4.14

Frequency of Contacts with Agencies

Outside the School System
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[

Boundary Spanning Requiremenﬁ Frequency Percent
Rarely 3 .13

- Seldom 3 1.3
Occasionally 85 - 37.9
Frequenﬁly .99 44.2

Very frequently 33 14.7

No response ~ 1 .4

224

‘Totals

100
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job as reported by this sample of principals.

Only 3 percent of the pr1nc1pals 1nd1cated toat they
rarely or seldom dealt with croups out51de the school system,
while 38 percent reported occa51onal contacts and 59 percent
iﬁdicated that they frequently‘or very frequentlyfdealt with
groups or agencies outside the school system U/

These findings suggest tqpt pr1nc1pals dlrect a good
deal of thelr attention to groups outside the educatlonal
system and act as a boundary spanner'between the educatlonai
syétem-and‘other orgaoizationiu ih meny ways principals
may be seen as buffers between the school and other
community groups or agencies.

Stress Variables

n

In this section the responses of ‘principals to

questions related to-stress on the job and at home are
summerized; The mejor etresé variables described ereu
"role conflict, role ambiguity, overall job stress, and .

- personal life stress. Principals' overall responses on
each of tbese variables.iS'presented to provide an overview

of the stress experienced by prihcipals in thié sample.

Role Conflict and Role Ambiguity
The overall mean scores on the Role Conflict and Role
Ambiguity Survey for the researoh‘sample are shown on

e
Table 4.15.
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Table 4.15
Mean Scores for Principals and
Norms on Role Conflict and
Role Ambiguity

*

2 4

7

Rizzo, House and

B Sample - Lirtzman (1970)
Subscale ’ . Mean ’ . ~Means
Role Canflict 3.4 . 4.0
Role Ambiguity 5.3 | | 3.9
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For a range of possible scores from one to seven on the
role conflict measure the principals as a group scored very
close to the midpoint of the scale. The mean score for the

.

group was 3.4, and lower than the mean of 4.6 found by
W

Rizzo, Ho&;e and Lirtzman {1970) in the instrument
development. ‘This suggests that the principals in this
sample did not experience high degrees of role conflict.
Although role conflict appears to be a factor in their jobs,
the principals did not coneider it a major cause of con-
~cern. '

Role ambiguity scores were higher than the midpoint of
3.5 and higher than the mean of 3.9 found by Rizzo, House
and Lirtzman (1970) in the instrument develo?ment.
Principals in this sample had a mean score of 5.3 on the
role ambiguity scale. Tﬁis portien cf the inetruﬁent is

-
scored in reverse with the high score indicating less role

ambiguity. As a’; consequence a mean gcore of 5.3 suggests
BN Lo

that the princ1pa¢s uxveyed werepactuaily f%?dlng little

?.
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(_,_)‘\_/e:rafLL Job Stroas

As shown in Table 4.16 when principals were asked to
rate their overall job stress, they reported that their jobs
were very stressful or exsremely stressful in only 13 per-

cent of the cases. On the other hand, only 9 percent of
the respOndénts reported tﬂat their jobs were not stressful.
Jobs were reported as mildly stressful by 36 percent and
moderately stressful by 41 percent.

This information suggests that although the job of
principal is not without its stressful aspects the majority
of respondents did not find the stress to be an bverriling
concern. The majority of the principals, 76 percent,
reported that their jobs were mildly or moderately stress-

ful. This appears to indicate that the majority of

principals cope well with the demands of their positions.

Personal Life Stress

\As shown in Table 4.17 very few principals, 9 percent,
reported that their personal life was very stressful or
extremely stressful. Apprdximétely one~third of the
respondents, 34 percent, reported that thei? personal life
was méderately stressful, 'while the largest group, 46 percent,
reported that their personal life was mildly stressful. A

small group, 10 percent, reported that their personal life

=
v



Overall Job Stress -Reported by Principals

Table 4.16
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Degree of Job Stress

Fréquency Percent
Not stressful 20 8.9
Mildly stréssful 80 35.7
Moderately stressful 91 40.6
Very stressful = 28 12.5
Extremely stressful 2 .9
No response 3 1;3
Totals 224 100
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Table 4.17 

. Personal Life Stress Reported
Wil N, by Principals

5é§ree of Personél Life Stress = Frequency "_ Percent
Not streséful » . i_ 23 10.3
Mildly stressful = 102 & 455
Moderatelv stressful .. 76 33.9
Very streésful S ' 12 - | 5.4
Extremely stressfﬁl,\ 7 | 3.1
No>response_ | / : ' 4 , 1.8

Totals - o 224 100 -
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a -
was not stressful.

-

% ’ R . .' ..
It appears from this information that there 1s some.

. stress in personal life, vet only a small percentage rated

I's

their personal lives as a source of considerable stress.

{ This suggeéts that principals in this sample were well-

adjusted in their personal lives and were not preocéupied

with concerns related to their out-of-school life. e

7

Stressful Aspects of the Job

Principals surveved in"this study weré qékedllon a
‘ ‘ e a e
volunteered response questibn, to indicate what aspeéts\of
thé:job of principal they . found to be most stressful. All
responses weré listed ana ££en‘organized iﬁéo categories of
responses. From this'exerCise eleven‘categories of'jgb
stressors were obtained. Some respondents. listed more than
one stressful aspect of the job whicﬁ accounts for the 319

responses from 224 respondents.

€

‘ The aspects of the job which ériﬁcipals considered to be
mdsﬁlstressful ére'outlined 5elow; The categories of job
stressors were as follows:

1. Dea%ing with demands such as‘time demands,
bureauéracy, ﬂhterruptions, deadlines, Yea#Qend activities,
calls at homeﬂ | timetabling, cancelling school, too much
responsibiliﬁy,ﬁpapérwork, dances,fkeeping abreast of
chénges and %aying no ; : \/ R

. ’ .

’ ’ - . .
2. Dealing with the demands of parents and public -

/
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- multi-graded teaching and human rights demands.
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A

groupe of varieus kinds ; - ) p
3. Deaiing with students, discipline, cohflicte and
pfoblems; | | ‘
4. Evaluat;ng, supervising) and releasing teachers;
-5. - Handling cutbacks, staff shortagee, decliaiqgl

s

enrolment, ahd budgets; .

6. }Dealing with central admihietration and school
board interventionsf

7. Getting teachers to do their jobs;

8. Dealing with teachers, staff relations, teaeher

I

conflicts and teacher personal problems;

9. Mediating disputes in general and handling various
complaints;
10. Monitoring student achievement, student invelve-

ment and curriculum development; and
”ll. Handling the double reguirement ofpbeing‘a class-—

room eeacher as well as en administrator."

There were twelve responses that were net ceﬁeéorized
that deélt with a Varieﬁy‘ef’circumstances ieclﬁding
the reduced role of theypfincipal,'the_iack=of'authority,v
student ané teacher apathy, part-time secfetarial help, .

The responses ijprincipals on the questioglof job

stressors is summarized in Table“4.18. Job demands were

the most frequently cited source of stress. The second,

i



‘Table 4.18

Stressful Aspects of the Job
~Identified by Principals
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,

Job Situation Erequency Percent
1. Job demands o ) . 50 15.7
2. ﬂDéaling Qith.parents' . ". 46" 14.4
3. Dealing wiﬁh students . R 46< 14.4
4. stafs relations \‘ | o . 36 11.3
5. Central qdﬁinisﬁratidh aﬁd | o e
school boa:d S ‘ 30 9.4,
6. Cutbacks and decliningmenrolﬁenté : 24 7.5
7. Gettihg feachersvto do their jobs' %8' 5.6
8. Mediating diSputes- 17 4 5.3
9. Teacher evaluation and release ' 15 © 4.7
10. Student achievement. | 14 4.4
- 1l. Teaching and administration | 11 3.4
12. Miscellanéous . " i ‘.{2 3.8
. ‘ -
Totals ' 319

) loo,:
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others in the work environment. The remaining stressors

ﬂwere related to tasks that were a part of the duties cf a

) o 148
third and fourth most frequent stresSors,were ooncerned‘with
1nterpersonal relatlons Wlth parents, students and staff

that together constltute 40 percent of allwresponses

Gettlng teachers to do their jobs, qediatlng dlsputes

“.and teacher evaluatloﬁ and release were also 1dent1f1ed as

jOb stressors that requ1re the pr1nc1pal to deal WLth other
1nd1v1duals in an 1ntenselj personal manner and represent

16 percent of all responses.

It seems from thlS lnformatlon that principals

"identvfled stressors that could .be divided lnto task -related

stressOrs and persOn—related stresgors. Of the lOentlfled

o

' 'stressors,” 56 percent involved interpersonal relations with

.
-~

i

~principal.. .

et

R

:'In general, eleven soecifib categories of stressors and
two- broad groups ct stressors are outllned however, there

does.not seem’ to be any one stressor that is agreed upo~ by

~ the majority of priﬁcipals.,.There appear to be many job-

stressors at work with no one heing particularly outstanding.

-

Leisure Time Variables

~ - AN a

In attempting.to determine if there.were connections

“between job stress ggdfthe home life of principals, leisure
ek O SO . :

time variables were examined. ePrincipals were asked to

»

indicate: how  they spent their leisu:e‘time_aﬁay £rem school,

3
ey 4 -
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whethér they worried about school concerns at home and
what activities they engaged in at home which they
considéred to‘befmost-relaXiﬁg.‘

!

Use of Leisure Time ' -~

As shown in Table 4,19 the maizzity of principals, 70

percent, repbftéd that gﬁ%{»frquen ly or usually devoted
théir evenings to éctivitiesunrelated to school work, while
2S.per¢ent’reported that‘they occasionélly workéd at thihgs
pnreléted to school. Less than 5 percent reported that they
ra:eiy or seldom devoted their evenings to personal affairs.
"This ihformation suggesfs that the principals in the
sample were not undﬁly preoccupied with‘their'jobs when
they were away from thé schooi Qeftiﬁg. A total of 70 per-
cent were usually or frequently inyolﬁed in evening activi-
tigS-unrelatéd to school. Thus it seems that principals in

this sample were able to make a distinction between school

and personal life. - | N !

3
Worry About School

As shown in Table 4.20 there was a relatively normal
bdistribution of principals' responses to a guestion
“concerning worry about school. Few principalshappeared to \
be‘preéccupied with schdoL with only 4 percent reporting )

that they usually worry about school. On the other hand,

only 9 percent repoxtag‘ hat they rarely worried about school.
) ' .' '/ b*{b ’p o ’ RN ) | :

LS
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. Table 4.19

Frequency of use of Evenings for
Personal Activities Unrelated

to School

P

Evenings and Personal Affairs ‘ Frequency Peréeht
Rarely ' : 1 o .4
Seldom : ry . 3.6
Occasionally ' - 56 25.0
Frequently ' 111 | . .49.6
Usually o 45 20.1
No response _ 3 1.3

Totals : : 224 : 100
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Table 4.20

Frequency of wérfy about School Concerns
when away from the Jcb

Worry e Frequently | Percent
Rarely ‘ 21 . “ ) 9.4
Seldon o | 41 | | 18.3
dccasionally‘ o 89 . 39,7
Frequently , . | 62 ' 27.7
Usually -9 | 4.0
‘No response ,» ‘ 2 ‘ _ .9

Totals S 224 100
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4 .
The largest response group, 40 percent, indicated that they
occasionally worried about schoqL while 18 percent reported
that they seldom worried and 28 percent reported that they
frequently worried about school. |
This information seems to suggest that principéls are

nof preoccupied with worries about‘school when they are at
home. At the same time, neither do they seem to be able to
divorce themselves completely from the concerns of school.
A total of 67 percent of the respondents reported that they
- occasionally or freguently worried about school. Yet there
does not appear to be anything unusual abcut this dié—
tribution. Some concérns of the job are brought home, but

they do not appear to be a preoccupation.
N

Leisure Time AcﬁivitieSu
| Principals surveyved in thé study were asked, on a

Volunteeréd—response gquestion, to indicate what leisure time
activities they engaged in that they considered to be most
relaxing. There were 567 responses to this questidn, as
bsome principals listed more than one activity. All responses
were listed and then grouved into categories of responses.
Ten categories of responses were obtained.

The leisure tihe activites which principals engaced in
which they found most relaxing are outlined below. The

categories cof responses were as follows:

1. Sports in general, 'sailing and golf;
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2. Fishing, hunting, camping, walking and running;
3. Community service, music, choir and church;
4. Socializing, card,playing; dancing, dining,

theatre, plays, movies and television;
5. Gardening, farminq)‘Mo?dcutting, home repairs,
the outdooors and nature; |
6. Readihg;
7. Woodworking, carpentry, furniture refinishing,
handcrafts, knitting, crocheting, and miscellaneous hobkbiles;
8. Family activities;
9. Trével; and

10. Miscellaneous activities.

A summary of the leisure time activities engaged in by
respondents 1s shown in Table 4.21. Sporting activities
were the most popular choice of relaxing activity. Howe&er,
a variety of different activities were identified. Physical
aétivities such as sports, hunting, running or gardening
were the pféference of 43 percent. The remainder indicated
a preference for activities that ranged from sedentary and
sol;tary activites (reading, handcrafts) to group socializing
and family.

There did not appéar to be any one dominant preference
gmong principais for relaxing activities. A variety of
choices were:évident and there appeared to be little pattern

in the options indicated.



Table 4.21

Leisure Time Activities
Identified by Principals
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Activity Frequency " Percent

1. Sports(sailing/golf 109 19.2
2. Fishing/hunting/camping/

walking/runping 69 12.2
3. Communitv service/music/

choir/church 65 11.5
4. Socializing/theatfe/

dancing/cards 64 11.3
5.  Gardening/farming/outdcors 65 11.5
6. Reading o 62 10.9
7. Woodworking/handcrafts/hobbies 45 7.9
8. Family 30 5.3
9. Travel 27 4.8
iO. Miscellaneous 31 5.5

Totals 567 100
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In thls chapter a ggmmqrx of thp ne&pohsca .by
princ1pals to the queFt;o ?b Jin the res@aich 1nstru—
‘ment was presented. 'The'm agpal was outlined to provide
a description of the Sample and a profile of the principals
in the study. |

From this profile it appears that principals were not
experiencing intense degrees of role conflict, role
ambiguity, overall job stress, or personal life stress.
On the average the reéébndents appeared to be well-adjusted
and to be coping well with the demands of the job.

Similarly the activities and concerns of crincipals
away from the job indicated thatvthey were not precccupied
; with’Scﬁool concerns when at home. They engaged in a
variety of recreational activities that represented a
broad range of interests.

The sample of principals reflects a range of scérés.gn.‘q
the personal, situational, aﬁd stress factérs examined.
-The sample represents a variety of backgrounds, job
situations and stress experiences and no SLngle factor
stands out that would indicate that principals are an

exceptional or unusual group.
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"@3 CHAPTER &'

)
Analysis of Data (

Introduction

The results of the analysis of data related to the
primary research question on burnout among school
principals are presented in this chapter. The material

is outlined in rglation to the Kyriacou and Sutcliffe (1978)

-

model of teacher stress as described in Chapter 2. Stress
is defined as a six-stage process beginning with (a)
potential Occupational stressors, and including (b) the
appraiéal of a threat to self-esteem or well-being, (c)
the recognition of an actual stressor, (d4) the‘actidgkion
of a coping mechanism,ﬂjé) the experience of stress and
(f) the stress response.

The data were examined in an attempt to determine the
relationship bétween burnout and the personal, situational,
organizﬁtional, overall job stress, personal life stress,

lei'sure time and job stressor variables.

In order to place the concept of burnout in perspective,

~the definition advanced by Maslach and Jackson (1981a) is

reviewed preliminary to the analysis.

Generally Maslach and Jackson (1981A:1) defined burnout
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‘as a syndrome of emotional exhaustion and cynicism that is

developed in the work setting. There are three key aspects

to this syndrome which are described in terms of the

frequency and,strength of these feelings. In all,; six

sub- concepts are yged in the assessment of burnout
Maslach and Jackson (1981A: l) describe the three”f

aspects of burnout. -
The Emotional Exhaustion subscale assesses feellngs
of belng emotionally overextended and exhausted &
by one's work. The Dépersonalization subscale
measures an unfeeling and impersonal response
toward recipients of one's service, care, treat—
‘ment, or instruction. The Personal Accompllshment
subscale assesses feelings of competence and R
successful achievement of one's work with people.
Each subscale has two dimensions: frequency (how
often people haye these feelings) and intensity
(the strength of these feelings).
\ - .
The\Maslach Burnout Inventorv was used to collect data

\

on burnout_in this study. * Six burnout scores were obtained
from the inStrument. The mﬁan btrnout scores for the sample

- were computed and then: compared with norms that had

prevlously been established by the developers of the
'fnStrument. 'ﬂ - S I

An outline,of{the mean, scores fo:’the sample are
presented in’TableK§Vl. Also included in the tadble is
the cla551f1catlon of the degree of burnout, from low to
high, as suggested by the test norms. Prlnc1pals, in

. . e
thlS sample,,scored low, in terms of»experlenced‘burnout,

on four of the six subtests of the instrument, - Scores were

“

/

Ty
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b4
Table 5.1
Mean Burnout Scores for Sample of’
Principals Surveyed and Comparison
with Categorization of Scores
from the Maslach Burnout Inventory ;
. \ H By
Subscale - Mean Categorization
.Emotional Exhaustion
Frkquency & r;ﬁ “13.1 Low
T P‘*.? .
Intensity e 18.6 Low
Depersonalization e
Frequency 4.7 Low
Intensity 6.9 Low
Personal Accomplishment
Preguency 37.5 Moderate
40.0 - Moderate °

3 R

T AT
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low in the emotional exhaustion frequency, emotional

|
exhaustion strength, depersonalization freguency and

depersonalization strength subscales of the test. On

- personal accomplishment frequency and personal accomplish-

ment strength the mean scores indicated a moderate degree

of burnout. '

These findings suggest that, in general, principals in

the sample were coping rather well with the demands/of the
/A .

job; they did not feel emotionally drained from tyeir work

/
nor did they tend to deal with other people in a‘detached

or depersonalized manner. They did however, feel some

d;ustratlon and perhaps some dlSlllu51onment with their own

ability to accomplish what they set as goals for themselves. j
It appears that principals in this sample‘were not .

experiencing high or even moderate degrees of burnout, but

‘'were experiencing some dissatisfaction with what they were

9

able to accompllsh in thelr jobs. Burnout did not appear ' e

to be a major problem for thlS group of pr1nc1pals

ThlS chapter is addressed to an analysis of the
: relatiOnshlps specified in the major research question:

To what extent do principals experience burnout
and what is the relationship of Eﬁrnout to

personal, situational, organizational, overall
job stress, personal life stress, leisure time,

and job stressor variables?
‘ To address the problem preserited by the reésearch

x

quesfion,‘%urneut was examined under the following headings:
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(a) personal variables, (b) situational variables, (c) role

conflict, role ambiguity, overall job stress, personal life
stress, (4) iaentifﬁed job stressors, and (e) leisure

. _time activities.

Burnout and Personal Variables

" In this section attention is directed to the question
posed by research sub-problem 1.1.

-What is the relationship between burnout and
personal characteristics of principals?

The perscnal variables considered were age, experience,..’

.

'length of time in the same school, type of training, desires

+ for promotion and propehsity-to leaYe the school or job.

Predictors of Burnou£ !

A multiple regression analysis technigque was emplo?éd
to determine if aEy or all of tﬂe personal variables coﬁld
account for a subgiahtial amount of the variance in the
six sub—conceéts of burnout.

As shown in Table 5.2 the personal variables acgounted
for a‘small but significant percentage of the variance on the
six sub-scales of burnout. In emotional exhaustidﬁ frequency
and emotional exhaustion;strength the personal variéblgs\
accounted for 13 and 14 percent of the variance respectively;
in depersonalization frequency and depersbnalization strength

. &
5 and 7 percent; and in personal accomplishment freguency

-

and personai accomplishment strength, 14 and 19 percent.
¢ i ' | R “



Multiple Regreésion Analysis for Prediction
of Burnout from Personal Variables

Table 5.2

16l

Burnout Subscale Multiple R R2
Emotional Exhaustion
Frequency _ .366 .134
Emotional Exhaustion
Strength .376 .141
Depersonalization
Frequency .233 .054
D?rsonalization ‘
trength .260 .067
Personal Accomplishment ¥ '
Frequency .371 .137
Personal Accomplishment
.436 .190

Strength

o

T

&
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.. There were six personal characteristics used in the
‘¥ . - B
- calculation of the overall scores for personal variables.
The amount of variance @icbﬁhted for suggests that
individual personal characteristics may be a sﬁrqng M

predictor of burnout, especially in terms of emotional
exhaustion and persoﬁal accompiishment. This is a finding

that is not supported by the literature on burnout where

Greater variance in accounted for in bd¢h the frequency

. . ) oy «* '?\ﬁ‘“‘““ )
and strength dimensions of the emotiona} exhaustion amd

personal accomplishment scales, while relatively little

variance is accounted for on either dimension of the
depersonglization scale.

This méyusuggest thag personal variables may in some

5

‘'way be related to emotional exhaustion and personal

accomplishment, but have relativély le;!‘infiuence over
depersonalization of relations with students and others in
the scﬁbol setting. It may also suggest that feelings of
emotional e¥Paustion and personal accomplishment are in-
fluenced more vapersonal facéors reléted to the p{incipals'
own self-assessment. Particularly in rélation'to the
strength of feelings of pefsongl accomplishment, the personal

variables examined may have some predictive relationship,

N

- B
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as it had the most significant relationship of the six

burnout concepts examined:.

Between Group Differences

A one-way analysis of variance and Scheffe procedure
were employed to determine whetherwdifferencég in burnout
existed between groups based” on, personal cha®acteristics.

In some instances the response, 6ategor1es used in the

. :.k"é} Lok
questlcnnalre were collapsed for. this* analy51s. If a ‘
response category- had very few respondents 1t was comb;ned

wlth the one next to it so that each category represented

enough responses to generate meaningful results. The
‘4
results of these analyses for each of the personal

~——

-

variables are reported in the following pages.

Age. ﬁ%é?hown on Table 5.3 six significant differences
]

- in burnout were obtained between groups based on age

categorles. In a‘l instances the 39-and-under age category

was 51gnlflcantly dlfferent from the other two age categories

&ﬁ@ J*;S};.
of 40 to 49 and 50 and-over. On four suggg a emotlopal

exhaustionufrequency, emotional exhaustion strength,

g

depersonaligation frequency and depersongkgzation strength -

~the 39- and- under ‘age category had 31gn1f1cantly higher g
et N

burnout than the other two older age categories. For the

remaining two scales, personal accompllshment frequency

and personal- accomplishment strength the 39-and- under age

N
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category had significantly lower bugnout than the other two.
age.categories;

These results suggest that the principals under age 39
were significantly different from principals in older age
categories; they had higher bgrnoué?on emotional exhaustion
and depersonalization, and lower burnout on the péréonal ﬁ@
accomplishment aspect of burnout.

The higher burnout for the under-39 age group 1is
. supported by the wor® of Cherniss (1980{87) on the pressures
of establishing a reputation and demonstrating coﬁpetence.
However, the lower burnout on the pegﬁénal accomplishment
dimension was unexpected.

Oﬂ ﬁour scales, emoﬁionalrexhaustion frequency and
strength- and depersoﬂalization.frequency and sﬁréngth, the
6verall scores on the burnout scales declined from the
VYOunger to older age categories. On personai accomplish-
ment frequency and strength, however, the youhgest groué
had lower burnout (a greaterxsense of personal accéhplish—

v

ment) than the older age categories. :This suggests that
brincigglé who ar« o-ver forty years of age méy have basséd
the period in their careers where they are most susceptible
to burnog} in terms of emétional exhaustion.and depersonal-
ization ye£ the sense of personal accomplishment declines

'progressivély as @hey get‘older and they are more

susceptible to-burnout, in terms of personal accomplishment,
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later in their careers.

The results indicate that none of the age categories
had meore than a moderate degree of burnout in comparison
with the test norms. This suggests that principals of all
ages in this sample were coping well with the demands of

their jobs.

Experience. As shown in Table 5.4, significant

differences on only one burnout scale, personal accomplish-
ment frequency, were found between groups differentiated
by years of experienee as a princ}pel._ Respondents with
from one to five yeers of experience as a principal had
significantly less burnout on the. personal accomplishment
frequency dimension than these with from e}even‘to fifteen
years of experience. o

There appears to be a Dat&ern 1n personal accompllshment
frequency; less burnout 1i$ found with the less experlenced
principals, with an increase in burnout until the eleven-
to-fifteen years of experience category, and then afdecline
until the twenty-one—or—mo?e years of expefience eategory.
Personal accomplishment burnout seems to be a greater concern
after eleven years of experience, with”;hose at the beginning
or near the end of their career as principal feeling more
positive and’experiencing iess burnout in terms of the
personal accomplishment frequency measure.

The differences between "groups, although statistically
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significant, are not large as all scores, écéording to the
test norms, indicate a moderate degree of burnout for all
categories of experience

The most interesting development from this analysis
is that experience as a principal had no significant

effect on five of the six burnout measures.

Years in same school. The number of years 'as principal

in the same school also accounted for significantly different
scores on only the personal accomplishment freguency sub-
scale. As shown in Table 5.5, those principals with nine or °
more years' experience in the same‘school had significantly
higher burnout on the personal dccomplishment measure of
burrnout than those with one to two and five to six yea?s in
the same SChool.r ” : \

" The findings suggest that there is a tendency for\
principals who are in the same school for nine or more
vears to frequently feel a decline in their experiences of
personal accomplishment.

Tﬁe reéults suggest a pattern in which their is less
persorial accomplishment burnout in the first six years in a
school with an}increase after thét point. Alﬁhough there
are statistical differences between groups, the test norms

Lo l . :
indicate that scores for |all categories are in .the moderate

range. R

s
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Training in educational administration. The amount of

graduate training among principals accounted for differences
in scores on the personal accomplishment frequency and
strength sub-scales of burnout. '

As shown 1n Table 5.6, ého;e principals who had some
graduate training in educational administraﬁion;were
significantly different from those who had no graduate
training or a Master's degree. Those with some training
had significantly greater burnout on the personal accomplish-

ment measures than did those with no graduate training or

Master's degrees.

<,

These results suggest that those who have begun but
not completed graduate jfraining are more suséeptible to
burnout in terms of personal accomplishment frequency than

those either with no training or with graduate degrees.

|
f

This may mean that the well-traingd‘or'the untrained are in
the least danger of suffering from é frequent feeling of
lack of personal accomplishment. £+ may mean tbaf those w?g }
are motivated to obtain a graduate deérée,_and/do so, are
felatively pleased with theif ability to get éhinqs déné;
Those who make no attempt to obtain graduate/iraininq sleem
éo be quite content as well. Yet those priﬁciéals ;Bo héve
startea somé>t:aining;bu£‘have not ?omplegéd it experience

: ~J ‘ o
the highest firustration in terms of personal accomplishment.
i ;

|
i

The‘féilure to complete the graduate training may reflect a

personal trait that is carried oven’to the schoo%asituation
\ ’ © \{ : o ’
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where tasks are not followed through to completlon.

"On the strength d1mensron of personal accompllshment,

those with some graduate tralnlng\had sxgnlflcantly

N
greater burnout than those w1th Mdster's degrees in
edgcatlonal admlnlstratlon.

Thls may suggest that graduate
trainlng leads to. personal expectatlons wlth greater returns
\\

accomplrshment from ‘their ]ObS

or it may suggest that certain personallty types seek '
Master s degrees_and achleve a stronger sense of personal

.

Principals with diplomas in educational administration

seem to occupy a middle ground between those with no training
and those wr}h-graduate training

strength measure’,

. .
Thrs may suggest that
either no graduate trarnlng or compbuted‘graduate training
-is related to lower burnout on the personal/actompllshment
. . - : )

.

Yoo

Personality chaﬁaoteristics'may explain
the deszre among some individuals to obtain graduate degrees,

‘and these same personallty characterlstlcs may account for
the difference in burnout scores as well.

-

~

In comparing resultS‘aguﬂu test norms, all scores for
personal accompllshment frequency were in the moderate range.

On personal accompllshment strength however, those princi-

scores.

*

pals Wlth 1ncomplete graduate tralnlng scored high in terms

of burnout, while all other categorles had moderate burnout

Desire for promotion.

Desire for promotion has been
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shown to account for slgnlflcant dlfferences in burnout onb
the personal accompllshment frequency and strength sub-.
scales of burnout. As.shown 1n Table 5.7, principals who )
rated their de51re for promotlon as hlgh had slgnlficantly
lower burnout on the personal accompllshment frequency

scalé than principals who rated thelr:de51re for promotion

.as either very low or moderate.

¢ On the perSonal adcomplishment strengtb measure,'those
pr1nc1pals who rated thelr desxre for promotlon as hlgh or

very high had 51gn1f1cantly lower burnout than those who

rated thelr‘de51re for prOmotlop as very low, low or

moderate. .

" Principals who rated their desire for promotion as high

or very'high ﬁad loWer*burnout on both the frequency and

-

rnten51ty dlmenSLOns of personal accomplishment. This

1

seems to 1nd1cate that those who seek promotlon hlghly of

/

very hlghly also recelve stronger rewards in terms of the

_strength and frequency of feellngs;of personal accompllsh—

" ment and are legs susceptibﬁe to burnout in'terms‘of

personal accompllshment. At the §ame time; those who rated

a

their desire: for promotlon ‘as very low or low had high

burnout on this dlmen51on. s

~ =

In terms of test norms, those pr1nc1pals who rated

thelr de31re for\promotlon as very low had hlgh burnout

scores on both personalseccompllshmept frequency and,}
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‘strength. Similarly those who rated their desire forj

promotion as high or very high had low burnout scores

-

;according to teat}norms.' All other acores indicated

' moderate deqrees of burnout. ‘ . PR

Progenlitx to leave.' The lndication of>a deaire toi

leave the school or job accounted for significantly

'different scores«on the-emotional exhaustion frequen;f

F

" and strength sub-tests of burnout. _ o ~

&As shown in Table 5 8, those principals who wanted to

‘change flelds completed had significantly greater burnout

in the emotional exhaustion frequency sub-scale _than those

: who wanted to stay in the same school or job. This seems-

to be a predictable outcome, however, 1t is difflcult to

ok

,determlne what comes f1rst;~ Prlncipals may want to leave.

.thélr ]obs because they frequently feel emotionally

exhausted, or they may feel emotlonally exhausted from their l

A work and thus want to change flelds completely.

- On the emotional exhaustlon strength sub-scale those

a .

principals who indicated a preference to change jobs in

education or change ﬁlelds completely had signiflcantly_,

‘,greater burnout than those who preferred to stay in the

same school.

' The information suggests that those principals who

'ﬂbrefef to.stay-in_their‘current‘schools are the least

‘'susceptible totburnout‘in terms of emotional exhaustion



176,

Z8°'8¢ .

yjzbuails

‘ S9°0F 91" T¥ 05°6€
ouoN ‘86°9€ 19°8¢€ L~LE 60°LE Aousnbazg
o : . ; - v ucmﬂznﬁﬁmaoooc Teuosasd -
suoN - 1 0E°L R TATR SE°9 - y3buULIIS
SUOoN T P0°S L6°V 7 SL°S SZT°¥ . - Xouanbaag
_ : L - o _ uotjezyreuosiadaq.
4 ‘v YL 9T oLtz 06°LT Z1°91 . y3zbusxis
ag-g4 ‘a-v €2°61 LYY £€6°21 0G6°1T - Kousnbaxg
. - ) , : o no«unsmaxm Hm:oﬁuosu
o (9w o (zg) (ETT)  (sauepuodsed 3o Ioquny) -
mmnouw Mmeudﬁmlbo - uoyIRONPA . STOOYOS jooyoss Axobo3e) @suodsay
. uﬁnuuuuwn -Sqor uy sqor ~abueyd awes o . . )
aauauowuunmwm. afwreyDd abueyd S ut Aeys

a - ¥

: ‘ 0>00A 7% »u«u:o&oum o
‘30 sotx0boje) UTYITM S9DUDI33ITd
mcﬂwuooat PaT3IFSSLTD SoTedsS-qug Inouing

..,uo uuuoumﬂmuo: JI03 doueTIReA JO SIsAieuv hmxcmso.

" g°g ofqer.

B

ap



177

while those who prefer to leave the field of education
complotaly are the most likely to experience burnout on

:is’dimonsion. f_ ’ . >

torml of test norms, thosb principals who indicated

¥ence to. chanqe fiaIds completely had moderate

of omotignal‘exhaustion. Scores for all other categories

indioated a low degree of burnout.

Burnout and»Situational variables

In this section attention is directed to the question
posed by research sub-problem 1.2:

What is the relationship between burnout and the
: situational characteristics of principals?

The situational variables considered were school type,’
school size, type of community, time spent teaching, extent
of teacher supervision, opportunities for promotion,

\ /

autonomny and-boundaryesPanning.

éredictors of Burnout _ .
A dﬁltiple regression analysis technique was employed
to examine statistically the data collected from pr ncipals.
The purpose of this analysis was to determine if any or all
of the situational variables cogld account for a sub-
stantial portion of the variance on the six sub-scales of

burnout. o -

‘As shown in'Table 5.9 the situational variables



Multiple Regression Analysis for Prediction of
Burnout from Situational Variables

Table 5.9
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' Strength'

Burnout Sub-scale .fRZ
Emetional Exhaustion AN
-." Frequency .238 056
Emotional Exhaustion

Strength .335 .112
Depersonal{ e

Frequency » ‘ -095
Depersonalization *

Strength | .319 .101
Personal Accomplishment ,

Frequency . .350 122

T .
Personal Accomplishment , .
.367 .135
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accounted for a :ignificant percentage of the variance in
burnout. The lifgelt variance accounted for was in personal
accomplishment strength with 14 percent, followed by
personal accomplishment frequency with 12 percent, emotional
‘exhaustion st:engtﬁ with 11 percent, depersonalization.
-frequency yith 10 percent and emotional exhaustion frequency

~with 6 percent. ‘ ..

Between Group Differences

A one-way analysis of variance and Scheffe procedures
was undertaken on all responses of situational variables to
determine if there were differences within situational
variables on the six sub-scales of the burnout inventory.

In some instances the response categories used in the'
questionnaire have been collapsed for this analysis. If a
response cateébry had very few respondents it was combined
with others so that each category represented enough-
respbnses té gene{ate'meaningful :esults.‘

The analysis resulted in a finding oﬁ no significant
differences in burnout 8cores:when examiﬁed within_schbol
type, school size, type of community and time spent teaching.
‘The resﬁltg of the analyéis for the other situational

variables are reporéed onthe following pages.

'_Stpervision of teachers. As shown in Table 5.10,

principalsvwho reﬁorted that they very frequently supervised
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and Qvalulted teachers had significantly lower burnout in
terms of personal accomplishment fioquoncy than those who
rdportod that they occasionally supervised teachers.

? similarly those princibals who indicated that they very
frequently supervised teachers had uiquificantly lower burn-
out on the personal gdccomplishment strength measure than
those who indicated th3t they rarely/seldom or occasionally
supervised teachers. |

In general this informatiom suggests that those
principals'who very ffequently supervise and evaluate
teachers may have a mbig clear-cut concept of their job, and
supervise teachers as an important aapect of the job. It
appears that those who regularly supervise teachers have
. stronger and more frequent feelings of éersonal accompiish-
ment than those principals who supervise teachers less
regularly; This may aiso indicate that those individuals
who find time to evaluate teachers may be better organized
and thus accomplish more than others.-"
| QIn comparisqn with test norms, the burnout scores for
groups inifhe categories of teaéher supervisgion indiéate a
low degree of burnout in personal accompiishment frequency

for principals who very frequently supervise teachers. All

other groups' scores indicate moderate degrees of burnout.

Autonomz. As shown in Table 5.11 the degree of

difference in reported autonomy accounted for significéﬁtly »



182

k]

—
‘ k]
SUON 6Z° 0¥ 95° 0¥ 9L LE 80°¢CY : yjbuaxys
a-4 ‘O>-d zs8t LL"LE ¥S €E 10°8¢€ Aousnbaxa
. Juawys T 1dwoooy Teuosaad
a-4 82°9 81t 61°6 0§ "€ yabusiag
-V : LO"S ] A €e° 1 KAouoanbaxg
. uot3lez Tpeuosxadag
a-J3 ‘a-d €2°91 Ly 12 4 X A 4 SLTPT A yabusiag
JUON L1°T1 1S ¥1 vLvY 00°L " Aousnbaiag
uotTISNVYXy [ruUOTIOWNH
(s11) (Ls) (6€) (9) (sjusapuodsay jo Iaqumn)
sdnoxn A1tensn Af3uanbaaxyg A1TeuotsedoQ wopies Axobejze) asuodsay
IUBXDIITA -KA19xey
A13uwoyzyubys
a 0 g - \ {

Awouojny pajxoday
: 30 sa110693¥D UTYITM S20U3IVIITA
03} Burpaoooy paTIIsselD sa[eds-qng nouang
U0 831005 URIW I0J IODURTAVA JO sTBATeuy Aem-auQ

R}

I1°S 91qed ‘



. 183

L4

-

different scorea on four of chaknik burnout aub-acales,

. P;incipall who reported that they usually had the
freedom to run their schools as they saw fit recorded
-ignificaktly lower burnout on the emotional exhaustion |
strength measure than those who reported occasional or
frequent auton&my. 8imilarly, principals who repgrted that
they usually had.autonomy recorded significantly lower

|(burnout on the depersonalization strength measure than
those who reported occasionai autonomy.

on tﬁe personal accomplishment frequency sub-scale
those principals who reported that they frequently or
usually had autonomy reported significantly lower burnout
than those who reported occasional autonomy.

For the depersonalization frequency measure, however,
the results appear to be in conflict with the other burnout
categories. The principals who reported occasional
autonomy had significantly higher burnout than those who
reported that they farely or seldom had autonomy.

These findings suggest, that in. terms of the strength
of feelings of emotional exhaustion and depersonalizatioﬁ
and‘tﬁe frequency of -feelings of personal accomplishment,
principals who usually have autonomy in their jobs will
score more positively, and have less burnout.

The depersonalization frequency scores indicate a

different pattern. There are significant differences between
»
t
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the .rarely/seldom and occasidnal cétggories with the rarelyv/
e - ) | : . _
seldom group having less burnout. A similar pattern exists

in'thé other sub—scalés, although significant differences
“‘Were‘not foqu. It appears that principaIQ“Who»uSﬁally ha&e

autonomy or rarely/seldomihave autonomy are better off in 

ﬁerms of burndut“than those who only occasionally have
autonomy. It should be noted, ‘however, that ﬁhe rarely/

seldom. group coﬁsisped of only six respondents and, because
of the small size, the findings related to Fhis'grOUp‘should
:be interpreted with caution. ' | |

In te;ms of test norms, all scores on the emotronél

_éxhaustiop”and'deperso%alizationvfﬁequgncy sub-scale Weré

in the,low“ranée; all_scofeS‘on tHéﬂpé?sOnal accompliéhment_
_sub-sbaiekwe;é_ih‘the moderaﬁe,range; and on:the deperonal—
'izatipn strength sub;scaré thej?érely/seldom and usually
_groups hadnléw burnoﬁ?'sqores, while thékOCcasiOnally andg;§
‘ :fféquently Qroups'h&d moderate burnoﬁt scorés.  \, -

[~

Oppértunities for‘prOmotion. As noted in:Tabié 5.12, -
prinéipals‘who"rated their oppqrtunities for promotion as
pooé, fahr 6r moderate had significantlyﬁkigher burnout on’

the personaid accomplishment frequency and stféngth heasures
~ of burnout than those who rated their'opportunitiesﬁfo£

promotion as excellent.

.This information may suggest that indiv}duai outlook

!

may be a substantial factor in burnout in terms of personal

H
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I’; -
angmplishment. It is pb;sible that individdals with a more
enhanced sense of inner confidencg may‘see their opportuni-
ties for‘promotion more optimistically than those who do not
" have the same inner direétednesif It would be interesting~
gp,speculaté whether these indibidpals who see theif
, opportunities as excellent réte thémselves in termsyof“sysgem
Eharacteristics or persohal charaétefistics. |
R Génerally it’qppéaré‘that principals whd see excellent
prospects for proﬁotion within their school syétém hqve -
signifieantly‘lower\burnoﬁtﬁon phg personal accompli agt
frequency -and strength aspects'than those wh; see pfomdt;oﬁ
opportunities as poor} fair or moderate. |
i e .
In terms of .test nprms; those,prfncipals4who see
opportunities for promotion as exceileﬁt have low burnout
on éersonal accomplishmeht‘frequeng§'and-3treﬁgth, wpile all‘;

A :
other categories indicate moderate burnout.’

Y

épundary spanning. 'As shown in Table 5.13,A1he.&_
frequency of dealing with agencies oﬁtside thé sghooi systém
accounted fOr-signifiq'ntly different ;cdifs on the‘ﬁefSOnal
aécomplishment strength sub-scale of burnout.

Principals_who reported that they very-frequentiy deal

wifh groups Or agencies outside the school system had

'\

sigdificani%y lower burnout on personal accomplishment
' strength than those who répoftedAthat they occasionally or-.

frequently deéi~wﬁth agencies outside the school system.

8
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'This information suggests—that princinals who very
frequently interact with groups beyond the. school organlza—

~ tion experlenpe less burnout in terms of the\strength of
feellngs of personal accomplishment than prlnélpals who have
a more. restrlctedic1rcle of contacts beyond the school.
Conversely this may mean that the greater the 1nvolvementt
with agencies beyond the school system. the lessvburnout::
that will be experiencedf' | ‘
o ‘in terms of test norms,'principals‘who indicatedfthat
they rarely or seldom had contact w1th groups or agenc1es
out31de the school system. had high burnout on personal
accompllshment strength the\occaSLOnalLy and frequent§§
group had moderate burnout and\the very frequently grgaﬁ'had

low burnout scores. a . _e' N

¢ Burnout and Role Conflict, Role™
Ambiguity, Overall Job Stress,
Personal Life Stress,
Leisure Time and Job . :
Stressors ' : ' . - ’
S ————— - . \’ s

In this sectlon attentlon is dlrected to the questlonf
posed by research sub-problem 1.3.

What is the relatlonshlp between burnout and role
conflict, role ambiguity, overall job stress,
_personal life stress, leisure time and 1dent1f1ed
job stressors when personal and situational
- variables are statistically controlled?

In the findings reported in this section, the influence

of personai and'situationai\yariables was.statistically
controlled through the use of a multiple regression analfsis

‘\ - ’ ' R :o
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technIQue. T;e variables of role conflict, role ambigulty,
overall ]on stre%s, personal life stress, the use of. .
leisure time,'worry.about school and job stressors were%. ‘
entered as the independent variables. . 1 N

| Results for each of the six sub—scales .of the burnout
inventory are presented For-each report-in this section,
~>when the lndependent variables accounted for less than 1
.percent of the variance~1n the dependent:Varlablesthey werei
| not‘reported.v,ﬂd-v ‘ e ‘ ?"$ v i o

EﬁotionafJEkhauStion,Frequency

As ‘shown 1n Table 5 14, 18”percent of the varltnce in
emotional exhaustfon frequency was accounted for by the
personal and SLtuatlonal varlables.‘ Overall Jjob" stress,
:‘however, accounted for a large ‘portion of the remalnlng
variance, Wlth 23 percent. Role confllct, worry about school,
.and personal llfe stress accounted for proportlonally |
psmaller amounts of addltlonal variance, with 4, 3 and 1 per—u»
cent respectlvely.f Role amblgulty, use of lelsure time and
ldentlfled job stresscrs had very little reiatlonshlp to'
the scores for emotlonal exhaustlon frequency,'with each
_accountxng for less-than 1 percent of the variance.

It would seem'froﬁ/this analysis tﬁat principals'
.self-reports of" overall jOb stress were reasonably strong

predlctors of the emotlonal exhaustlon frequency aspect of

purnout.' Role conf;lct,,worry aboutvschcol ‘and personal~k1fe T
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L Table 5.14
Multiple Regreasion Analysih for Prediction of \
Emotiona Exhaustion Frequency When
Personal nd Situational Variaples S
S Are COntrolled o B SRR
|  Pzda1§6o:
"’ 1 - _- ’ ‘ ‘ - - V
_Personal and Situational SR I- e
Variables ‘ _ ’ .426 . .182
‘Overall Job Stress. . 638  .407
" Role Conflict - . ..670 . .49
- Wbrry Away fxom Schpol " .691 ‘ _.457-

Personal Life Stress R .699 i' .gb_'“f- .488
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stress were also significant p#edictors of this aspeﬁt of
burnout. The other variablesjexamined‘were not significant,,

predictors. : ' e

. Emotional Exhaustion Strength ?l;-a : !

As shown in Table 5 15, 22 percent of the variance in ‘
emotional exhaustion‘strength was accounted»for by the o
~ personal andrsituational variables. Overall job stressi
_accounted for 16 percegt of’thefremaining variance.' Role con-
' flict and worry about school accounted for proportlonately
small amounts of the variance w1th 6 and 2 percent
'respectively. Role ambagulty, personal life stress, the

~use of lelsure t1me and 1dent1f1ed job stressors each
accounted for less than 1 percent of the variance.

| It would seem from this analy51s that pr1nc1pal
self-reports of. overall ]Ob stress were the best predactors

of the emotlonal\exhaustlon strength aspects of burnout.
',Role ‘conflizct, and worry ahout school, were also 51gn1f1cant

;predlctors of thlS aspect of burnout. Other varlables were

not sxgnlficant predictors.n o o S - e

Depersonalization Frequency'

'As shown in Table 5. 16, 'lslpercent of the variance in
;depersonallzatlon frequency was accounted for by the personal
-and 51tuatlonal varlables. Overall Job stress accounted for
9 percent of the remalnlng varlance. 'ﬁole conflict and‘role ~

ambigulty accounted for proportlonately smaller amounts of
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b |

Table 5.15

- Multiple Regression Analysis for Prediction of
; Emotional Ekhaustion Strength When
Personal and Situational
Variables Are Controlled

— —— e ————r o ——
o — etm——— a——

Predictor - ‘ Multiple R R2

Personal and Situational

“Variables Can - .222
Overall Job Stress . . .620  .385
/Role Conflict : | 663 - .440
Worry about School | 611 459

-—

Y
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Table 5.16

Multiéla Regression Analysis for Prediction of
‘Depersonalization Frequency When Personal
and Situational Variables Are Controlled

Predictor , Multiple R ~ RZ

‘Personal and Situational " : c
Variables .393 z .154

) Overall Job Stress : | .489 ‘ .239
Role Conflict ~ .534 285

Role Ambiguity . .s52 .305
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the variance, with 5 and 2 percent respectively. Personal
liée stress, worry about school, use of leisure time and
identified job stressors each accounted for less than 1 per-
cent of the variance. N

It would seem from this analysis that princ1pals' self
‘reports of overall job atreés were the best predigctors of the
depersonalization frequency ;spect of burnout among the’
variables examined. Overall job stress, role conflict and
'role ambigcity were alsc significant predictors. Perscnal
life stress, worry about schooi; cse of ieisure,time and

identified job stressors were poor predictors of the.

depersonalization frequency aspect of burnout.

Depersonalization Strength

As shown in.Table S.I}, 18 percent of the variance in
depersonalization strength was accounted for by the personel
and situational Qariables. Role conflict accodntedvfor‘

5 percent of the remaining variance, with the reported job
stressor getting teachers to do their job" and overall jOb
stress accounting for proportionately smaller amounts of the
variance, each with 1 percent. Role ambiguity( personal

‘life stress, worry about schpol; the use of leisure time and

o

the remaining job étressors accounted for less than i percent
of the variance. : o ‘ S
It. would seem from this analys$is that role confiict wes

’

) v ‘ ° S
the best predictor of the depersonalization strength aspect
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Table 5.17 ,

Multiple Regression Analysis for Prediction of
‘Depersonalization Strength When Personal and
Situational Variables Are Controlled

, _ .
Predictor Multiple R » R?

Personal and Situational '
Variables .425 .180

Role Conflict - .480 .230

Getting Teachers To Do :
- Their Job .489 o .239

Overall Job Stress .500 ! .250
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of burnout. The identified job stréasor, getting teachers
.to do their job, and overall job stress, were also sig-
nificant predictors. Role ambiguity, personal life stress,
WOrry abbut{scﬁool, the use of leisure time and the other

i identified job stressors, were not significant predictors

of the depersonalization strenqth aspect of burnout.

Personal Accomplishment Frequency

"As shown in Table 5.18, 22 percent of the variance in
personal accompdxshment frequency was-accounted for by the
personal and sxtuatlonal variables. Role amblgu;ty accounted
. for 16 percent of the remaining variance, with the identified
job stressor "medietihé disputes" accounting for propor-
tionately less variance,’with 4 ﬁercent. Role conflict,

v

_ overall ]Ob stress, personal 11fe stress, worry about school,
the use of lelsure time and the remalnlng job stressors each
accounted for less than 1 percent of the variance.

It would seem from this anelysis that ro;e ambiguity was

P

the best predictor of the personal accehplishment frequency
aspect of burnout, whlle the identified’ Joh stressor
mediating dlsputes was also a significant predlctor. The
remaining vaqlables, role conflict, overall job stress,
personal»life stress, worry abogt school, the use of leisure
time and the other reported joﬁ'stressors were poor'pre-

dictors of the personal accomplishment frequency aspect of

burnout. Lo
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Table 5.18

Multiple Regression Analysis for Prediction of
Personal Accomplishment Frequency When
Personal and Situational Variables
Are Controlled

L]

e el i Aottt i e e

— — —
Predictor ~ Multiple R R2
Personal and Situational
Variables ﬁ.469 .220
Role Ambiguity .617 .380
Mediating Disputes .649 .421
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" Personal Accomplishment Strength

As shown in Tabie 5. l?’ 27?percent'of the variance in

personal accompllshment strength was accounted - for by the
personal and 31tuatlonal varlabies Role ambiguity accounted
for 17 percent of the’ addltlonalﬁvariance,,the identified
'job stressor "medlatlng dlsputes" and personal llfe stress
-accountlng for proportlonately smaller amounts of the
addltlonal“yarlance, with 2 and-l percent *respectively.

Role COnflict,woverali job stress, worry about school; the
use of leisufe_time and the remaining identified job
stressors each accounted fortless than 1 percent of the

variance.

T
o

-

It'would-seem ffom'this analysis that‘role.ambignity
was the best predictor of the personal accomplishment
strength aspect of burnout whlleethe ldentlfled job stressor,
medlatlng .disputes and personal llfe stress were also sig-
nificant predlctors. The remalnlng varlables of role -
cOnflict: ove:aii.job stress, worry about school, pse'of
leisnre time and the other identified‘job stressors were
'poot predictors of\the personal accompli'shment strength
aspect of burnout.

Burnout and Identified . : N
Job Stressors '

In this section attention is addressed to the guestion

posed by rksearch'sub—problem'1.4:

)



‘Table 5.19
‘Multiple Regression Analysis for Prediction of
> Personal Accomplishment Strength When:
Personal and Situational.Variables
Are Controlled -

199

Y

v

Predictor 'Mulﬁﬁple R Rz
Personal and Sléuatlonal % ' o
Variables .o P .518 .269
Role.AmbiguiEy N .'. - ;662 | .439
Med;atlng Dlsputes o : 677 ° .458
Personal Llfe Stress - t .684 .469




200

[
.o

What is the relationship between burnout and the
job stressors identified by principals?

Principals‘werelaskedvto respondfto aniopen-ended
questlon about. stressful aspects of their job, ahd when
vthese were coded and tabulated eleven categorles of job
‘stressors were ldentlfled. Respondents 1ndlcated that these;

factors were the most stressful aspects of the job of

g v N

- principal.
An examination of the differences in burnout scores for

those who selected a partlcular job stressor and those who

2

did not was undertaken in the hope that it might shed some

‘'light on the pogsible factors contrlbutlng tO‘burnout. |
: > e ’ R 4
For each of the identified job stressors a statistical

t test of burnout scores ‘was conducted to determlne lf there

were 51gn1f1cantly dlfferent mean scores for those who

‘ldentlfled a partlcular jOb stressor and for those who dld

[y

not. A t-test was performed on each of the 51x sub—scales'
. o ' o K
of the burnout inventory} the results are reported on the

follow1ng pages. Detalled results for these examlnatlons

< are found in Appendlx 7 and summarlzed on Table 5 20

&

Emotlonal Exhaustlon Frequency L. o e

-

Slgnlfrcantly dlfferent scores on. the emotlonal
exhaustlon frequency sub-scale were found for only one’ of
the eleven identified job.stressors.

Princiﬁals who reported job demands as one of the most
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Table 5.20 °
T-Tests for Burnout Sub-scales Classified
According to Principals' Identified
> ' Sources of on the Job Stress
< g
0 0 o
- - N
£ o g T o
u, " o o :
- o o it ‘
T © 2 o o o
.. £ s o © o g
R o N N ) .0
.4 Mo, o E £
: ; - — L0 L
‘ e © > m» oW
g O BS S0 £ 2 ~AHAOy HAed
e .g¥ Q&8 0¥ -
0 Q o wo WL, & uo e o
JAS ARy W3 MG OE 2. OQE
. £ PO o 00 0oy 0 0
irie st g8 oh EEgy HBE- 58
‘Identified Stressor N & Ea &4 on . Al Q<
Job Demands . 50 - T~ “"77 - - =
Parents °© 46 - - = - - S ei
Students : 46 - - - * - -
Teacher Evaluatlon 36 - - - .= Co-k -
Cutbacks 30 - - ~ - - -
Central ‘ ‘ , _ ‘
Admlnlstratlonb 24 - - - -, - -
Getting Teachers To T AT S .
Do Job 18 - - - = - -
Staff Relations 17 - - - T s
) Mediating Disputes . 15 S - _~;}V—.*‘ -
Student Achievement 14 - . - = = - -
Teaching and _ e T
Administration” 11 © .- B - - - =

*Significant differences in burnout scores; at. the .05 level,.

between respondents who 1dent1f1ed thls jOb stressor and’
those who did not. -
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stressful aspects of the job- had significantly higher burnout’

on the emotional exhaustion frequency sub—scale than~those--

P
v v - o’

| who did not Cite ]Ob demands as a stressor ' This may suggest
“that those who find the regular routine of the job most:
stressful arermore likely to- experience frequent feelings of
vemotional exhaustion. It may further suggest that prinCipals
"ikwho have difficulty coping Wlth the interruptions, demands,
.and‘routines‘that-are a part of the job may,more frequently
rfeel*emotionally exhausted than those who‘accebt the routine

in stride. . ,

[

- . -~

In terms of test norms, bothithose who identified job

i

demands as a: stressor and those who did not had low mean

burnout scores on the emotional exhaustion frequency'

sub-scale.

EmotionaivExhaustion Strength

-On this sub—scale of the burnout 1nventory, "there were
no Significantly different mean scores for those ‘who

identified ‘specific job stressors and those who did not.‘

.Depersonalization Frequency

PrinCipals who identified staff relations as a major

source of jOb stress had Significantly higher burnout on the
depersonalization frequency sub-scale than thoseswho‘did not

‘identify staff relations as a stressor. This seems to

" suggest that those who have problems in the area of staff
I Lo
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A

‘relatlons tend also to deal w1tﬁ others 1n a depersonallzed

T

.

- way more frequently ﬂ h5”;_,‘ PR
| Both groups had low burnout 8co es 1n terms pf test
norms. T

~"Depersonallzatlon Strength

Pr1nc1pals who ldentlfled students as a major source of
jOb stress had SLgnlflcantly hlgher burnout on the deper- |

sonallzatlon strength sub—scale than those who dld not

ldentlfy students as_ a stressor. B C b

2 e . N

Thls lnformatlon seems to c01nc1de with the flndlngs'

A}

on the depersonallzatlon frequency sub-scale., Deallng w1th
Vteachers correlated w1th frequent fee&lngs of depersonal--
.lzatlon:whlle;deallng with students correlated with strong
feelings'of.depersonalization. This‘may refleCt the'nature
vof deallngs w1th students which are often 1ntense and |
short—llved and thus result 1n stronger feellngs of ¥
Jdepersonallzatlonri_ f |
Principals who.identified”studentsias a source‘of
'stress had moderate burnout scores 1n terms of test norms.'

v

..The remalnder had low burnout scores.‘

Personal Accomgllshment Frequency

The prlnc1pals who 1dent1f1ed teacher evaluatlon as a'
source of job stress had 51gn1f1cant1y lower burnout on ‘the
personal accompllshment frequency sub scale than those who

| 1
|
v



&2

.
did not'identify”teacher evaluationfas'a stressor.-

This seems to suggest that thoSehprindrpals who take
evaluatlon serlo%§ly and flnd it stressful are also the
. ones who have a greater sense of personal accompllshment and
~1score signlflcantly 1ower on thlS aspect of burnout._

Although teacher evaluatlon\is seen as stressful,.those who
' ¥

recognlze it as ‘a stressor aiso tend to deal wlth 1t,rather

well in that they have a signlflcantly hlgher sense of
personal accompllshment than those who dld not see evaluatlon
of teachers as a stressor. “ _ o R , RN

Both groups hadtmoderate-burnout scores in terns of

‘test norms.

Personal Acoomplishment'StrengthA

On this sub-scale of the burnout 1nventory there were
no 51gn1f1cantly dlfferent mean scores. for those who

~ident1f1ed spec1f1c job stressors and those who dld nOt.‘

- Burnout and Leisure Time
Act1v1t1es S

In thls sectxon attentlon is. addressed to the questlon

posed by research sub—problem l 5: T _
What is the relationship between burnout and the
lelsure time act1v1t1es identified by principals?

‘ Pr1nc1pals were asked to respond to an open—ended

response guestion about the type of lelsure tlmefact;v;ties

engaged'in;that they considered-tolbefmost relaxing.’ When
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-these responses were'coded;and tabulated nine categories.
fof responses were.obtained.
\\‘v For each of the identified leisure time activities a
-t~ test of burnout scores was undertaken to determine if
there were Significantly different scores for those who
identified a particular job stressor and those whofdid not.

For all six sub-scales of the burnout inventory no
ZSignificantly different scé%ﬁs were found. This indicated
that those who had speCific leisure time activities did not
have burnout scores that were Significantly different from
the overall sample of prinCipals. It may have been
interestingvto.examine those who .did not select a leisure
‘time activity to see if it is perhaps the presence of a
leisure time actiVity that is more important than the
'@hOice'of actiVity.; |

: o : ) » :
The summary of this examination is shown in Appendix 8.

©

'Summarz

6This chapter contained a presentation of" the findings
related to the major research question posed in the study
.The data were analyzed to determine ‘the level of burnout
experienced by school prinCipals and the. relationship of

burnout to personal and Sitnat' nal characteristics, role

'conflict role ambiguity, over job stress, personal life

stress, worry about school, isure time, identified

'jOb stressors and leisure tim vities.
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f' Burnout scores for principals were found to be low to
-Hgderate. Relatlonshlps between burnout and the personal
and sxtuatlonal varlables were ldentlfled, with the. personal g
varlables being the stronger predlctor of burnout.m-
Slgnlflcantly dlfferent burnout scores Were found to- exlst
-fbetween categorles of responses for all six personal
Varlables and for four of the eight 51tuatlonal varlables..

Role amblgulty was found to be a sxgnlflcant predlctor',f
of the personal accompllshment aspect of’burnout, whlle |
fratlngs of overall job stress were foundeto be a¢51gn1f1cant
predlctor of the emotlonal exhaustlon aspect of burnout.»
The 1dent1f1ed job stressors were found to account for
_51gn1f1cant dlfferences ln the emotional. exhaustxon
frequency, depersonallzatlon frequency, depersonallzatlon
-strength and personal accompllshment frequency aspects of
burnout. | V
Role confllct, personal llfe stress,Aworry about school,

use of lelsure tlme and. ldentlfied lelsure tlme act1v1t1es
‘were found to have little relatlonshlp to levels of burnout

~ekperienced by pr1nc1pals.'



CHAPTER 6

‘Summary,‘cbnclusions and Implicatioﬂs

.0
¢

_'l.Thié chéptefbcqntainé aﬁ overview of the study, a
présentaéion“bf the major findings and conclusions; andvgﬁ'
' ouﬁliné éf the impligatioqs drawn from the findings. The
“éhapféflis divided into-sikzmajor sections comprisingv‘

éé)'én.overyiew‘of the séudy, (b) a sqmmary Qf the'fina—

ings;_(d)‘cqﬁclusions, (e) impliéations; and (f) general

- impressions.

~Overview of the Study

fhe'major pﬁfposé dffthe study was to examine ﬁhe \
nature of.burnéut émodg school principals and the‘
.,relétionship of.bﬁrnoﬁt to selected personal, situétioﬁal,
-o;ganizationéljileisﬁre time and job stressor variables.

'Since.the-qoining of the term by_Fréuaenberger in 1974
burnout has beéﬂ extensively discussed'in'thé’iiﬁerature*
with,refefehce to é'vériety of‘wo;k situations. ’Thére was,
' honger; littlg consenéus on the’meaning of the term until
Masiach and‘JackSon (1981A:1) defined burnout as'a "syndrome
" of emotional exhaustion and cynicism;" This definition has

'since been widely éccépted and the pioneering work by

207
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- Maslach and Jackson in the development of the Maslach

Burnoﬁt Inventory has led to expanded activity in the field.
As a‘reéult, most research on burnout is very recent; |
little of this research has been concerned with burnout’
Mamong school principals: |

. Before this stﬁdy was undertaken'it was feit that an
expanded understahding of the relatiénship between burnout
and the personal, situational, organizational, leisure

_ time and job stressor variables among school principals
coﬁld provide direction for improving the job design, job
’satisfactioh and job performa%ée of séhool principals.
Furthermore, since thé study of burnout was relatively new,
it was proposed that the exploration of the’ relationships
outlined in this study'could provide in%ight leading to an
enhanced understanding of burnout and its correlates and
provide direction for future sﬁudy. , .

The Kyriacou and Sutcliffe (1978) model of teacher
stress was used as the concepﬁual framework‘for the stﬁdy,
In this transactional model streés‘arises when an imbalance
is peréeived.bétween the demanés placed on a person and the
_abilitf required ofithat person to méét those demands. The
burnout'di@énsion of stress, thch was the basic congept‘
examined, and the personad, situational and leisure time
vafiables-examined in relation to burnout have beeﬂ

incorporated in this model of stress.

+
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The major objectiveldf the research was to desc%ibe
burnout among school principals and examine the relationship
between burnout and selected variables. The research
question investigated was stated in the following‘terms:

To what extent~do principals experience burnout

and what is the relationship of burnout to

personal, situational, organizational, overall

job stress, personal life stress, leisure time

and job stressor variables? ‘

The respondenﬁs were 272_priﬁcipals from the provigce
of Nova Scotia. A stratified random sample of principals
was selected, using school size and type as the criteria so
that all sizes and types.of schools were represented. A
que;tionnaire was mailed and fesponseS“wére obtained<froﬁ
229 of the prinéipals surveyed; the ngﬁbef of responses
represented 84 percent of the samplé aﬂd\4g percent of the
principals in the provigce.‘ ‘ | |
| Data were collected by means of a 56-itemnqﬁesg}onnaire

which contained four sections 6n (a) background informét;on,

" (b) burnout, (c) role conflict and role ambiguity, and (@) °

job stress and personal life. The data analysis ﬁechniques
reflected the descriptive and exploratory nature»of the
study. Descriptive statistical technique§Asuch as.meanst
and frequencies were used to describe the‘sample.. The
statistical techniques of multiple régressioﬁbanalysis,A
énalysis'of variance, and t-testsrwere used to examine

relationships.
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Summary of the Findings

Results for the Maslach Burnout Inventory were réported

for six sub—écales: (a) emotional exhaustion frequency and
- strength, how often and how strongly one feels emotional
overextension and exhaustion c&used by one's work; (b)
depersonalization frequency and strength, how often and how
strongly one provides an impersonal and unfeeling response
toward recipients of one's service, care, treatment or
instruction; and (c) personal accomplishment frequency and
strength, how ;ften and how strongiy one feels an absence
of a féeling of competence and successful achievement of

one's work with people.

The responses to the Maslach Burnout Invéntory
indicated that principals in the sample surveyed were not
rexperiencing high degrees of burnout. On the emotional
exhaustion and deéersonalization‘burnout sub-scales princi-
- pais recorded low mean scpresik\qﬁ'the personal acconlish—

megt sub-scales the mean scores indicatedxmoderate‘degrees
;'of.burnout.

In general,fthe pfincipals in this study were not
suffering ﬁrom debilitating degéées of burnout; on the
contrary, ﬁhey appeared to be experiencing littlé‘burnout
in their jobs. There.was some moderate burnout in terms of

~their own assessmeﬁt of personal acComplishmeht, but the

results did not indicate chronic problems..
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The relationship of burnout to the personal,
situational, organizational, leisure time and job
stressor variables was examined through five sub-problems.
Each of the sub-problems is stated below, along with a

summary of the major related findings.

Research Sub-Problem 1l.l: Personal Variables

What is the relationship between burnout and the
selected personal variables of the principals?

The personal variables examined in this analysis were
age, experience, length of time in the same school, type
of training, desire for promotion and propensity to leave
the school or the job. Regression analysis revealed that
personal variables, taken together, accounted for a sig-
nificant portion of the variance in both the emotional
exhaustion and personal accomplishment sub-scales. The
analysis of variance for differences between categories
of personal characteristics also revealed significant
differénces. The results of the analysis of variance for
each of the personal variables is reported on the following

pages.

4

Age. On all six burnout sub-scales ‘the 39-and-under

age category was significantly different from the two older
categories. The 39-and-under age group had significantly
higher burnout on emotional exhaustion and depersonalization,

and significantly lower burnout on personal accomplishment.
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Experience. Significant differences between levels

of experience were found on only Ehe personal_accomplish—
ment frequency'sub—écale. - Principals with‘l—S years of
ekperience had significantly lower burnout thah principals

with.11-15 years of experience.

Years in same school. Significant differences'between

. =] . .
years spent as principal in the same school were found on

’only the personal accomplishment ffequency sub-scale.
Principels with 1-2 and 5-6 years of experience in the same
school had lower burnout than principals with nine or more

years' experience in the same school.

Training in educational adminiStration. Significant
,aifferehces betWeen ievels of graduaée training in educa?
tional”administratiop were found on the persbnel acepmplish—
‘ment freéuehcy aqd strength sub-scales. Principals with
some training in educational administration had significantly
higher burnout on the frequencv dimension than érincipals
who had;no training and those who hadvcompleted Master's or
Ph.D. degree programs; Simiiarly, princiﬁals with some
training in edudational administration had significantly
highe; burnout on the strenéth dimeneion than principais

who had completed Master's or Ph.D. degree programs. Toe

£

. < ‘
Desire for promotion. Significant differences between

principals' ratings of desire for promotion were found on

\Y ;
Lo - L4
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the'personal accompiishment frequency and strength sub;
scales. Principals who rated their desire for'pfmetioﬁ
ias high had significantly lower.burnout;on'the frequency
dimension tnan»principals who:reted theiridesire for
premoticn as either very lcw‘or moderatel ﬁimilarly;
principals who rated'their aesireifor”proﬁction}as.high'
_or very high had significantly lower b&in@ut on the strength'

dimension than principals whay ated their desire for

promotion as either very low##

o

"low, -or moderate.

Proéensity to leave. Significant differences between

wprincipals' ratings of desire tofleave the school or

o

system were found on the emotional exhaustion frequency and
strength sub—scales. Pr1nc1pals who 1nd1cated a desire to
chenge fields completely had significently higher bdrnout_on
the frequency dimension than principels who indicatedna_ .
‘desire either to stay in the same school or to change
schools. Similarly, principals -who indicated a desire to.
change jobs in education or to change fields completely had:
significantly hlgher burnout on the strength dimenSion than
principals who indicated a desire to stay in the same |
schcol. ‘ : . .

Research Problem 1;2:‘ Situational Variables

4

What is the relatlonship between burnout and the
. situational characteristics of principals?

The-situational variables examined in this analysis
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'were school type, school Size, type of community, time spent
teaching, extent of teacher superViSion, opportunities for °
_promotion,‘autonomy dnd boundary spanning. RegreSSion
analeis reyealed that_situational-Variables, taken together}
accounted for a significant portion of the variance on the
personal accomplishment sub- scales. The analySis of
variance for_differences between categories of situational
characteristics‘revealed no significant differences for
school type, school Size,ptype of community and time spent
teaching. The . results of " the analysis of variance for the
other‘sitpational factors is reported on the following

=

pages. | » .

SuperViSion of teachers. Significant differences in

"the extent of teacher superViSion'were found on the per- <
sonal accomplishment frequency and " strength sub scales.

- Principals who indicated that they very frequently super-
Vised teachers had. Significantly loweraburnout on the
frequency and strength dimenSions than prinCipals who

”indicated that they occaSionally superVised teachers."In“‘

addition, prinCipals who' indicated that they very frequently
superVised teachers had Significantly lower burnout on the
4§?strength dimenSion than prinCipals who indicated that they

rarely or seldom superVised teachers.

1

AutonomyQ Significant difﬁerences.in the reported level

-
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of principal autonomy Were‘found onpthe'emotional eXhaustion
strength, depersonalization and personal accomplishment
frequency sub-scales. Principals who .reported that'they

r

usually had autonomy had significantly lower burnout in
terms of emotional exhaustion strength depersonalization‘mq
strength and personal acc0mpllshment frequency than -
'prlnc1pals who reported occaSLOnal autonomy.' The principals
who reported’that‘theylusually had-autonomy also had.lower
burnout in terms of”emotionaliexhaustion strength than |
-principals who reported frequent autonomyrﬂ‘similarly,
pr1nc1pals who reported that they frequently had autonomy 5,
had significantly less burnout in- terms of personal |
accomplishment4frequency than principals who 1ndlcatedhthat
" they occasionally had aut%nomy. ‘

On the depersonallzatlon frequency sub\scale, however,
princ1pals u'more autonomy had hlgher burnout. Those who
repqrted that they had occa51onal autonomv had SLgnlflcantly
hlgher burnout than the six principals who reported that .

they rarcly or.seldom had autonomy. However, thlS result

could be questionable because of the small size_of one group.

Opportunities for promotion. Significant differences
in-principals' ratings of opportunities for promotion were
found on the personal accompllshment sub scales. Principals

who rated their opportunities for promotlon as excellent had
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significantly lower burnout than principals who rated tﬁeir

opportunities for promotion as.poor, fair or modgrate.

Boundary spanning. Significant differences in

principele'lreported dealings with agencies outside the
school'System‘were found on thé'pefsonal accomp;ishment
'strength sub-scale;' érincipals who reported that they Yery
‘frequently dealtrwith‘agencies outside the school system

had SLgnlflcantly 1ower burnout than prlnc1pals who reported
that they occa51onally or - frequently dealt with agenc1es
‘out31de the school system. S
Research Problem 1.3: Burnout, Roie Conflict, Role

. Amblgulty, Overall Job Stress, Personal. Llfe Stress,
Lelsure Time and Job Stressors - v

What is the relatlonshlp between burnout and role
conflict, role ambiguity, overall JOb stress,
personal life stress, leisure time and identified

job stressors when personal and situational

variables are statistically controlled?

In the examination of these relationships each of the
sub-scales of burnout was used as the criterion.variable,
and the influence of personal and situational variables was
controlled through the use of-multiple,regression analysis.
In this way the influence of each of the independent
variables could be eséessed With the influence of personal
and situational variables statistically removed. The

- results of this analysis for each of the predictor

variables in outlined on the following pages.
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Role eonfiiCt. From the analysisfof7the date, role
conflict emerged as a predictor of the'emotional exhaustion
and depersonalizaﬁion aspeets of'bdrnout.: It acbountedyﬁor
a small portion of the addit;onal variance wifh.pe;centades

ranging from four percent to six percent.

Role ambigﬁigy. On the personal aceOmplishment

sub-scales and’the‘depersonalizdtion;frequency.sub-scale,
role ambigui;vaas_a.significant predictby.variableﬁ
acéodntind,for sixteen, se:enteen, and two percent ef‘the
Variance reepeetively. On the ether ;hreedscale$~iti
Taccounted‘for_less than Qne‘percent of the additional

variance.

Overall job stress. The principals' rating of their

experienced overall‘job stres51Was a,significantepredictor
of the emotional ‘exhaustion frequency and strength and the
depersonallzatlon frequency and strength aspects of- burnout
w1th twenty-three, 51xteen, nine and one/percent of the
varience accounted for respectively. For each,of the.two_
‘personal-accomplishment subfscales overall job stress Qgs

- a poor predictqr-and acdounted for less than one percent of

the additional variance.

Personal life stress.  Principals' ratings of personal

life stressdwere~f6und to be a poor predictor of burnout;

It accounted for one percent of the variance in emotional
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exhaustion frequency and personal accomplishment strength and
less than one percent of the additional variance in each of

therther_four'burnout.sub-scales.‘

Leisure time. The use of leisure‘time‘by principals
was found to be a poor predlctor of burnout Leisurebtime

accounted for less than one percent of the addltlonal

‘variance in each of the srx burnout-sub—scales.

Worry about schéol. On the emotional exhaustion -

‘frequency and strength sub-scales, worry about school
" accounted for ‘three and two percent of the variance

respectively. - For the other sub-scales less than one
-percent of the additional variance was accounted for.

!

Research Problem 1. 4 " Burnout and Identified Job
Stressors . . ' ‘ o

What, IS the, relatlonshlp between burnout and
the job stressors ‘identified by prlnc1pals°

“In the questlonnalre, pr1nq1pals were asked to 1dent1fy
L the aspects of thelr job that they conSLdered to be most
stressful. A'total of 319‘job stressors were listed by the
principals”and these respOnses were grdupedband regrouped,
'untll eleven categories of stressors were 1dent1f1ed To
,address the research guestion, t-tests were conducted to
determine if thosebprincipals who selected a particular.‘
stressor had mean scores on the burnout sub- scales that

were 51gn1f1cantly dlfferent from those who did not select
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that stressor. h - - o e

o

The t-test on each of the eleven identified stressors
feyealed 'significantly different 5cofes for feug‘jobf
stressors on four of the bufnout sub—scalest They were:

(a) pr1n01pals who 1dent1f1ed job demands as a Qﬁéﬁ
stressor had 51gn1f1cantly higher«burnoutyin.terms of
emotlonal exhaustion frequency,

(b) princ1pals who ldentifled staff relations.as a
stressor had 51gn1f1cantly hlgher burnout in terms of
~depersonalizatlon frequehcy,

“{c) prihcipals whe identified sthdents as' a stressor
'had'signifieantly highef burnqut in terms of depersonali;
zatidn‘strength; and J

| (d) p:incihais who identified teacher evaluation as a
sttesso; had sighifieantiy_1ower.burnQUt in terms of -
hersonal*accomplishment ffequehcy.i | »

.Research Problem 1 5: Burnout, and Leisure Time -
Act1vxt1es ‘ ‘ ‘ : S

What is the relationship between burnout and the
‘leisure'time activities identified by principals?

In the questlonnaire, pr1nc1pa1§ were i%ked to 1dent1fy
_Arelaxing act1v1ties that. they engaged 1n during their
._leisure time. A ‘total of 567 lelsure time act1v1ties were
listed by the pr1nc1pa15’and the-respoqses were‘grouped and
regrouhed'uhtil‘nine categories'of responses were obtained.

!

To address the research guestion t-tests were conducted to



‘.experiencing prolonged and severe stress, then‘as Kyriacou
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determine iftthere were significantly difterent mean scores
:on_the burnout sub-scaies for those who selected a‘parf |
ticular'leisure time aetivity'and those who did not‘seleCt-
that actiVity.- The results'for_all nine categories of
activitdes oh all six‘sub-scales of burnout were negative.

No significant drfferences were found to exist.

i
0

Discussion of Findings

Although little research has been undertaken to examine

i

"burnout among school. pr1nc1pals, much has been written in

profe551onal journals and elsewhere about the-ﬁxtent of

—
stress in the role‘of~school,prlnc1pals.. B{gprlnglpals are -

‘and Sutcliffe (1978) point out in their model of stress,
chronic sym?toms ef‘stress should be apparent. Therefore,
if burnout is cohsidered a'ehronic symptom of stress and
if pr1nc1pals are exper1enc1ng the hlgh degrees of stress
referred to in the llterature, Eurnout should be apparent.

h /

The flndlngs of this study, however, lend support to

-the recent findings of Jankov1c (1983) that pr1n01pals, as

a group, are not experienc1ng high Levels of stress in thelr

johs and‘are, instead, coping well with job demands.
Prineipalsbin this study experienced a moderate degree of
burnout in‘terms of.personalsaccomplishment,dyet intterms of
emotional ekhaustion‘and.depersonalization the results.w

indicated low degrees of burnout. Cohsidering the numher of
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principals sampled and the high rate of return (84 percent) ,
it is reasonable to élaim that principals in Nova Scotia
are not generally suffering from chronic job étress és
described in somg‘gf the literature. An examinatiqn of the
'findings, howéver, does révéal'that_there are‘correlates of
burnout that may provide some insight-'into the nature of the
stress experienced byzschéol principals. ‘

On the following pages.each of the three méjor
dimensions of burnout is discussed in relation o the

findings of the study. . _ : ' -

Personal Abcomplishment__

The personal accomplishment aspect of burnout was.the
one area that appeared tolreflect’a feeling of distféssl
:amongAschoo&>principals. ~On,the avefage, principals df& not
feel that they were accomplishing as much aéi%hey should or
could in their jobs. ]

The failure to‘achieve‘according to expectatiqhs is
considered by sémé writers to be the most significant
indication of burnout. Veninga (1979}} for examplé, claims
that burnout is the failure to fealize.one's expectations._
This is supportedgby the_writingkof Paine (1981) who refers
to what he calls the Bﬁfnout Mental ﬁi;abi}ity. He maintains
that when a person reaches.this stage in the burnout process

he has a serious, often clinically significant pattern of .

personal distress>and diminished performance that he
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%
lclassiiies as an end state in the burnput process.

Both of these authors express‘grabe concern over
experiences of failure to meef goals of,challenges. The
findings of £his study indicated that, of the three aspects
of burnout measured, failure to have fgélings of personal
accomplishment was the most éerious'for-principals. The
reasons for this lack,of a sense of achievement were not
readily apparent. The;e.wer? a'number of correlates
identified_with ;his aspect of burnout,‘but furthe;
examination iF required.to,understénd why this condition
should exist. - o o - .

rit has beén‘suggested~by Maslach (1977) and Pines and
Aronson (1981) thaf‘burnouf'is largely the resulf of
ehyironmental inflﬁéhces.ﬂ Situational factors examined
in this study were able to account for a significant portion
of the variance in thelpersohalbaécomplishment subhscales.
When examined individually, several of these situatiohal
'Variabiés were also found to accodnt for significant

differences in mean scores. Supervision of teachers,

boundary spanning, autonomy, and opportunities for promotion”

-

were all found to be significantly related to the personal
accomplishmgnt sub-scales. This may lend support to the |
contention in the literature that situational factors have‘a
considerable role to play in the determination of the level

of burnout experienced by principals.

./'\

> 

-
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It may be‘inﬁeresting aiso to speculate ébout the kind
of situational variables that were found to be_significantly
related to.burnout. School size, schooL type, school
loéation, and_the amount of time spent teaching had no
significant relationship. Yet the four factors that re-
guired the respondents to do somé interpretation were found
to be significantly related. It may.be suggested by some |
réaderg that these situational factors may belmore persénal
thaﬁ at first expected and if so may lend greater support
to the iﬁportance of personal variables in the experiencing
-of burpout. ‘ | )

- Although Ehe role of personality factors‘iﬁ'burnout is
recognized in burnout studies, Maslach (1977) and Pines and
’Aronsbn_(l981) contend that burnout is primarily in the
‘environment and not in the person. In this study the
findings give considerable weight'to the importénée 5f
personal vafiableé. When taken ﬁogether théy accountéd for
a significant pdftion of the variance on thé personali
, accomblishment sub¥scaies. ~When examined individually there
were significantly different mean scores on personai
accqmplishmént for age, years.as'a principal, number of
years in the éame school,‘tfaining in eduéational admini-
stration and desire for prqm;tion. These findings lead to

speculation that personal characteristics may be far more

important in the understanding of burnout than the
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literature indicates.

| ‘When personal and situational variables were entered
together in the multiple regression analysis they were éble
to account for a significant portion of the variance in the
éefsonal accomplishment\sub-scales, with tﬁeqty—two percent
for the frequency dimension.and twenty-seven percen? for
the strength dimension. Considering the size of these
percentages, the personal and situational variables are
important predictpr variaé}es in the degree Qf personal
accomplishment/burnout experienced by principals.

Role ambiguity was found to be the best predié;or of
the personal accompiishment aspect of burnout. It accounted
for sixteen and seventeen percent of the additional variance
on the'frequenéy and strength dimensions when personal and
situational variables were controlled by using multiple
regression analysis.

This finding is consistent with éhe literature by
‘Maslach (1982), Pines and Aronson (1981), Heckman (1980),
and Mattingly (1977) who emphasize the iméortance‘o% role
ambiguiéy as a predictor of burnout. Shaw, Bensky and Dixon
(1981) also strongly support the influence of role ambiguity,
and they claim that burnout is largely the resﬁlt of expo-
‘sure to ambiguous, inconsistent and uncontrollable demands.

The findihg that personal accomélishment was the area

&®f greatest burnout among principals invites speculation
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as to the reason. It may be, as Veninga (1979) claims, that
after several years in the job principals no longer engage
in risk-taking behavior and inStead structure their
administrative actions to promote their own secufity. In
so doing they reduce theif opportunities for accomplishment.
It may also be that what Freudenberger (1974) calls the
boredom and routinization bf the job, begins to play a
greater role as people become more settled in their positions.
Veninga (1979) also suggests that burnout may be the
L e
result of having respéhgibility without the necessary
authority or resources.' For principals, the need to cancel
important services for bureaucratic or finqgcial reasons
could be a contributiﬁg factot in personal accomplishment
burnouﬁ. |
The type of person who becomes a principal may also %‘ﬂ.
partially gxplain the h}gher burnout scores'é‘ the personal
accomplisﬁment dimension. Veninga (1979) ﬁaintains that it
is often idealists, the highlv motivated individuals and
the hard workers, who are most likely to suffe£ from burn-
out; they believe ﬁhat they can accomplish aegreat.deal..
Perhaps principals are usually idealistic, and when faced
with the constraints of working in a school setting -they
become disillusioned by what they are aétually able to
accomplish. ©

Personal accomplishment was the area where principals
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experienced the greatest burnout, vet bhe,norms for the

Maslach'Burnout Inventory suggested that they surveved

A

prlnc1pals were experiencing moderéte degrees of burnout.

87 ".g

Desplte the low levels of burnout found, there-were

L, 4

51gn1f1cant correlatlons w1th several of the other varlables

e

examined. ‘This .may suggest thaﬂ@the variables identified

n stronger relationships

{ in relation to burnout will have ‘g

if greater degrees of burnout are experienced. For this
. . 4 ' L4
* reason, further investication of these relationships seems
warranted. ' — -

Role conflict did not have a significant predictiﬁe
‘relationship to the-personal accompl>shment aspect of
burnout. .Several_writers have claimed‘thatlrole confliét
is a powerfuf‘antecedent to burnout. Yet the flndings of

~this study did not support that contention. Similarly, no
51gn1f1cant relationships were established w1th overall job

stress, personal 1ife= stress and identified leisure tlme

activites.

'.In the t-test analysis, one of the identified job
stressors,~e§aluation of teachers, was found to have a

relationship* to personal accomplishment fréquency._ This is

an interesting finding, as?principals who'identified teach@%
evaluatlon as a ]Ob stressor had lower burnout than those
who did not ldentlfy evaluatlon as a’ stressor. This may

suggest, as out§§ged_§n the conceptual modeljfor the study,
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that potentlal occupatlonal stressors need not become actual
occupatlonal stressors. * The pr1nc1pals who evaluate
teachers often and feel under stress when doang sqQ also
appear to experlence‘less burnoutlln terms of personal
accomplishment. This implies that evaluation’of teachers
may hawe reciprocal benefits for both teachers ena'

1

principals.

“Emotional Exhaustion

Feelings‘of emotional exhaustion associated with burnout
were not found to be a serious problem among the principels
‘surveyed. Mean scores for all principals»indicated a low
.degree of burnout on: thlS scale °

Much of the literature on burnout stresses the
'emotlonal exhaustion aspect of burnout, yet %@;s dld not
emerge as a major burnout factor among school principals.
Thisisuggests that‘principals ere not distressed by the
demands of their jobs and are not, as_Perlman'and Hartman
(1980) propose, left‘emotionally and physically exhausted
by their work. JA great aeal of the literature in'profes—
51onal journals describes the emotional and _physical
'demands placed upon principals. The findings of this study
do not support those claims. Principals were not suffering
:from high degrees/of burnout in terms of‘emotional exhaustion.c
| Emotional'exhéustion burnout ; however, @id Eerﬂlate
w1th several of the other Varlables«examlned As predicted

@ . o ) . &
; : Y vy T b
: C T , N '
| : 7,
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in the literatfire, the situational variables accountea for a
srgnlflcant amount of the varlance. However, greater
variance was accountéa/for on the strength dlmen51on than on
 the frequency dimension. When each of the 51tuatlonal
variables was examined separately, only autonomy was able to
account for significantdldy dlfferent mean burnout scores.

Thls is not consistent w1th the literature which has
'empha51zed the importance of env1ronmental factors in ‘the
”prediction of burnout.

| The personal variables, when taken together; were

' .signlfioant predictors of emotional exhaustion“burnout.

When each .of thevpersonal variables was eramined separately,

,significantly different burnout levels were found to exist

4

propensity to leave. Although personal factors,
have not been linked to hiéher or lower levels :
studies by Gann'(l979), Heckman (1980) and‘Schwab
have found a relatlonshlp w1th age. Maslach and Jackson
(1981B) also Cralm that there is a dlrect relatlonshlp
between someone s de51re to change jObS and the’ level of
burnout experlenced " These findings support some of the
’recent literature and research on burnout but leads to
hspecuiation.that the personal variables have been given less
emphasis than they deserve, |

The importanoe of the personal variables as predictors

-~
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' twenty-two and sixteen percent
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- of the emotional exhaustion aspect of burnout seems evident

in the findings of this study. .They seemlpo oceupy‘e
poeiﬁion of greater'imporfance‘than is indicated in the
writinQS‘offMaelach and others. ‘ '
The:peréonal and situatiohal variables, when entered
as controls in a regression enalysis,'were able to account
for eighteen and twehtyetwo percent of the variahceeon the
emotional exhaustionvstrength»and frequency sUbeecales of
burneut. The best single predictor of this aspect of
burnoﬁt}_hewever, was‘the‘p;ihcibal's reting of overall job
strees. ﬁhen enﬁefed in'ﬁhe fegfessioﬁ enalysis after the

personal and situational variables, it accounted for

t, of the remaining variance.

Thus there ie significant pre;l tion of the_emotional
exhaustion espect df.burnqut from a‘simpie rating of
perceivedwjob stress. ?his iﬁdicates that asking principals
how stressful they find their jeb may be an-effeétive_way.
te predict this aspect of burnout. |

Role conflict was also a significaﬁt predietor of the
emofional‘exheuetion éssociated with burnout consistent with
the elaime by several writers, including'SchQab (1981) ,
Crane (1982), and‘Westerhouse (1979), that role conflict
wes_significantly relatedito burnout.: -

The use of leisure time'and‘personal life stress were

found to. have little predictive ability with regard to
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eﬁ&tional‘exhaustieh. The work by Maslach (1978) anahby |
~Jackson and Maslach (l982)~has presented claihs that . there
is a strong link between wprk life and hohe life.  The |
‘fihdings‘ef this'studybdo not supporththis‘claim, as‘very
little relationship was found té‘exist between burnout
and personal life stress, and the choiee of leisure time
act1v1t1es. Worry about‘school, howeVer, accOunted for
a small but significant portion-of the. varlancer

For the identified job stressors; principals who.lrsted
Job demands as a major source of stress had significahtiya
higher burnout than those‘who>didhnot_see job demahé; as a
stressor. .This is consistent with what-was proposed in the
cohceptual model of stress for the study. The level of
stress may- not be related so much to the personfs actual
: abiiity to‘do the jeb as'it is to his own perceptien of h%s
ability to cope. If ene sees'job demands as a stressor, \
“then it ié?llkely that that pr1nc1oal w1ll find stress in

the job and 1f the stress is prolonged and severe then

burnout is likely to emarge.

Depersonalization

Feelings of dé%ersonalization were not found to be a -
serious problem aﬁong erincipals, On both dimensions of
‘the depersonalization‘sﬁbrscale the results indicated‘low.
fdeérees of burhout.

The literature contains considerable material on the
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damage that prolonged ano severe stres . ay have upon one's
interpersonal relations with others i;it:e work setting.
Maslachv(l977) claims that the demands placed on the\WOrker'
in a helping relationship lead to negative perceptions‘of
the cllent with the result that there is a loss of concern
for' the people with whom onells worklng,. Consequently
people tend to be treated in a detached or even dehumanizea
'wayL o
The flndlngs of thls study do not support that claim
for principals. There ig little ev1dence that prlnc1pals
deal with students or teachers in a depersonallzed manner;
‘It is possible that these findings are different from the.
literature becausevthe-helpino relationship and'the client;
interaction are dlfferent from those. that exist between
eacher and . student or theraplst and patlent NevertheleSSf

&
the pr1nc1pals low degree of burnout on the depersonall-

zation sub-scale is not consistent with the llterature on
- burnout. | | |

The situational variables were a siénificant predictor
of depersonallzatlon, which is consxstent w1th the
' literature on env1ronmental ;nfluence on burnout. The
personal var1ab1e5~were:a weaker but SLgnlfxcant predictor
of this- aspect of burnout.: hls also supports the generml

literature on burnout that places personal characteristics .

in avp051tlon of secondary 1mportance in predlctlng burnout.
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Of the 1nd1v1dual situational and personal variables
examined, principals who were older and had greater autonomy
had significantly lower burnout scores. This also confirms
what has been previously reportea in the literature apout
age and autonomy. /

Role conflict, overall ‘job stressvand role ambiguity
were also significant predictors of the depersonalization
aspects of burnout. Personal life stress, worryaabout school
and ieisure time activities'were found to be poor predictors
of burnout, despite the literature linking these &ariables
with burnout.

For the’specified job stressors, principals who

a

identified students or staff relations as a major source

ok

of onfthe-job.stress had significantly higher burnout than

-

principals who did not iist these stressors. This is(jf’,N%
expected relationship. The'interpersonal demands of ¥
deaiinngith students or staff in situations that are often
intense and emotionally dharged create the kinds of

‘ .condition that the llterature argues leads to |

depersonalization of relations.

gg&eral Observations

The'findings, as reported here, 1ndicated that several
of the factors studied appeared to have little relationship
to the level of burnout eXperlenced by Nova 5cotia

principals. _PerSonal life stress, worry about school,'and
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leisure time activities wére found to have little relétion-
ship with burnout on the six sub-scales measured. Thié is
in contrast with, the literature on~burn6ut, which claimed
that‘there was a very close link betweéen job stfess'and home
life. |
\ \ .Role conflict was found to have a relationship to -~
burnout. The literature identified role conflictvas a .
potentiél occupational stressor, and linked it with a
variety of stress-related_emotions sucﬁ.as anxiety, stress,
job tenéion; and fatigue. Several studie§ had found a
significant rélétionship between role cdnflict and the
emotional exhaﬁstion aépect of burnout, as was the case in
this study. ,que‘confiicﬁ wés'found to be a signifiéént
predictor of burnout on four of the six>dimensions examined.

Four of the identified job stfé;sors wefe found to ha;e
a relationship to burnout. Principals who cited job
demapds, staff relations or students, as stre?so:s had
significanﬁly higher burnout while those who cited teacher
evaluation as a stressor had signifiéantiy lower burnout
than those who did not idéﬁtify thét stressor}‘. o

Age and degree of autonomy were ‘also found to be
' ‘important con;idefation$ in burnout. The YOunge; pfincipals
-and those thxfelt that they did not have tﬂé f:eédom to

opérate their schools as they. saw fit experienced a greater

degree of bu.ar t. It was also found that principals who
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expressed a desire to leave the job of principal or to get
out of education cémpletely were likely to experience higher
degrees of burnout.

.'The gféatést burnout among the Nova Scotia Sampie of
principéié, however,‘appeared to be.in the,érea of personal
accomplishment. Thé findings.of tﬂis stﬁdy indicated that
the principals who were thifty-nine years of age and over
'had;a aesiré for”promotibn, had féw opportunities for
-promotion, had only some tfaining in éducational administra-
tion, who had been in the same school for nine or moreée’
years, had eleven to fifteeh Yearsf'experienbe as»principal,
and only occasionally supérvised teachers were most likely
to experience burnout in terms. of personal accomplishment.-

Greater déérees of personél_acccmplishmentyburnout-forv
principa;s were found in the later'stageé,of their careers
‘as principais; ’This may suggest that the éreatest danger to
principals is not active burnout but péssive'burnout. AS' |
indicated by/some writers, stagnation, bofedoﬁe-and‘
rgutinization are as‘Wuch qorrelates of burnout as éctive N
job demands. It woula appear thaﬁ ﬁhe older, more settled

and less career-motivated principal is more likely to

‘experience burnout than one who is actively involved in
establishing ahd“;mproving his or her éareet. h
| Much has been written about the dangers bf st:ess
associated with role ambiguity. In thié'studf,'roie

—
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ambiguity correlated with aﬂreduced sense of personal
acoqmplishment among principals, but there was no sig-
nificant relationship betweén éole ambiguity and the
emotional exhaustion and little relationship with the
depersonalization aépects of burhout; It appeared that role
ambiguity and burnout, as examined in this study, éﬁdvnOt
.have the consistently strong felation;hip thét was predicfed
in the literaturel |

From the fin@ings it may be possible to generaiize and
prepare a composite.descfiption of é principél likely to
experience.burnout. The principal prone to bﬁrnout is
probably unaer thirty-nine years of age, has eleven to
fifteen years' experignce as a principal, has served for
nine or more years in the sameréchooL, has had somevgfaduate
traininq but no diplomé or degree in educational adminié—

»

tration, wants to‘change-jobs in educ;tion or get out of
education completély,'and indicates that overall job stress
and role conflict are concerns. In the school situation he
'rarely supervises tea?hers, has little autonomy, haéipoor tp
moderate opportﬁnities for pfomotion, and has ohly occasional
dealings with agencies outside the school system. Askéd
~about ' the stressful éspects of his job, this principal némes

- them as dealing with students, stéff relations, teacher

evaluation and the day-to-day demands of the jdb.
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Conclusions

The foilowing‘conclusions were drawn from the findings
of the study and the preceding diséussion of fhe findings
in relation to the literature.

1. On the average, principgls in Nova Scotia we{é not
suffering from high deérées of burnout. Moderate burnout
mean scores were reported for personal accomplishment burn¥
out and low mean scores were reported for emotional
exhaustion and depersonalization buinout. ‘

2. There was a strong preaictive relationship between
the personal andvsituatiqnal'vafiables and burnout{ When
eéamined individually thé:e was a strong relaticnship witha
the personal accompiishment aspect of burnout and little
relatiénship wiﬁh the emotional exhaustion ghd depersonali-
zation aspects of burnout. |

3. The importance of peréoﬁal variables in predicting
burnout appeared to have greater significance than is
curfently reported in the literaturé. For four of the six
aspects of'burnout examined, personal variables were very |
strong predictors. |

4; The interpersonal demands of the job as principél
were related to burnout. Three of the four job stressors
that a;counﬁed for significantly different mean burnout

scores required ¥hat principakﬁ act as mediator or evaluator.

In addition, two of the dther identified job stressors,
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getting teachers to do their jobs and meéiating disputes,
were significan£ predictors of the pefsonal accomplishment
frequency and depergohalization stfength aspécts of burnout-
in the regression analysis. :"

5. Overail job stress was the best prédictof of the
emotipnal exhaustibn‘frequemqy, emotionalb;xhaustiqn
strength ahd‘depersonalization frequency aspects of burnout
énd was a‘significant predictor of the depersonalization
strength burnout. |

6. Role conflict was the best predictor of the
depersonalization strenath aspect of burnout and was a
signiéibant predictor of emotional exhaustion frequency,
emotional exha: 'ion strength and depersdhalization frequency

burnout.

7. Role ambiguity was the‘:’  predictor of personal
aécomplishment‘frequency and pe:égﬁuiuaccompIiShment strength
burnout énd was aiso a‘signifiéant predictor of depersonali-
zation fregquency burnout. |

8. School location, school size and school type had no
significant relationship with thé level of burnout experieﬁced
by principals. No significant differences were indicated,‘
whethe£ séhools were rural, village orgurban; elementary,
junior high or senior high; large or small.

9. The use of leisure time, personal life sﬁress and

the choice of leisure time activities had little relaﬁionship

to burnout.

R



238

Implications for Research and Practice

- Implications drawn from the findings of the study are
reported in this section under the headings of (a) theory

¥
and research and (b) practice.

Theory and Research

£ _The multidimensional nature of burnout, as described
in the literature, has been confirmed in this study.. No
single variable had a consistent relationship with the
aspects of burnout examineg. There remains a need for
further exploration of burnout among school principals to
determine if the results of this study are typical for
principals elsewhere. It may also ba interesting to study
the effect of combinationéﬁof variables on the: level of
burnout. Fof example, the interrelationship between age
and-role ambiguity and their,combined effect could produce
A
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situation may produce meaningtul resulbts.

In this study, attempts to examine the !lPltlti()H?}\}L)

“between personal life stress and burnout have produced no

new information on burnout. 1{, ':::. gsome writers contend,
there is a relationship between burnout and personal life,
some other method of obtaining information on personal life
should be employed. The findings related to personal life
stress, worry about school, usce of leisure time and
identified leisure time activities do not provide support
for a relationship between these variablos and burnout.

Interpersonal relationships may be an important area to
examine in relation to burnout. Principals who identified
relations with stgéf and relations with students as
stressful aspects of the job also recorded higher levels
of burnout. The importance of interpersgnal relationships

. . . . g A . .
in the job situation could warrant furtha# investigation.

nghgvliteratpre of burnout and the demands of interpersonal
wréiations iﬁ the helping proféssions would lend further
support to this kind of investigation.
Burnout has been described by so%e‘writers as the
failure to meet‘one's expectations. This appearg to be
*upheld in this study; burnout in terms of personal
accomplishment was the most serious concern. More

investigation of the relationship between expectations and

performance may shed light on the meaning of burnout %o

H“
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prihcipfls. The relationship between‘the age and sense of
accomplishment of principais, which showed statistieal |
significance; could become the basis for further investi-
‘gation. It would be interesting to discover what causes a
reduction 19‘;he pr1nc1pals sense oflpersonal accomplish-
ment as they g%t older. - . ' v
A study of the relatlonshlp between burnout and role
ambiguity could provide some insight into the nature of
burnout in the'school setting. Some writers eOntend that
job stress reduces one's ablllty to handle role amblgulty,
while others claim that role amblgulty leads to job stre:e
and burnout. It might -prove valuable to examine role
ambiguity and burnout in a longitudinal study to_determine
the interreletionship’between these factors. |
The‘findings of this study indicate that burnout may
not be a chronic problem for educators. There is some
burnout but rt may not be as widespread as many are led to
believe. Principals, in this study, were effectlvely
coping with the demands of their jobs. Tt may be beneficial
in future researeh to identify individuals who are
sufferlng from burnout and examine the characterlstlcs‘
whlch;these individuals have in common. Burnout does not
appear to be'a'systémie’problem but rather a personal

"~ problem.

Considering the low levels of burnout recorded b§‘the
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group of principals surveyed it appears that principals are
~ .

doing an effective job in manéging the personal demands of

¥4on. Studies of teachers by Westerhouse (1979),

1), Crane (1982) and Anderson (1982) have

resulted in different relationships with some of the same

variables examined in this research. This might.le;g’to the

speculation that within the field of education, the demands

o

made on teachers in tﬂeir dealihgs with students are
different‘from the demands made on principals. Perhaps the
principal, beqauSelof his poSition of control,hhaé,greater
';ésoufces.and personal,free@om to cope with the demands of
the job than teachers héve.ﬁ A comparative study of stress
and burnout among teaChersﬁgnd principa;s in the same setting
miéht provide useful insig#t into the nature of burnout in

the school setting.
One of the most signﬁficant findings of this‘research
|

may be in the importance of personal variables in the >

|
prediction of burnout. Much of the work by Maslach

rr

~emphasized the importan?e of environmental factors in

predicting burnout. 1In/ this study the environmental factors

L

.continue to be important but personal variables may be =

¢

P

better predictors. If this findipg is supported in other.
research, perhaps the time has come to re-examine the - |
Maslach concept of burnout and place greater emphasis on fhe
predictive value. of pérsonal variables and the interaction
béiwégn;the ehvironment and the pefsog as a basis for

S £
. .
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burnouﬂ»research
o

- The Maslach Burnout Inventory used in the collectlon of
b 3

data on bumnout may not have been the most effectlve 1nstru—

ment for, collecting burnout data, ‘even though it is the most
commonly used instrument in burnout research. ‘Several
resﬁbndents complained that the "how often“ and "how strong"

4

responses #0 the same questlon were confu51nc The Maslach

Burnout Inventorv 1tself was qulte long and the nature of -
responses reguired was somewhat vague. A number of pr1nc1r’
pals indicated that tney had responded as well -as they could
on that part of the guestionnaire, but feit tnat thefadid\
not know how to respond to some of the questions. Others

answered some questions, but did not complete the entire

section; although they made)no comments, they obviously &

experienced problems in responding.

From a theoretical point of view the Maslach Burnout

Igventory was devekoped with_a conceot of burnout that

1

placed con51derable emphaSLS on the env1ronment and little .
emphasJ% on personal tralts of 1nd1v1duals The flndlngs
of thls study 1nd1cate support for a transactlonal model of

burnout with greater recognition of the individuals'

personal traits./
~ At this stqge in the understanding of the concept of

burnout new insights are evolving that are different from

[
the theory used/ in the development of the Maslach Burnout

|
|
|
I
f

/

i
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Inventory. Perhaps the time has come to critically examine
the instrument to determine if it reflects’the current

reeearch and theo#y on burnout.

When the Maslach Burnout Inventory was developed in

1981, it helped to consolldate the then current 1nformatlon
on‘burnout into a measurement lnst:ument. This was a m£]or
step forward in burnout research Sinee that time, there
has been consxderable agreement about the meanlng of
burnout. Perhaps the time has come for a crltlcal examina-
tion ef the theoretical basis and effectlveness‘of this

instrument, in light of recent research.

Practice L o ' .

Several implications arising from the findings of this
studylare'ef special inte:est to senior educational |
edministrators and school bqards, and -- because:it affects
their personal well being —-4s¢ﬁool principals themselVest

The findings bf this study 1nd1cated that the older
theAprineipal, the longer he had.been a pr1nc1pal, nd the
longer the principal has beepiin.the same school, the
greater the degree of bufﬁoﬁt ekperienced.

It may be, as Veninga (1979)-suggeSts, that tnder these
c1rcumstanges burnout may be more a result of boredom and

»

‘ﬁaroﬂtlnlzatlon than job demands and that the principals
&

structure their admlnlstratlve actions to promote their own

securlty, mlnlmlze problems and resist change. If tnls is
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in fact the case, then perhaps steps should be taken to '
prevent the«emergence of routine and boredcm in the job.
It may be reasonable to suggest that pr1nc1pals should move
every few years [fe] that they can remain actively involved
in a productive school situation and not begin to sense a
reduction in perscnal accompliShment.
S o

According to the findings of this study, principals who
have successfully pursued graduate tralnlng in educatlonal
admlnlstratlon experience a\greater sense of personal |
accomplishment in their jobs. This suggests that pr1nc1pals
may be more actively 1nvolved in the schools if they have
successfully pursued and completed graduate training 1n‘$t
educational administration. The graduateitraining itself
may.not be the important factor, but there does appear to .
be an argument fcr employing.principals who have success-—
fully completed graduate training in educational administra-

tion since it has been shown to be related to lower degrees

o
o

of burnout. ’
Principals who were actively involved ﬁn-supervision
of teachers had a greater sense of personal accomplishment.
This suggests that either the supervision itself orvthe'
rapport that is generated or kncwledge that is obtained
through supervision mayAprovide principais With a con-

siderable feeling of personal accomplishment. Therefore

l\ .
supervision of teachers should be encouraged not only
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because it may improve the quality of performance among

§ e

teachers being supervised, but because it may reduce burn-

out among principals doing the supervising. B

.
]

._Opportuhities for promotion were a féctoﬁﬁyhgt
correlatéd'With reduced levels of burnout. Té&é éﬁggests
thét scﬁool boardé and senior‘administrators shguid»tryfx%,
include as part of theirvschooi organizations as many
opportunities as possible for change and promotion among
-school principais to ensuré_that principals are not forced
into déad—end careér'situations. | ‘

The fihdings élso ihdicate that{greater frequency of"
»cdntact with agenciés outside the school system qorrélates'
with reduced levels of burnout. It ﬁay; therefore, be
‘important for school systems to énCour&gé community
iﬂ&olveﬁent and discourage insularity among‘principals.
Doing so may enhancé the personal satisfaction, increase

the’Sense'of personal accompliéhment among p:incipals,and

reduce burnout.



BIBLIOGRAPHY



247

Bibliography

Abdel-Halim, Ahmed A.
1978 "Employee Affective Response to Organizational
Stress." Personnel Psychology.31:3:561-579.

Alexander, Livingston, Ronald D. Adams and Carl R. Martray.
1983 "Personal and Professional Stressors Associated
With the Teacher Burnout Phenomenon." Paper
presented at the Convention of the American
Educational Research Association, Montreal,
Canada, April.

Allie, Stephen Michael.

1982 "Organizational and Personal Life Stress and the
Role of Moderator Variables in the Prechtlon of
Burnout, Performance and Serious Illness.
Unpublished Doctoral Dissertation, University of
Texas at Dallas. Dissertation Abstracts
International. 43:07:2430A.

Anderson, M,B. |
1980 "A Study of the Differences Among Perceived Need
Deficiencies, Perceived Burnout, and Selected
Background Variables for Classroom Teachers."'
Unpublished Doctoral Dissertation, University of
Connecticut. .
Awender, M.A. '
1978 "The Principal's Leadership Role: Perceptions of
Teachers, Principals and Superintendents."
Education. 99:2:172-179.

Baugh, Douglas Samuel.
1976 . "Perceived Stress Among School Administrative
Personnel." Unpublished Doctoral Dissertation, Ball
State University. Dissertation Abstracts
International. . 37:10:6264A.
Eo
Baum, Andrew, Jerome E. Singer and Charlene S. Baum.
1981 "Stress and the Environment." Journal of Social
Issues. 37:1:4-35.

Bausch, ‘Nancy Lee.
1981 "An Analysis of Educational Stressors ueac1ng to
‘ Teacher Distress, Burnout and Coping Strategies.
Unpublished Doctoral Dissertation, University of
Arizona. Dissertation Abstracts International.
42:02:644A. -




. 248

Bedeian, Arthur G., Kevin Mossholder and Achilles A. Armenakis.
1983 "Role Perception-Outcome Relationships: Moderating
Effects of Situational Variables." Human Relations.
. 36:2:167~-184. .
Beehr, T.A.
1976 "Perceived Situational Moderators of the Relatlonshlp
‘ Between Subjective Role Ambiguity and Role Strain."
Journal of Applied Psychology. 61:35-40.

Beehr, T.A. and J.E. Newman. : “
1978 "Job Stress, Employee Health and Organlzatlonal
' Effectiveness: A Facet Analysis, Model and therature
Review." Personnel Psychology. 31:667-699.

Beehr, T.A., J.T. Walsh, T.D. Taber.
1976 "Relationship of Stress to Ind1v1dually and
Organizationally Value States; Higher Order Needs
As a Moderator." Journal of Applied Psychology.

61:41-47.

Begley, Donna McClure.
1982 "Burnout Among Special Education Administrators."
Paper presented at the Annual International Convention
of the Council for Exceptiocnal Children, Houston,
Texas, April. Eric #ED219902.

Biddle, Bruce J. and Edwin J. Thomas.
1966 ' Role Theorv: Concepts and Research, New York: Wiley.

Bgtt Willis Charles ‘
1982 "Role Conflict Among Superlntendents Unpublished
Doctoral Dissertation, Columbia University Teachers

College, ‘ ‘

Brief, A.P. and R.J. Aldag
1376 "Correlates of Role Indices." Journal of Applied
Psychology. 61:46%@%32. '

3

Brookins, Dolores,

1982 ™"Organizational Characteristics that Administrators
Perceive to be Related to Individual Burnout."
Unpublished Doctoral Dissertation, Ohio State
University. Dissertation Abstracts International.
43;05:l3§9A. ‘




249

Burchette, Bobby Wayne ‘

1982 "The Extent of Professiocnal Burnout and Related
Factors Affecting Public. School Counselors.”
Unpublished Doctoral Dissertation, East Tennessee
State University. Dissertation Abstracts
International. 43:08:255§A.

Caldwell, William E. and Daniel B. Doremus
1978 "The Relationship Between Organizational Behavior
and Elementary Principal Role Conflict and Ambiguity."
Paper presented at the Annual Meeting of the American
Educational Research Association (Toronto: March
27-31) .

Campbeil, Donald T. and Julian C. Campbell.
1963 Experimental and Quasi-Experimental Designs for
Research. Boston: Houghton,Mifflin. -

Carroll, J.F.
1980 "Staff Burnout as a Form of Ecological Dysfunction."
' Contemporary Drug Problems. 8:207-225.

Carroll, Jerome F. and William L. White.
1981 "Understanding Burnout: Integrating Individual and
Environmental Factors within an Ecological Frame-
. work." in W.S. Paine (Ed.) Proceedings of the First
National Conference on Burnout. Darby, Pennsylvania:
Gwynedd-Mercy Hospital.

Cherniss, Gary. :
1980 Professional Burnout in Human Service Qrganizations.
New York: Praeger. ‘

—————————— - —

1980B sStaff Burnout: Job Stress in the Human Services.

Beverley Hills, California: Sage.

Cherniss, C., E. Egnatois and S. Wacker.
1976 "Job Stress and Career Development in New
Professionals." Professional Psychology.
7:4:428-436.

Christie, Margaret J. and Eileen M. McBrearty.
1979 "Stress - Response and Recovery" in Colins, MacKay
and Tom Cox (Eds.) Response to Stress: Occupational
Aspects, Surrey, England: IPC_§cience and Technology.




250

Colasurdo, Michael Modesto.

1981 "A Descriptive Survey of Professional Burnout Amongst
Public School Teachers in San Diego, California."
Unpublished Doctoral Dissertation, United States
International University,. Dissertation Abstracts
International. 42:02:470A.

Cooper, Cary L. and John Crump.
1978 "Prevention and Coping with Occupatlonal Stress.
Journal of Occ;gatlonal Medicine. 20:6:420-425.

Cooper, Cary L. and Judi Marshall.

1976 "Occupational Sources of Stress: A Review of the
Literature Relating to Coronary Heart Disease and
Mental Ill Health." Journal of Occupational

Psychologyv. 49:1:11-28.

Cox, Tom
1975 "The Nature and Management of Stress. New Behavior.
25:493-495.

1978 Stress. New York: MacMillan.

Coyne, James C. and Richard S. Lazarus.

1980 “Cognitive Style, Stress Perception, and Coping."
in Irwin Kutash and Louis B. Schlesinger(Eds.),
Handbook on Stress and Anxiety. San Francisco:
Jossey-Bass:144-158.

Crane, John S.

1982 "Analysis of g%e Relationship Among. Personal and
Professional Variables, Role Ambiguity and Role
Conflict-and Perceived Burnout of Special Education
Teachers. Unpublished Doctoral Dlssertatlon,
University of Connecticut.

Dohrenwend, Bruce P.
1961 ‘"The Social Psychological Nature of Stress: A
Framework for Causal Ingquiry." Journal of Abnormal
and Social Psychology. 62:2:294-302. T

Droryg Amos .
1981 "Organizational Stress and Job Attitudes: Moderating
Effects of. Organlzatlonal Level and Task
Characteristics. Psychologlcal Reports. 49:139-146.




e
<

251

Edelwich, Jerry and Archie Brodsky.
1980 Burn Out: Stages of Disillusionment in the Helping
Professions. L New York: Human Services Press.
n

Einseidel, Albert a Heather Tully.
1981 "Methodological Considerations in Studying the
Burnout Phenomencn." in J.W. Jones(Ed.) The
Burnout Phenomenon: Current Research, Theory,
Interventions. Park Ridge, Illinois: London House:
89-106.

Eisenhauer, John E.
1981 "Relationships Between Pr1nc1pals Perceptions .0f
Role Conflict, Role Ambiguity and Job Robustness.”
Urnpublished Doctoral Dissertation, Penn. State.

Fallon, Berlie J.
1981 "An Approach to Living: The Third World-Escape From
Stress and Burnout." NASSP Bulletin. 65:449:28-30.

Farber, Barry A. :
1983 Stress and Burnout in the Human Service Professions.
New York: Pergamon Press.

Farber, Barry A. and Louis J. Heifetz.
1982 "The Process and Dimension of Burnout in Psvcho—
therapists." Professional Psychology. 13:2:293- 301.

“

Feitler, Fred C. and Edward B. Tokar.

1983 "School Administrators, Organizational Theory, and
Occupational Stress." Paper Presented at the
Convention of the American Educational Research
Association, Montreal, Canada, April.

Fineman, Stephen
1979 "A Psychosocial Model of atress arid Its Application
to Managerial Unemployment." Human Relations.
32:4:323-345. '

Fisher, Cynthia D. and Richard Gitelson

1983 "A Meta- AnalYSlS of the Correlates of Role Conilict .

and Ambiguity." Journal of Applied Psychology.
68:2:320-333. * o

Flora, John Edward.
1977 "Role Conflict and Role Amblgulty in the Elementary
School Principalship." Unpublished Doctoral
Dissertation, Indiana University. Dissertation
Abstracts International. 38:06:3173A.




-

W > fue GE 3 N N % ez T T TR .
¥ HWELW N i U
v * Y . M B . . N
o B . » B AR
. 1 . . Dten

H A L st s i
Forney, Deanna b., Fgan Walfﬁce &chutzman,waﬂﬁ T. Thorne
Wiggers. . R v e
1982 "Burnout Among Lareef%De?Eropmcnt Pﬁoﬁcbqlondla:
Prelimihary Findings-and Implicationsz" et'sonnel’
and Guldance Journal. 6f:7 \AMBwA439 . o T

French, John R. P. S U v ¥ :
1980 "Person Roleé Fit" in Danléﬁ Katz, Robert L. Kahn
and J. Stacey Adams (Eds.) The Study of Organizations.

San Francisco: Jossey-Bass.

French, John R. and Robert D. Caplan
1973 '"Organizational Stress and Individual Strain."
in Morrow, A. J. (Ed.) The Failure of Success.
New York: Amacom.

£

French, J. R. P. and R. D. Caplan
1970 "Psychological Factors in Coronary Heart Disease.
Industrial Medicine. 39:383-397.

Freudenberger, Herbert J.
1977 "Burn Out: Occupational Hazard of the Child Care

Worker." Child Care Quarterly. 6:2:90-99.
1974 "Staff Burn-Out."  Journal of Social Issues.

30:159-165.
1975 "The Staff Burn-out Syndrome in Alternatlve .
Institutions." Psychotherapy: Theory, Research and.
Practice. 12:1:73-82 =

Freudenberger, H. J. and.G. .Richelson. .
1980 Burnout: The hlgh Cost of Achievemént. New York:
Doubleday.

?

Gann,‘M. L. ’
1979 "The Role of Personality Factors and Job
Characteristics in Burnout: A Study of Social

Service Workers." Unpublished Doctoral Dissertation,‘ﬁ?‘

University of California at Berkeley.

Garcia, Anita Sylvia.

1980 "Predictors of Job Satisfaction and Worker Burnout
Among Child Welfare Workers." Unpublished Doctoral *:
Dissertation, University of Texas at Austin. )
Dissertation Abstracts International. 41:11:4839A.




@ .

Garland, Vv, b.

1981 M"Organizational and Individual Burnout Factors:
o Interviews of Teachers Formerly in an Urban Public
School District." Unpublished Doctoral Dksscrtation.

University of Connecticut.

Gentilini, Joseph Michael.
1982 "The Relationship Between the Characteristics of
Job Burnout and the Perceived and Personal Job
Characteristics of Vocational Rehabilitation
Counselors.” Unpublished Doctoral Dissertation,
Ohio University. Dissertation Abstracts International.
43:04:1046A.

Getzels, Jacob, James L. Lipman and Ronald F. Campbell.
1968 Educational Administration as a Social Process.
New vYork: Harper and Row. ‘ -

Gmelch, Walter H.
1977 "Beyond Stress to Effective Management." Eugene
Oregon: Oregon School study Council, Eric #ED140440.

Gmelch, Walter H. and Boyd Swent.
11981 "Stress and the Principalship: Strategies for Self
Improvement." NASSP Bulletin, 65:449:16-193

\; Q
Golembiewski, R.T. and R. Munzenrider. '

1981 "Efficacy of Three Versions of One Burn-out Measure:
The MBI as a Total Score, Sub-scale score, or
Phases." Journal of Health and Human Resources
Administration. 4:228-246.

Greenberg, Sheldon F. and Petér J. vValletutti.
1980 Stress and the Helping Professions. Baltimore,
Maryland: Brookes.

Gross, Neal, S. Ward Mason and Alexander W. MacEachern:
1958 Exploration in Role Analysis: Studies of the School
Superintendency Role. New York: Wiley.

Hall, R.C.W.,- E.R. Gardner, M. Perl, S.K. Stickney and B.
Pfefferbaum. '

1979 "The Professional Burnout Syndrome." Psychiatric

Opinion. 16:4:12-17. '

Hamner, W.'Clay and Henry L. Tosi. :
1974 "Relationship of Role Confligf and Ambiguity te Job .
Involvement Measures." Journal of Applied Psychology.
59:4:497-499. o

£



/

Haugh Louise S.

1982 "An Analvsis of Burn-out Among Faculty and
Administrators at Pima Community College.
Unpublished Doctoral Dissertation, Brigham Young
University. Dissertation Abstracts International.
43:06:1917A.

‘Heckman, S. J.

1980 .. "Effects of Work Setting, Theoretical Orientation,
' and Personality in Psychotherapist Burnout."
Unpublished Doctoral Dissertation, University of
California at Berkeléy.

House, James S. ,
1974 - "Occupational Stress and Cornoary Heart Disease:
A Review and Theoretical Integration." Journal of
Health and .Social Behavior. 15:12-27.

House, Robert J., Eliahu Levanoni and Randall $. Schuler.

° 1982 "An Empirical Examination of the Construct Validity
of the Rizgo, House and Lirtzman Role Scales:
Toward a.Clarlflcatlon of the Nature of Role
Conflict. Unpubllshed paper, Universitys of
-Toronto. .

2

House, R.J. and J.R. RlZZO
1972 "Role Conflict and Ambiguity ‘as Crltlcal Variables
‘ in a Model of Organizational Behavior.
Organizational Behavior and Human . Performance
7:467- 505

fHoward; John H., D. A. Cunningham and P. A. Rechnitzer.

- 1977 "Work Patterns Associated with Type A Behavior:
A Managerial Populatidn." ©Public Personnel
‘Management. 4:317-326.

n

Ivanevich, J.M. and J. H. Donnelly
1974 "A Study of Role Clarity and Need for Clarity for
- Three Occupational Groups. Académz of Management
, Journal. 17:1. :

A Managerial Perspective.
s: Scott, Foresman.

"Ivanevich, John M. and §ichael T. Matteson.

1980 Stress and Work
' Glenview, Illinoi

Iwanicki, E. and R,,SchwapB ) . B
1981 "A Cross Valldatlon Study of the Maslach Burnout :
‘ Inventory. Educatlonal and PszghoTOglcaL Measurée-=- &
. ment. »41:4:1167~ 1174 b




;o ' - 255

Jackson, Susan E. and Christina Maslach.
1982 "After Effects of Job-Related Stress: Families as
Victims." Journal of Occupational Behavior. 3:66-77.

Jankovic, Michael M.
1983 "Factors Associated With School Principal's
‘ Experiences of Work Related Stress."” Unpublished
Doctoral Dissertation, University of Alberta. s
\ : \ o . AR
Johnson, Paul Andrew. i
1982 "The Relationship Among Irrational Beliefs, Job
Characteristics, and Burnout Among School
Psychologists." Unpublished Doctoral Dissertation,

- Bowling Green State University. Dissertation
Abstracts International. 43:07:2184A.
I 1 - ‘ '
Johnson, Thomas* }. d John E. Stinson. : '
1975 "Role Ambig “Role Conflict and SatlsFactlon

Moderatipg Effects of Individual Differences.
Journal of Applied Psychology. 60:3:329-333.

FE

Jones, J.W. . ’

1981 ."DlagnOSIng and Treating Staff Burnout Among Health
Professionals." in J. W. Jones (Ed.) The Burnout
Syndrome: Current Research, Theory, Interventlons
Park Ridge, IllinoiEE London House: 107 125.

Kagan, ubrey and Lennart Levi
1974 "Health and Environment - Psychosocial Stimuli:
A Review." Journal of“Socmal Sc1ence and Med1c1ne
8 225- 2417 e e

o Pl
& o
Kahn, R. _ : | LD
1978 "Job Burnout: Preventicn and Remedies."f‘Public'égu
Welfare., 36:2:61-63. ‘ i

1981 Work and Health. New York:—John Wiley~s

. Kahn, R., D. Wolfe, R. Qulnn, d. Snoek and R. Rosenthal.

1964 Organizational Stress: Studies in Role Confllct and
Ambiguity. New York: Wiley. ~

RN

Kamis, Edna.

1981 "Staff Burnout: An upldemlolog;cal AnalYSlS in
' J.W.. Jones (Ed.) The Burnout Syndrome: Current.
. Research, Theory, Interventgons. Park Ridge,
L. Illinois: London House: 54-67.

[ W 5 " . | -
) R cn o X
) , Wt v() . g ' n~
, . A :
vy :




/ 256

/
|

Keller, RJ T. : >
1975 "Role Conflict and Amblgu1ty Correlates With Job
Satisfaction and Values. Personnel Psychology.
28:57-64.

Kerlinger, Fred N.
1973 Foundations.of Behavioral Research. New York: Holt,
‘~Rinehart and Winston.

Knautz, Robert Francis. _
1982 "The Relationship of Occupational Stress to Selected
Personality, Demographic, and Situational Variables
of High School Principals." Unpublished Doctoral
Dissertation, Northern Illinois University.
Dissertation Abstracts International. 43-07-2185A

Fad

.Koff, Robert James M. Laffey, George E Olson and D¢hald J.
Clchon
1981 "Coping With Conflict: Executlve Stress and/tne
School Administrator." NASSP' Bulletin. 65:449:1-9.

Kottkamp, Robert B. and John R. Mansfield . :
1983 "Role Conflict, Role Ambiguity, Powerlessness and
Burnout Among Secondary School Department Heads.
I Paper presented at the Annual Meeting of the AERA
Montreal Canada, April. .

Kyriacou, Chris and John Sutcllffe.
1978 "A Model of Teacher Stress." Educational Studies.
4:1:1-6.

Lauderdale, Michael. : ‘
+ 1982 Burnout: Stratégies for Personal and Organlzatlonal
Llfe. San Diego: Learning Concepts.

Leeson; Barbara Splane. o i
1980 "Professional Burnout: Tne Effect of the
" Discrepancy Between Expectations and Attainment on
Social Workers in a Mental Eospital." Unpublished
Doctoral Dissertation, University of Michigan.
Dissertation Abstracts International. 41:09:3953A.

Lerman, Marty Howard.

1981 "The Effect of Client Socio-Economic Status on .
Counselor Burn-out." Unpubllshéa Doctoral Disser- '
tation, University of Wisconsin at Milwaukee. _
Dissertation Abstracts International. 43:05:1427A.

Levi, Lennart. :
1973 "Stregs, Distress and Psychological Stlmull.
Occupational Mental Health. 3:2:2-9.

hy



257

Levinson$ Harry. ' . .
1981 "Executive Burnout." Harvard Business Review.
59:3:73-81. '

Lyons, T.
1971 "Role Clarity ™ Need for Clarity, Satisfaction,
Tension and Withdrawal." Organizational Behav1or and
.Human Performance. 6:1: 99 110. :

MacNeill, David. '

1981 "The Relationship .of Occupatlonal Stress to Burnout."
in J.W. Jones (Ed.) The Burnout Syndrome: Current:
Research, Theory, Interventions. Park Ridge,
Illinois: London House:68-88.

Margolis, Bruce L., William H. Kroes and Robert P. Quinn.
. 1974 "Job Stress: An Unlisted Occupational Hazard."
Journal of Occupational Medicine. 16:10:659-661.

Marshall, Judi and Cary'L Cooper.
1979 Executives Under Pressure: A Psychologlcal Study.
London: Madé¢Millan.

Maslach, Christlnﬁe5
1976 "Burned Out." Human Behavior. 5:9:16-22.

1977 "Burn Out: A Soc1al Psychologlcal ‘Analysis." Papér
presented at the Annual Convention of the American
Psychological A55001at10n,,8an Francisco, August.:

—————————— b’g

1982 Burning Out: The ‘Emotional Costs of Caring.

Englewood Cliffs: Prentice-Hall. . ‘

1978A "Job Burnout: How People Cope." Public Welfare.
36:56-58.
19788 "The Cllent Role in Staff Burnout." Journal of

Social Issues. 34.4.111 ~-124.

1982 "Understanding Burnout." in W.S. Paine (Ed.) Job
Stress and Burnout. Beverely Hills, Callfornla.
Sage. -, '

Maslach, Chrlstlna and Ayala Pines '
1977 "The Burn Out Syndrome in the Day Care Set lng." e
£Lhild Care Quarterly_fG 2:100-~113.

o o &

ST
Rt




258 -

Maslach, Christina and Susan Jackson.

1981A Maslach Burnout Inventory: Manual. Palo Alto,
California: Consultlng Psychologists.

1981B "The Measurement of Experienced Burnout." Journal
of Occupational Behavior. 2:99-113.

Mattingly, Martha A.
1977 "Sources of Stress and Burnout in Professional
Child Care Work." Child Care Quarterly. 6:2:127-137.

McGrath, Joseph E.
1976 "Stress and Behavior in Organizations." in M.D.
Dunnette (Ed.) Handbook of Industrial and Organiza-
tional Psychology.. Chicago:Rand McNally:1351-1395.

McLe#d Alan. '
19 Work Stress. Reading, Mass.: Addison-Wesley.
. »

Metz, Pamela Kay.

1979 "An Exploratory Study of Professxonal Burnout and
Renewal Among Educators. Unpublished Doctoral
Dissertation, Ugdversity of Colorado at Boulder.
Dissertation Abstxpacts International. 40:08:4308A.

3

Miles Robert H. , ’ '

197 "An Empirical Test of Causal Inference Between Ro]ﬁ\
* Perceptions of .Conflict and Ampiguity and Various 3
PersonaTmOutcomes." Journal of Bpplied Psychologj
60:3:334339, W ‘é’wgg

74"«

76A "Individual Differences, in a Model of Organlzatlonal
"Role Stress." Journal of 7B uSLness Research.
4:2:87-102. vT' e ¢

. e

1976B "Role Requlrements as Sources for Organlzatlonal“ .
_ Stress.” Journal of Applied Psychology 61:172-179.

i
—— iy — i oy w——

1976C "A Comparison of the Relative Impacts of Role
Perceptions of Ambiguity and Conflict by Role.."
Academy of Management Journal. 19:1:25-35.

1977 "Role Set Conflguratlon as a Predictor of Role
‘Conflict."™ Sociometry. 4d:1: 21-34.

LCO

7y



-

o ‘ 259

‘Miles, Robert H. and William D. Perreault.
1980, "Organizational Role Conflict: Its Antecedents and
v Consequences.” in Daniel Katz, Robert L. Kahn and
. J. Stacey Adams (Eds.) The Study of Organizations.
San Francisco, JoipenyEEE.

Miles, Robert H. and M. M. Petty
1976 "Relationship Between Role Clarity, Need for
Clarity and Job Tension and Satlsfactlon for
Supervisory and Non-Supervisory Roles.
Academy of Management Journal. 18:4:877-883.

Miller, Russell S. U
1979 "The Relatlonshlp of Role Conflict and Role Ambiguity
to Jobhs tisfaction Among Elementary School
p%% Unpublished Doctoral Dissertation,
: Q"Of South Florida. Dissextation Abstracts
ional. 40:04:1795A. R

Mintzben}
1973; "“f?-gture of Managerial Work. New York: Wiley.
Moore, Bryan L. | \ & s ; i
1980 "leferences in Burnout Among Pringipals Within w
Categories of Demographic Variables." Unpublished
Doctoral Dissertation, Bowling Green State University.

oy Dissertation Abstracts International. 41:10:4239A.

Morris, J. H. and J. L. Koch

1979 "Impacts of Role Perceptions on Organlzatlonal
Commltment Job Invogvement, and Psychosomatlc
Illness Among Three Wocational Groupings." ‘
Journal of Vocational Behavior. 14:1:88-101.

Morxis, J. H. and R. A. Snyder. ' '

1979 "A Second Look at Need for Achlev ent and Need for
Autonomy as Moderators of Role Perception ~ Outcome
Relationships." Journal of Applied Psychology.
64:2:173-178. ' - ‘

Nusbaum, Linda Catherine.
1982 "Perceived Stress and.Self- Concept as Related to

Burnoutt in School Counselors." Unpublished Doctoral
Dissertation, Ohio State University. Dissertation
Abstracts International. 43:01:79A. .

Oliver, R. L. and A. P. Brief
1977-78 '"Determinants and. Consequences of Role Conflict

" and Ambiguity Among Retail Sales Managers." Journal-

of Retalllng 53:4:47-58; 90. . ‘

£
L ‘,y
o 3



260

Olson, George. : :

1983 "The Stressors of School Administration: A Synthesis
of Recent Research." vPaper presented at the
Converition of the American Educational Research
Assoc1at10n Montreal Canada, Aprll

Organ, D. W. and C: N. Greene
1974 "Role Ambiguity, Locus of Control and Work Satis-
faction." Journal of Applied Psychology - '
59:1:101-102. ‘

o

Organ, Dennis W. s #

1981 "Direct, Indirect and Trace'Effects of Personality
Variables on Role Ad]ustmeﬂt " Human Relations.
34:7:573-587. TR

‘ v ) T e
Paine, Whlton S. o Ly &R

-]

1981A "The Burnout Syndrome in Context." in J.W. Jones‘nfﬁ’
(E4d.) The Burnout Syndrome: Current Reséa:gh Theory,

Interventions. Park Ridge, Illinols: London House
. N: 1-29., :

19@1% Proceedlngs First Natlonal Conference dn Burnout
Philadelphlia, Pennsylvanla, November 2- -4, 1981.
Darbyv, Pennsylvania: Gwynedd. Mercy Collegen

——— —— v - — —

1982 Joh Str@¥¥% and Burnout: Research, Theory, and
i Interven n Perspectives. Beverley Hills,
California: Sage. .

Pe:;mAn(:Béron and E. Alan Eartman.
. 1980 "An Integration of Burnout into a Stress Model."
Paper presented at the Annual Meeting of the

Southeaste@ Psychological Assoc%i@« anton,
. Hp , i /

D.C. Eric E, 190939.

1982 "Burnopt: Summary and Future Research." 'Human
Relations. 35:4:283-305. ' Cre
. R TR
Pines, Ayala, E. Aronson and D. Kafry.
1981 ‘Burnout: From Tedium to Personal gﬁ.&__ New York:
Free Press.
"Quick, James C. and Johnathan D "Quick
1979 "Reducing Stress Through ‘Preventive Managemen M
Human Resource Management. 18:3:15-22.

S
o)



261

K g

Randolph, W. Alan and Barry Z. Posner.
1981 "Explaining Role Conflict and Role Ambiguity Via
. Individual and Interpersonal Variables in Different
Job Categories." Personnel PsychOIOgy. 34:1:89-102.

Rice, Alan William.
1984, "Individual Work Varlables Associated Wlth Principal
JoB Satisfaction." Unpublished Doctoral Dissertation,
Unlver51ty of Alberta. ) . ;

Rizzo, J R., R. J. House and S. I. Lirtzman '
1970 "Role Conflict and Ambiguity in Complex Organizations.
: Admlnlstratlve Sc1ence Quarterly. 15:150-163.

Roe, Wllllam H. and‘Thelbert L. Drake.
1980 . The Principalship. New York: MacMillan.

- Rogers, David L. and Joseph Molnar.
© 1976 "Organlzatlonal Antecedents of Role Conflict and
Amblgulty in Top Level Administrators." E
_ Admlnlstratmve Sc1ence Ouarterly 21:4:598- 610 H

b

"

Rogus, Joseph Brent W. Poppenhagen-and Jullan Mingus.
1980 "As Secondary Principals View Themselves
Implications for Principal Preparation." High
School Journal. 63:4:167-172. '

Sales, S. M. e g ‘ ' .
1970 "Some Effects of Role Overload and Role Underload."
Organizational Behavior and Human Performance.
5:6:592-608. .

Savicki, Victor and Eric J. Cooley.
1982 "Implications of Burnout Research and Theory for

Counselor Educators.” Eersonnel_and Guidance
" Journal. 60:7:415-419.° . - ‘

Schuler, Randall S.
1977A "Role Conflict and Amblgulty as a Functlon of the
Task-Structure-Technology Interaction.”
Organizational Behav1or and Human Performance
20:66-74. «

— . — - —

'1977B "Role Perceptlons, Satisfaction and Performance
Moderated by Organizational Level and Participatign
in Decision Making." Academy of Management Journal.
20:1:159~175. -




262

1975 "Role Perception, Satisfaction and Performance: A
Partial Reconciliation." Journal of Applied
Psychology. 60:6:683-687.

" Schuler, Randall, S. Ramon, J. Aldag and A. Brief.

1977 "Role Conflict and Ambiguity: A Scale Analysis.”
Organizational Behavior and Human Performance.
20:111-128. % e&

3

Schwab, Richard L. ° Nb
1981 "Relationship of Role Confllct Role Ambiguity, -
Teacher Background Variables and Perceived Burnout
Among Teachers." Unpublished Doctoral Dissertation,
University of Connéecticut.

Schwab, Richard L. and E#ward F. Iwanicki.lw
1982A "Perceived Role Conflict, Role Ambiguity and

Teacher Burnout." Educational Administration
Quarterly. 18:1:60-74. ‘Eﬁ’

-2
1982B "Who are Our Burned Out Teachers?" Educational
Research Quarterly. 7:2;5-16.

. -
Selye, Hans.

1974 Stress Without Distress. New York: Lippincott.

1980 - "The Stress Concept Today." in Irwin L. Kutash and
Louis B. Schlesinger (Eds.) Handbook on Stress and
Anxiety. San Francisco: Jossey-Bass: 127-143. >

Sergiovanni, Thomas J. and Fred D. Carver.
1980 The New School Executive: A Theory of Administrdtion.
New York: Harper and Row.

Shaw, S., ). Bensky and B. Dixon.

1981 Stress and Burnout: A Primer for Special Education
and Speclal Services Personnel. Reston, Virginia:
The CounCLl for Exceptional Children.

Stalllngs, John W. and Paul .R. Britton. N

1981 "Advi#e to Principals: Expectations Can be Flckle/
Fatal, Forceful, Formative." NASSP Bulletin.
65:445:72-79. :




' , 263

Starr, David Rood.

1980 "A Study of the Occurrence and Characteristics of
Burnout Among Alcoholism-Treatment Professionals."
Unpublished Doctoral Dissertation, University of
Idaho. Dissertation Abstracts International.
41:08:3430A. R

Swent, Boyd and Walter H. Gmelch.
1977 "Stress at the Desk -and How to Creatively Cope."
Eugene, Oregon: Oregon School Study Council, 1977.
OSSC Bulletin, Vol. 21, #4; Ed 146698.

Thompson, Douglas Leonard. '

1982 "Role Ambiguity, Role Conflict, Tension, and Job
Satisfaction Among Arizona Secondary School
Counselors." Unpublished Doctoral Dissertation,

. University of Arizona. Dissertation Abstracts
Internatjonal. 43:04:1051A. :

Toffler, Barbara Ley. ' - : : a7y

1981 "Organizational Role Development The Changing ’
Determinants of Outcomes for the Individual.

Administrative Science Quarterly. 26:3:396-418.

Tosi, H. 3
1971 "Organizational Stress as a Moderator of the
Relationship Between Influence and Role Response.
Academy of Management Journal. 14:1:7-20.

Tosi, H. and D. Tosi.
1970 "Some Correlates of Role d@%fllct and Role Amblgulty
Among Public School Teachers." * Journal’ of Human
Relations. 18:3:1068-1075.

Tung, Rosalie L. and. James L. Koch '
1980 "School Administrators: Sources of Stress and Ways =
" of Coping With It." in C. L. Cooper and J. Marshall
(Eds.) White Collar and Professional Stress . New YOo¥K:m .
Wiley: 63-87.

L Y
Veninga, R. o
1979 '"Admlnlstrator Burnout: Causes and Cures." Hospital .

Progress " 60:2:45-52,

Veninga, Robert L. and James P. Spradley.
1981 The Work¥Stress Connection: How to Cope With Job

Burnout. New York: Ballantine BooOksS.
/




264

Vander Zanden, Joseph Peter.

1982 "Causes of Job Stress, Methods of Coping, and Level
of Job Satisfaction Among School District Adminis-
trators and*High School Principals in Wisconsin."
Unpublished Doctoral Dissertation, University of
Wisconsin at Madison. Dissertation Abstracts
International.. 43:07:2195A.

VanSell, Mary, A.P. Brief and R.S. Schuler.
1981 "Role Conflict and Role Ambiguity: Integration of
the Literature and Directions for Future Research."
Human Relations. 34:1:43-71.

Vetter, Eric W. -
1976 "Role Pressure and jhe School Principal.:" NASSP
Bulletin. 60:403:%¥~-23. °

Warshaw, qun J. : _
1979 Managing Stress.- Reading, Mass.,: Addison-Wesley.

Webster, J. R. :
1982 "The Successful School Prlnc%pal., Challenge 33
Education. 21:2:4-9. ' ' -

Westerhouse, .

1979 "TA cts of Tenure, Role Conflict, and Role’
Co Resolution on the Work Orientations and
Bur of Teachers, Unpubllshed Doctoral Disser-

tation, University of california at Berkeley.

‘Whetten, David A.
1978 "Coping With Incompatlble Expectatlons
Administrative Science Quarterly. 23:2: 254-271.

‘Wiggins, Thomas.

1983 "Occupational Stressors and Admlnlstratlve Role in
Educational Organizations." Paper presented at the
Convention of the American Educational Research
Association, Montreal, Canada, April.

Williams, Mary-Jo.
1981 "Organizatiofal Stress Experienced by Teachers.
Unpublished Doctoral Dissertation, University of
Alberta. ' ,

Wilson, Stella Marie.
1979 "Role Conflict, Role Ambiguity, and Job Satisfaction
Among Full Time Principals and Teaching Principals
- in Maine." ' Unpublished Doctoral Dissertation,
' George Peabody College for Teachers, Dissertation
Abstracts International. 4l 02:498A.




APPENDICES i




APPENDIX 1

THE QUESTIONNAIRE

266



267

)

P.0. Box 833
Port Hawkesbury, Nova Scotia
BOE 2V0

October 1, 1983

. 4

-

Dear Fellow Principal:

I am conducting research on the topic of the principalship in
Nova Scotia as part of the thesis requirement for the doctoral
program in Educational Administration at the University of Alberta.
I was a full time student at the University of Alberta during 1982-83.
and have returned to Nova Scotia to resume my duties as principal of
the Strait Area Education Recreation Center in Port Hawkesbury. The-
. data collected through the enclosed questionnaire will become the bas1s
+ of the doctoral dissertation.

You are one of a number of principals from across the province
selected to participate in the study. I realize that you are busy but -
it is important to obtain responses from the majority of principals if
the results are to be meaningful. Your assistance in completing the i
questionnaire will help in obtaining a more accurate picture of the
job of the pr1nC1pa1 in this province.

When you have comp]eted the questionnajre please return it in oy
the stamped and self-addressed envelope included in the packet. A reply
card is enclosed as well. When you mail the qﬁest1onna1re please post
the reply card at the same time. This lets me know that you have
completed the questionnaire and that no further follow up is needed.

In this way there is no requirement to identify respondents w1th their .
replies yet non-returns can be folTowed up. | - : -

Thank you for your assistance in this'research projecti

/
f

/

Sincerely,

Murdock MacPherson / ‘ : /'
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PRINCIPAL JOB SURVEY

A QUESTIONNAIRE ON JOB CHARACTERISTICS, PROFESSIONAL
BACKGROUND, ATTITUDES, AND FEELINSS OF SCHOOL PRINCIPALS =

October 1983

™

Portions of this survey have been,reproduced by special permission -
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of Consulting Psychologists Inc., Palo Alto, California 94306 from .

the MBI by Christina Maslach and Susan Jackson Capyright 1981.

Further reproduction of any portion of this questionnaire is

pr_ohiM ted without the consent of the publisher and/or researcher.
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_PART : BACKGROUND INFORMATION:

o

The following questior;s'an designed to ob't'\i\r\\ {nformation about -
your professional background and about your school and community.

.Please answer all questions by
appropriate response block.

¢

-

."".Pl_use indicate your age.

R}

_ 2. What gperccr{im of time do you
spend 1n‘c1a;sroon tnch\inq?

~.

.

i .

3. How much graduate_?tr"aininq (-afte;\‘«

8.Ed.) have you had in educationa
administration? - - ‘

" 4. How many years, including ‘the
© . curredt year, have you been a
principal?

&

5, How many years, including the -
current year, have you been.
principal of the school in which’
‘you now work? '

6. What are the grades taught in
your school? .

. 4

7. How many students are enrolled
-in your school?

-

placing a check mark in the

~

under . * :
_ 30, 0-39 40-49 50-59  60¢
g 0 0O 0O 0O
none  1-253  "26-508 ~ 51-75% 76-100%
J :(3d «0d s(d
] ™re  some diploma masters PO
g Qg Qg s
15 yesrs 6-10 11-1§  16-20 21+
0 .0 .0 0O sO-
) N o
; . i
-2 gears 34 | | 56 7-8 9
1 2 ;3 0O 0
1 v <V v . -
o6 7-9 10-12 pg';" 7-12
1O 0 0O 0
primary » .
to 12 vocstional
« O 0O

. 1-100 101-200 201-300 301-400 401-500

20 :0 -0 «0 s O

'501-600 601-700 -701-800 801-900 900+
s Qg « O 9[:] 1]

L3
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11.

12.

13.

4.

What ‘tm of. c'uuunity'\'is your

school located in?

In relation to other principals °

whom yoy know, how would you

rate your desire for pro-otion?'_,

. How would you rate your
- opportunities for promotion

within your schoo\ systa?

Do you fcﬂ that the school -
board administration allows .
you to operate your school

as you see fit? .

03 you supervise teachers in
their classrooms and .
evaluate them?

Q

In your Jab. how often must you .

deal with groups or agencies

outside the school system?

]

If you were free to choose
would you tend to... -

‘ > PAGE TWO
fe o o
reral atllage  town “eity
g O 0O - «d .
. // o
ury - . i ve
. low sederate  Mgh .
1 [:] 2 D 3 E] [} E:] s [:] _
poor fair  moderste gqod u‘;cﬂh'ng .
g :Qg 0 0 O
as-  frequs o, "
rarely seldom {ionally . e‘ntlmy usually .
1 :@ 20 ¢«a 0O
Sccas- frequ- very ‘
rarely seldom ‘1mlly ently frequently
g 8 0 «0 0O
. occas- frequ- = very
“rarely - seldom {onally tly frequantly
10 203 :03d :‘E‘_‘] s
L[] stay in the same job?
2 [J:  change schools?
3 change to another job.
o in education?
40, : change fields completely?
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AR ’ 7 PAGE THREE
PART 11; ~VIEW OF THE J0B: <

g

-

-~

The following saction contadns 22 statements about job related feelings.
Please read each statement carefully and decide if you feel this way
about your job.  If you have never & d this feeling write *0* (zere) in
both the "how often* and “how strong” columns before the statement.

you' have had tHs feeling {ndicate how mw;u feel it.by writing the
number (from 1 to 6) that best describes how frequently you feel that way. .
Then decide how strong the feeling {s When you experience it by writing
the number (from-l to 7) that bast describes how strong you feel about .it.

[

LI

£ o

Exampie:

1

\

2 yoRt , times
. or loss monh week  aweek
HOWSTRONG: O (I 2 3 4 50 s 1.
. Never  Very mid, - ‘Moderale Major, -
, : . ! very strong
o-s o-7 _ . Statement:

— — o | (el Gepressed at work. -

1 you never Tee! depressed at work, you would wrile the number 0" (zero) on both
lines. It you rarely lesl depressed at work (a few times a year of less), you would write

* the_number "'1** on the line under the heading “"HOW OFTEN." il your feslings of de- _‘

pression are fairly strong, but not a8 strong a8 you can imagine, you would write a

you woukd write & *1."

s

8> under the heading “HOW STRONG." If your rln"ﬂngs of depression are very mild, - L

m

4
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» THE MASLACH BURNOUT INVENTORY
. \' . | 'v ‘.t. <
THIS PAGE OF THE RESEARCH INSTRUMENT
HAS BEEN DELETED FROM THE MOCROFILMED COPY
e DUE TO COPYRYGHT RESTRICTION |
COPIES OF THE MASLACH BURNOUT INVENTQRY
: R g NN
ARE AVAILABLE FROM: ' -
o CONSULTING PSYCHOLOGISTS PRESS
.. . " 577 COLLEGE AVENUE . |

% PALO ALTO, CALIFORNIA 94306

»
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The, following statements cmcribo some spucific’ cmudhrntics about your
particular Job.. For each thnctnrut{c you an asked to 91« : ntinwuum
the fo!luing selh. 3 ‘

\ ' »

’ m. how tm m chamtcrisuc is gdmr pcruguhr Job, and ﬂmr m

_number you uhet in QM space, gmi below. . ‘
~ Detipitaly S o e ,txt’mly \
{‘N! ) I 4 8 6 2 e
oiuyjcb , ’ SRR . of my job
) ' .‘ HOW TRUE
1. 1 have clnf. planned mu “for my jeb. o)
2. I know that T have.divided my time propmy. Y
'3_. t know whlt my nsmmibn(tiu au. o ‘( g ) L e .
N 1 kinow oxactly what {s upoctcd ofn L | ) . . :
5. 1 feel Certain about how much wthor’ltx Thave A
on the Job. : - 5 ) .
6. Egohmtlm\ is clur of what hag to be dow. N S I
7. I have to do things thit should be . s
| done differently. . ; o -(___] o
8. I receive an usigmnt without thc | " ' * o
manpower. to comglete it. ' () . >
9. 1 have to".buck,a rule or policy in order - v
. to carry out my assignment. - .- o ( )

10. 1 work wi th two or more groups ubo :
oporm qui,u d"forontly . o ( )
)

11. l ncoin {ncompatible munts froll
two. or more pcopll. IR

12. I do things that an/npt to be acccptcd

by one person and not by others. o - (=)
- 13. 1 receive 'an assignment without adequate . o : -
.| ‘resources and materials to execute 1t K : o)

- 14, 1 work On unnecessary things. v S ) (;__) :

10

u
12
n
W

15

16

17 .

18
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PAGE SIX

[N

) Yy
¥ » 3 & =3
B the how o 'g %_ g Eg gg
' tha average stressfu
you find your job? -~ Qg Q. Q A *a
o . 2 1
In géneral, how would you , jg §§ ? L E" _ !g
:«criu si:u:ﬂo:s that you " 3 W2 g 5
ave encounte A your persona ‘ . " "
11fe over the past two years? 10 20 200 O =g
To what extent are your evenings o '
.ond wegkends devoted to personal occas-  freque
{nterests unrslated to school . rarely .seldom fonally eatly  wusually
work? | 10 20 0 +0O 0O
When you are away from school, o _
to what extent do you find :  oceas- freque
yourself thinking or worrying . rarely ~ seldon  fomally ently  usuelly .

*about school concerns? 0 20 0O O O

£

What ‘aspects or tasks of your job as a school principal do you find
to be most stn_ssfql? S y ;

|

What kinds of lctivitﬁs do you ongagi in c'wiy from schoo‘l‘_that you
consider to be most relaxing?

THANK YOU FOR COMPLET ING THE QUESTIONNAIRE
e [
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PACULTY OF EDUCATION ’ THE UNIVERSITY OF ALBERTYA

HEPANTRENE BF e e Vidkay C RN, CAMNABA
AR IIIIEA Y BN vl 0

Office 7-}120F
April 21, 1983

Mr Michael J. Woodford -
Assistant Chief Director . .
Public School Operations

Nova Scotia Department of Education

P.0. Box 578 :

Halffax, Nova Scotia

Dear Mr Woodford:

I am a Nova Scotian high school principal on sabbatical leave
from the Inverness District School Board. At the present time | am
working toward a Ph. D. in Educational Administration at the University
of Alberta. | will have completed most of my course work by September
1983 and will be returning to Nova Scotia to resume the principalship
of the Strait Area Education Recreation Center in Port Hawkesbury.
During the 1983-84 school year I would like to carry out research among
Nova Scotian school principals that would become the basis of my
doctoral dissertation.

The topic that ! plan to investigate is job stress of school
principals with particular reference to perceived levels of role conflict,
role ambiguity and bumout. A number of background variables (i.e., age,
experience, school size, etc) will also be examined.

At the present time the proposal for the study is in the final
stages of preparation and it is anticipated that a candidacy oral with
the faculty committee will take place in early July. At that time
formal university approval for the study should be granted.

The reason for this letter is to request permission to contact
the principals of Nova Scotia to complete a brief questionnaire on the
study topic. At the present time it is anticipated that all principals
of all schools 1isted in the Directory of Schools for Nova Scotia will
be contacted. Questiomnaires would be mailed in October 1983 with one
follow up letter two weeks later.

At this time I am requesting approval in principle. If further
information is required it will be provided upon request.

Sincerely,

Murdock MacPherson
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~ Mr.'Murdock MacPherson

! DEPARTMENT OF EDUCATION

NOVA SCOTIA /

SENIOR MANAGEMENT

May 3, 1983

Faculty of Education

The University of Alberta
Edmonton, Alberta

T6G 2G5

Dear Mr. MacPherson:

Thank you for your letter of April 21, 1983 in which you
request approval in principle to carry out research among Nova Scotian
school principals as a basis of your doctoral disgertation.

T can think of no valid reason why permission for such a

course of action would be withheld provided as always that you receive e

the co-operation of those pxjincippls whom you contact.

I wish you eve:f success in soliciting the desired information
and on the preparation of your dissertation.

Youi's_ truly, ,

M. 9 foxrd
Chief Director .
Pubhlic School Operations

" : 'l
. P. 0. BOX T8 . . HALIFAX, NOVA SCOTIA R . 3 180

Hye —
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CONSULTING PSYCHOLOGISTS PRESS, INC.
_‘ / ) ST7 COLLEGE AVENUE'
e _ 'PALO ALTO, CALIFORNIA 94306

r- Vurdock nacaherson . i
Department of Rducational \dministration
University of ‘lberta Orfxce 7<130F

* Zdmonton, Alberta

_ CANADA Y6G 2G5 -

| . ;
. . v [
. . . !

in response to your request of Anril 21 1983 pemﬁssnon is hereby granted you to
reproduce 600 cories of the MBI and incorporate ., ;. , larger

questlonnaire you .re praparing to 32 ather dita for your
doctoral dissertation.

subjec! to the following restrictions:
(a) Any material used must contain the followmg credit lines:

4 “Reproduced by special permission of the Pu%uhcr. Consulting Psychologists Press,
Inc., Palo Alto, CA 94306, S

The Haslach Burnout Inventory
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'  Table! . -0
* T-Tests for Emotional Exhaustion Frequency
‘Classified According to Principals' Identified
Spources of on the Job Stress
R A 7= ' Proba<
. Job Btressor , ~ $.DJ Value . bility
‘Parents . ~ 176 12.95  8.20 . - - .35 .724
‘ : . . 44 13.45 . 8.56 REs
[]
Students . | 174 12.85  8.09 - 1.21  .490
o | 46 13.80 8,91 :
! » '
: ~ AU S ' - .
Teacher Evaluatio& .. 208 12.94 8.31 -~ .72 .474
| , r\ .. 15  14.53  7.53 . |
. Cutbacks . o\ 196 13.21  8.44 .79 .428

Central Administrltiog\- 190 12.94 8.41 -~ .49  .626
SR . \ 30 13.74 - 7.25

'

Getting Teachers'to do \ 203- . 12,76 8.2  -1.81 .071

‘Their Jobs . 17 16.52 8.25
Staff Relations | &84 .12.72 8.15  =1.37  .173
o o 6& -14.77 .8.70 =
. Mediating Disputes 203\ . -12.92  8.32° - .83 . .405
- e 17\ ‘14.66 = 7.48 -
Student Achievement 207 \ 13.05  8.20 - .04  .969
: S _ 13 \13.14 - 9.42 -
‘Teaching and . 209  1%.97  8.27 - .66 .507
' Administration . 11, , 14y67  8.04 o
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JTable 2

T-Tests for "Emo‘tiom'l Exhaustion ‘Strength
Classified‘“According to Principals' Identified
© « . Sources of on the Job Stress

Job Stressor - ! N, Mean  8.D. Valuge - bility

. Job Dmhds‘ - .

50 20.30 .12.81

‘Parents - - 175  18.52 - 11.58 - .18 .86l
- “44 . 18.86  11.54 / '

Students . . 173 18.16 = 11.55 -1.07 .287
a | y -~ T46  20.20  11.52 -

i

Teacher Evaluation . 204 18.49  11.52 - .49 . ,626
— '. - 715 20.00 12.12 o

Cutbacks . 195  18.42 11.43 - .63  .529
o 24 20.00  12.60 |

N
t

Central Administration - 189 . 18.65  11.73. .18 . .856
» P 730 . . 18.23  ‘10.49 -

Getting Teachers to do 202  18.42  11.66 =~ .74  .460

" “Their Jobs - ‘ 17 .. 20.58 10,12
staff Relations ~ 183  18.15  11.68 -1.26  .209
| S 36 . 20.80 . 10.72 - -
Mediating Disputes . 202  18.28 = 11.65 - -1.38 .169
11122030 9.7 . :
Student Achievement 206  18.61  11.65 - - .13  .900
e S | 13 18.20  10.18 T
Teaching ‘and’ 208  18.62  11.62 .15 = .882

Administration 11 . .18.09 10.38

.
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Tiblc

T-Tests for Depersonalization Frequen
CIaslified According to Principals' Identified
Sources of on tho Job Stresa

f—' Proba-'

Job Strgllor ‘ N Hqén 8.D.  Value bility
,Job Demands. . 170 4.61 3.57 - .27 .787
» _ : 49 4.77  -3.51 :
Parents ‘7, : 175 = 4.59 354 - .48  .629
: 44  4.88 3.62 L
Students . 173 4.48 3.58 -1.35 .178
. . 4 ‘ 46  5.28 3.4l A
reacher Evaluation . 204  4.62 - 3.52 - .39  .697
‘ ‘ 15 5.00 4.12
Cutbacks 195  4.64  3.62 - .08  .937
- 24 4.70 3.0l :
Central Administration 189  4.55  .3.49. -1.07  .285
R . 30 . 5.30 3.95 - 2
Getting Teachers to do S 202 4.61 3.52 =~ .56 .577
: Their Jobs B S 017 5.11 3.98 o
‘staff’nelaﬁions . 183 4.43 3.56° . =2.09° ..038*
= S 36 5.77 3.3 - -
Mediating Disputes . 202 4.66 3.65 . .22 .825
- - T17 0 4.4 2.42
Student Achievement - 206  4.66 3.61 .12 .904
ST 13- 4.53 . 2.63.. . .
‘peaching and . 208 . 4.67 3.56 .43 .668

- Administration 11 4.20 3.46




‘ T-Tests for Doporsondlization sérength
Classified According to Principals' Identified
SOurcol of on the Job Stress

Table 4

Administration

Job Demands 169 6.97 .855
50 6.80 5.98 \
 pParents 175 7.07 6.23 .65  .513
\ 44 6.40 5.33
Students 173 6.48  5.76 -2.15  .033%
: 46  8.63 6.85 =
Teacher Evaluation 204 6.92 6.08 - .16 .872
15° '7.18 - 5.85 .
Cutbacks 195 6.66 5.74 -1.46  .156
24 9.12 7.97 ~
‘. N - ‘ ’
Central Administration 189 6.91 6.17 - .12 .901
- 30 7.06 5.36
. Getting Teachers to do 202 7.00 6.13 .54 .590
Their Jobs 17 6.17 5.21
Staff Relations’ 183  6.81 6.04 - .70. .486 -
' .36 7.58 6.14
™~ o
Mediating Disputes 202 6.91 6.15 - .22 <826
. 17 7.25 4.92 ‘
1 Student Achievement 206 6.98 6.21 .87 .392
: 13 6.23 2.68 .
Teaching and 208 7.03 6.13 .97 . .331
11 5.20 4.02 . :

289



v B , » 290

Table 5

T-Tests for Personal Accomplishment Frequency
Classified According to Principals' Identified
Sources of on the Job Stress ~

. S T- Proba-
. Job' Stressor N - Mean S.D. Value bility

Job Demands ‘169  37.05  7.55  =1.75  .083

Parents 175 37.49  7.37 .12 .905

Students . 173 37.39 7.65 - .35 .729
46  37.74  5.50 "

Teacher Evaluation 204 37.25 7.38 -1.65 .013n
- : 15 - 40.42 4.08 .

Cutbacks ' 195 37.41 7.22 - .31, .753
‘ 24 37.90  7.59 | '

Central Administration 190 ~ 37.72 - 17.11 1.34 .181
- . 29 35.78 8.01 T
f,// ‘ . ) ) . . %
Getting Teachers to ao C 202 37.53 7.21 . .49 .628
Their Jobs 17 36.64 - 7.73

Staff Relations - . 183  37.47 7.47 .02 - .980
I o 36 37.44  6.04

 Mediating Disputes . 202 37.73  7.05 1.87 .063
‘ 3 , 17 34.33  §.83 R

Student Achievement 206 ~ 37.45  7.28 - .11 .909
: | 13 37.69  6.86

-Teaching and 208 37.49  7.28 .28 .780
‘Administration .11 36.87  6.74




)Tablc 6

T-Tests for Pcrlonil Accomplishment Strength
Classified According to Principals' Identified
Sources of on the Job Stress

e e T S

' o , T- Proba-
Job Stressor N . Mean 8.D. Value Dbility

Job Demands 168 »39.55 7.71 -1.52 .129
50 41.45 7.77

Parents 174 40.03- 7.84 .16 .873
44 39.82 7.45

Students 1172 40.17 8.14 .79 .429
46  39.30  6.10 :

Teacher Evaluation 203.  39.82 7.88 -1.20 .232
15 42.30  5.34 :

Cutbacks’ ' 194 39.90 7.58 - .49  .624
24 . 40.72 9.11

Central Administration 189  40.15 ~ 7.74 .79 .429
. 29 38.93 7.81 ° .

Getting Teachers to do 201 , 40.09 7.82 .68 .498
Their Jobs 17 38.76 6.88
Staff Relations - 182 40.08  7.92 .40  .690

36  39.51°  6.87

Mediating Disputes 201 40.22 7.59 . 1.51 .133
. ‘ 17 - 37.28 9.21 .

Student Achievement 205 39,99 7.85 - .00 .991
: S 13 40.00 6.00

Teaching and 207 40.06 7.81 .61 .54Y
- Administration 11 | 38.59 6.64 .
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Table 1}

T-Tests for Emotional Exhaustion Frequency
Classified According to Principals’
Identified Leisure Time Activities

T~ Proba-
Leisure Time Activity N Mean 8$.D. Value bility
Reading 158 13.06 8.33 .01 .989
62 13.04 8.13
Socializing/Theatre/ 156 13.40 8.27 . .96 .336
Dance/Cards ' 64 12.21 8.22
Sports/Sailing/Golf 111 13.45 8.56 .73 .468
109 12.64 7.95
Gardening/Farming/ 156 12.71 8.39 - .97 .333
Outdoors 64 13.90 7.91
Fishing/Hunting/Camping/ 153  13.47  8.50 1.12 .262
Vlalking/Running 67 12.11 7.63
Commupity Service/Music/ 155 12.77 . 8.31 - .77 .440
Choir/Church 65 13.72 8.15
Woodworking/Handcrafts/ 176 13.08 8.40 .10 .919
Hobbies ‘ 44 12.94 7.75
¥ ‘
Family 190 13.27 8.47 .97 .334
30 11.70 6.67
Travel ) 193 12.91 8.34 - 4686 .509

27 . 14.04 7.69
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Table 2

T-Tewts for Emotional Exhaustion Strenqgth
Classified According to Principals’
Identified Leisure Time Activities

T Proba-
Leisure Time Activity N Mean §.D. Value bility
Readind 157  18.37  11.97 - .45 . 652
‘ 62 19.15 10.44
x -
Socializing/Theatre/ 155 18.99 11.57 .81 .422
Dance/Cards 64 17.61 11.50
Sports/Sailing/Golf 110 18.73 12.23 .18 .854
109’ 18.45 10.86
Gardening/Farming/ 155 18.06 11.43 ~1.06 .289
Outdoors 64 19.88 11.81
Fishing/Hunting/Camping/ 152 18.26 o 11.23 -~ .64 .520
Walking/Running 67 19.35 12.28
Community Service/Music/ 154 - 18.29 11.39 - .59 .555
Choir/Church 65 19.30 11.96
Woodworking/Handcrafts/ 175 19.06 12.03 1.20 .231
Hobbies ) 44 16.72 9.24
Family : 189 18.95 11.66 1.16 .249
30 16.33 10.72

Travel 192 18.42 11.70 - .S58 .566
27 19.79 10.45 ;




T—Teits'for Depersonalization Freguency .

Table 3

O

Classified Accordiryg to Principals’
Identified Leisure Timq Activities

) - ‘ T- Proba-
Leisggg_Time Activity N Mean S.D Value bility
'Reading 157 ~4.78 3.56 .87 .387

62 4.32 3.53
Socla1121ng/Theatre/ 156" 4.89 3.59 1.57 .119
Dance/Cards 63 4.06 3.42
7 R
Sports/Sailing/Golf 110  4.55 3.31 - .42 .678
. N 109  4.75 3.79
‘Gardenlng/Farmlng/ 155  4.67 3.55 .16 .872
-Outdoors 64 4.59 3.58
Fishifig/Hunting/Camping/ 152° 4.73 3.69 .53 .598
Walking/Running 67 4.46 3.24
Community Service/Music/ 155  4.44 3.56 -1.34 .180
‘Choir/Church : 64 5.15 3.51- e
WOodworklng/Handcrafts/ 176 4.65 3.58 - 203 ~.976
Hobbles 43 4.66 3.49 .
Family 189  4.69 3.64 .46 .645
. 30 4.37 3.01
Travel 192 - 4.58 3.50 - .77 .442
@ | 5.14 3.94 :

27
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Table 4

- T-Tests for Depersonalization Strength .

Classified According to Principals"
Identified Leisure Time Activities

> —
_ v , . T- " Proba-

Leisure Time Activity N Mean S.D. - Value bility
Reading 157  7.06 6.05 .49 .627

‘ 62 6.62 6.10
Socializing/Theatre/ 155  7.31 6.15 1.44° .151

Dance/Cards : 64 6.02 5.76 :

r L\‘

Sports/Sailing/Golf 110 .6.70 5.97 - .58 .560
: e 109  7.17 6.16 » '
Gardening/Farming/ 155  6.95 6.18 .05 2960

Outdoors 64 6.90 5.82
Fishing/Hunting/Camping/ 152 6.62 5.75 -1.17 .242
.Walking/Running .67 7.66 6.67 ’ :
' Community Service/Music/ 154  6.77 5.93 .- .62 .539
*  Choir/Church " 65 7.32 6.37
Woodworking/Handcrafts/ 175  6.97 6.19 .17 .861
" Hobbies 44 6-79 5.55 :
Family 189  6.94 6.10 .06 .951
30. 6.87 5.82 -
Travel 192 6.8l 6.07 - .80 - .423
7.81 5.99




stle 5

T-Tests for Personal Accorplishment Frequency
‘Classified According to Principals'
Identified Leisure Time Act1v1t;es

297

Proba-

27

. o ) . T-
- Leisure Time Activity N Mean S.D. Value bility
Reading © " 158 - 37.04 7.79 -1.64 1103
- . 61 38.57 5.48° .
Socializing/Theatre/ ' 156 = 37.61 7.44 .48 .633
. Dance/Cards 63 37,09 6.76
Sports/Sailing/Golf 110 37.47 6.65 .01 - .995
) . 109 37.46 7.83 . ' N
Gardenlng/Farmlng/ 115 .37.09 7.90 -1.41 ©  .159
Outdoors . 64 38.38 5.27 » .
Flshlng/Huntlng/Camplng/ 152 ° 37.00 7.38 ~1.42 .157
, Walking/Runnlng 67 38.51 6.84
@ ‘ R ] . : (k
Communi ty Serv1ce/Musxc/ ‘154 37.64 7.07 .57 " .571
Choxr/Church i 65H 37.03 7.67
‘Woodworking/Handcrafts/ 176 37.46 7.38 - .01 . .988
Hobbies’ ‘ 43 37.48 6.71 :
Family : 189‘ “37.30 7.29 - .82 .411
L 30 - 38.48°  6.98
Travel ' o 192 -37.27 7.41 -1.07 .287
: ' ' 38.86 )
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Table 6

. T-Tests for Personal Accomplishment Strength

‘o

— B T T e e e el
— e e e e —e e S S

Cla531f1ed According to Principals’
“Identxfzed Leisure Time Activities

2urae?

: ' : : i = Proba-
Leisure Time Activity N ° Mean s.D. Value bility
' Reading 157 39.96  8.40 - .10 922
‘ 61 40.06 5.77 |
Socializing/Theatre/ 154  40.25 7.84 .78 .436
Dance/Cards . 64 39.35 7.53 :
Sports/sailing/Golf 110 39.82 | 7.19 -.32 .753
. - : 1068 40.16 8.31 »
. .
Gardening/Farming/ 155  39.83 8.41 - .55 .581
Outdoors : . 63 40.38 5.85 )
Fishlng/ﬂuntzng/Camplng/ 152 39.45 8.10 -1.56 .121
Walklng/Runnlng 67 - 41.22 6.75 .
Community Service/Music/ 153  39.87  7.61 - .33 .742
Choir/Church : 65 40.25 8.11
_ —
WOodworklng/Handcrafts/ 175 40.40 7.77 1.58 116
Hobbies 43 38.32 7.50 -
‘Family - - 188 39.75 . 7.91 - -1.11 .268
‘ : 30 41.45 6.54 -
S .
Travel 191 39.81 7.87 - .89 .372
. ‘ 27 41.24  6.81 -
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. C 1 A ) o ;
Summary of Regression Analysis
for all Variables Examined

,‘./' ) 8

&

‘Personal Accomplishment °

“Frequency .

Personal Accomplishment

Emotional Exhaustion
_Strength -

‘Frequency
De?ersonalizatiopr

Depef%onalization
Strength *

Strength
"Frequency

. Emofioﬁal_thaustionf 

|
w
>
[
>
[
U
Lol
=2}
~!
[
w
~
[
O
Ll
o

Personal Variables '

-

v
L]

)}
| s
=
.

N
[T
(®4]
[
o
.

[
'—-‘
N
[V
[
w
.

wn

Py

"fSituationaL variables

oy .
o .

Personal and Sltuatlonal 18.2 18.0 | 22.0

Varlables Lo | .

[
N
[ (8]
N
o
.
o

Overall:Job Stress 22.5 [16.3.f 8.5 | 1.1 -

1 I

_ Role Conflict - .| 4.2 | 5.5] 4.6 | 5.0 =-| =

Worry Abouthééhodl ::,i' 2.8 ‘1;9‘ - - - -

S Peréonal Life Stréss\"f il - - o= | - 1al

'Role ambiguity - - |20} - |160]|17.0

Gettlng Teachers To Do | - - |- .9 -5v.»’—
Their Jobs o A ‘ c

Mediating Disputes - - -1 -] 4.1] 1.9

Total . la8.8 [45.9 |30.5 |25.0 |42.1| 46.9|
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