y " \"

National Library Bibliothéque nationale *, | | .

Ty

of Canada
Canadian Theses Service

du Canada

- Ottawa, Canada
.K1A ON4

CANADIAN THESES

NOTICE

The quality of this microfiche is heavily dependent upon the
quality of the original thesis submitted for microfilming. Every
effort has been made to ensure the highest quality of reproduc-
“tion possible. .
’ . } .
It pages are missing, contact the university which granted the
- degree.

Some pages may have indistinct pririt especially if the oréinal
pages were typed with a poor tfpewriter ribbon or if the univer-
sity sent us an inferior photocopy. : ‘

X

Previoy§ly copyrighted materials (journal articies, published
- ~tests,/Me,) are not fimed.

N

Reproduction in full of in part of this film is governed by the

. Canadian Copyright Act, j@{iﬂo, c. C-30.
. .

. THIS QISSERTATION
- . HAS BEEN MICROFILMED=

\,

. EXACTLY AS RECEIVED

Y

NL-339(r.86/06)

Services des théses canadienn_es

* 4
THESES CANADIENNES

- | J

AVIS

La qualité d*cene microfiche dépe‘hd grandement de la qualité
de la thése soumise au microfilmage. Nous avons tout fait pour
assurer une qualité supérieure de reproduction. :

S'il manque des pages, veuillez communiquer avec {univer-
sité qui a conféré le grade ™

La -qualité d'impression de certaines pages peut laisser a
désirer, surtout si les pages originales ont été dactylographiées
a f'aide d'un ruban usé ou si {'université nous a fait parvenir
une photocq:»_ie de qualité inférieure.

Les documents qui font déja I'objet d'un droit d'auteur (arti
de revue, examens publiés, et¢c.) ne sont pas micretiimés. v

&

La reproduction, méme part@ellé. de ce microfilm est soumisé
3 la Loi canadienne sur le droit d'auteur, SRC 1970, c. C-80:

’
v

oy
LA THESE A ETE, .
MICROFILMEE TELLE QUE
NOUS L’AVONS REGUE

”

. o



[y

THE UNIVERSITY OF ALBERTA

EDUCATOR BURNOUT AND ITS RELATIONSHIP TOJOB SATISFACTION, ROLE
. . \\ - .
CLARITY, AND JOB CHALLENGE o
by

i

JAMES CHRISTOPHER SARRCS

s

A THESIS '

SUBMITTED TO THE FACULTY OF GRADUATE STUDIES AND RESEARCH ‘

IN PARTIAL FULFILMENT OF THE REQUIREMENTS FOR THE DEGREE

OF DOCTOR OF PH] LOSOPHY

»  DEPARTMENT OF EDUCATIONAL ADMINISTRATION

N

EDMONTON, ALBERTA

!

FALL 1986 °



™

' Permission has been, gsanted

to the. National Library of
‘Canada to microfilm. Ehis
thesis and tc lend or sell
copies of the film.

‘The author (COperght owner)
has reserved other
publication- rights, ‘and
neither the
extensive extracts from 1t
may be prlnted or .otherwise
reproduced. without
written permission.

15BN

s

thesis nor .

his/her '

L'autorisation a 8t& accorage
a2  la Biblioth2que nationale
du Canada de microfilmer
cettce thése ‘'et’ de préten ou
de vendre des exemplaxr du

fllm.

L'auteur (titulaire du droit

d'auteur) se r8serve les
autres drolts de publication;

ni la th&se ni de longs
extraits. de celle-ci ne
_doivent @&tre imprim&s ou

“autrement reproduits sans son

autorisation &crite.

)

0-115-32463-5



-

" CONSULTING PSYCHOLOGISTS PRESS, INC.
$77 COLLEGE AVENUE
PALO ALTO, CALIFORNIA 94306

Mr. James C. Sarros ' JU
Department of ‘Educational Adminiatration

. University of Alberta
Canada 1‘6(; 2GS -

L

-_— P )

s -

In response 1o your rcqucsl of 14 March 1685 .pérmissnon is hereby granicd you to
reproduce 700 copies “f the "strength" part of the Maslach Burmout .

Inventory Scale. 3
This permission ie valid if you intend to have your dissertatio t

on to microfilm. !
v N . N . a
, ,subjecl to the following tesmcuons

(a) Any material used must contain the following credit lines:

“Reproduced by special permission of the Pubhshcr Consulting Psychologists Press
Inc.. Palo Alto. CA.94306, : .

MASLACH BURNOUT INVENTORY
(publication)

by__ Christina Mau?:w?n'd Susan E. Jackson Copyright — 1981

" from

Funhcr rcprodUcuon 1s prohlbltcd without the Publisher’s consent
(b) None of the materials may be sold or used for purposes other than those mentioned above.
(c) One cbpv of a'ny malcnal reproduccd will be sent to the Pubhsher

. (d) Payment of a rcproducuon fce of __;_gn_g_gn:_a__(_LQS_L.D_ﬁLcoov

at Ltc'al £ ¢ 70,920 ,

| Please remit without funher no'tice,lnd mail to my attention. _
(&) ‘ 2 -

A »

CONSULT, PSYC OGISTS 'PRESS. INC. . ‘ _ -
| ﬁ zt7x> | 25 el /9




Canada T6H &M

L

- In response to your request of December 8, 1985

. reproduc‘:e another 700 coples of .- the.‘ 's

\<zi

CONSULTING PSYCHOLOGIST S PRESS INC

577 Colleg™Ave. (P.O. Box 60070) Palo Alto. California 94306  (415)857.1665

Mr. James C. Sarros .
218 Michener Park
‘Edmoriton, Alberta

1Da(el |
trength’ part of t:he MBI.

.‘\j

o~

" &

sub)ect to the following resmcnons ]

(a) Any malenal used must contann the fonowmg credlt lmes

bermnssion is hereby granted you to

"Reproduced by specxal permiSsion of the Publisher._Consulling Ps;'(;hologists Press.Inc..
Palo Alto, CA 94306, ~ . L . R

‘MASLACH BURNOUT _ IMIEN’IORY

from
* 1publication)

' 1981

3

by mm_maslach_and_&m-m“
: x cavthor) .

_Further réproduction is prohibx ed w‘nthout the Pubhsher ) consem '

{ ——

(b) None of the matenals may be sold or us

.(¢) One copy of any malenal reproduced wnll be sent to the Publisher.

oer cony (10¢)

ed for purposes other than ihbse mentioned above.

(d) Payment of a reproduction feeof __ten cenrs
Toal: 3

$70.00

(e}

ot

" Please remit without further notice and Eﬂl_tgm attention. Be sure to identify

for which payment is made.

material



' THE UNIVERSITY OF ALBERTA .
nszAsE FORM -

NAME G" AUTHOR JAMES GHRISTG’HER SARRCB
TITLE OF TH.FISIS EDUCATG! BURNOUT AND ITS RELAT! ONSHIP TO JOB
SATISF ACTION ROLE CLARITY AND J OB CHALLENGE

\

- DEGREE FOR WHICH THESIS WAS$ PRESENTED DCX,'I‘OR OF PHl L&OPHY :
!
YEAR THIS DEGREE GRANTED FALL 1986 e “

Perrmssron is hereby granted to THE UNIVERSITY OF ALBERTA LIBRARY to

reproduce smgle copres of thrs rhesns and Io lend or sell such c%pxes f ot private, scholarly

r

L or screnuf ic research purposes only

2

The author reserves other pubhcauon nghls and nexther the thesis nor extensrve

extracts from it may be prxmed ‘or otherwise reproduced without rhe author's written

perrmssron
(SIGNED) ... JUdo R \
PERMANENT ADDRESS: —
.......... 8 Tailor CLOSE, | . . .. .coccomviieriireenns
oo S -,..,..."....099@!3..G.rpxse.f..v.%.c..t.?.r..l.é.' ............... et
v ‘.’*LI.S.'I.'F?.‘.I:.I.{\ ...... 3.?-.?.(? ............................... ,
DATED ...14. July. .. .. 1986 N



THE UNIVERSITYGF ALBERTA

FACULTY OFGRADUATE STUDIES AND RESEA H
%

\

The undersigned certify that they have read, and recomme‘pd to the Faculty of
Gradualc Studies and Reisc':arch.__f or acceptance, a thesis entitled EDUCA ’Cﬁ BURNOUT
AND ITS RELATIONSHIP TOJOB SLQSFACTION ROLE CLARITY, AND JOB
CHALLENGE submitted by JAMES CHRISTOPHER SARRQS in"partial fulfilment of thc

'requyems for the degree of DOCTOR OF PHILOSOPHY.
’ ¢

~ External Examiner

(




‘4 ABSTRACT i

The purposes of this study were to describe the nature of bttrnout among teachers and
school - based administrators, to exp!_g{c the dil'ferenccs in burnout between teachers and
admiRistrators, and to examme the extéqt to which job sausfactton role clarity, and jOb

challenge were stattsttcally significant predtctm of burnout. The sample of 763 educators f rom

Catholic Schoo! District who pawjcipated in the study conststed of 635 teachers,

,in the collection of data. Section A of the
questiomtaire focused on the ﬁelect ground variables of the santple. Section B contained
a 27-item job satisfaction instrument, Section C a six-item job characteristics instrument, and
Section D the 22-item Maslach Bum t Inventory. Séction E was an open-ended respons'e'

-~

sectfon.

)
]

Data were statistically analysed through correlation analysis, multiple stepwise linear

regression analy;is. analysis of variance, 1-tests, and factor analysis. Op_en-ended responses
were subjected to content analysis. o | |

Teachers exhibited. less Emotional Exhaustion and Depersonalization burnout. and

" mote Personal Accomplishment burrtottt than the samples from whjch the norms for each
sub-scale of burnout were developed. Administrators recorded lower levels of burnout for each
sub-ségle compared with the cestablisned norms. Teachers recorded significantly more
Emotional Exhaustion and Personal Accomplishment burnout than adffinistrators.

Male educators (teachers and administrators) recorded significantly —more
Ikpersonaltmuon burnout than female educators: Further, thcre was a tendency for higher
bumout scores among senior- htgh school teachers and teachers in schools of 600 or more
students educators who had been in their current position for 11 or more ycars educators with
' desu'e to leave education, educators whose desire for promotion was low to moderate and who

indicated pobr to moderate opportunities for promotion, educators whose work was rarely to

occasionally interesting, whose job was moderately to extremely stressfai, and who were

\ -
- iv



dissatisfied to considerably satisfied with work.

: AN
For teachers, "Satisfaction with ork Load," ' “"Satisfaction. with Status and

"

Recognition,” and "Job Chalicnge" were gignificant predictors of Efnotiom‘l Exluuslioﬂ
»

burnout. "Job Challenge,” and "Satisfactlap with Status and'Récognilion' were significant

predictors of Depérsonalizalion Burnout. isfaction with Status and Recognition,” "Job

-

Chalienge," "Satisfaction with Advancement,” "Satisfaction with Security and Involvement.”

[

and ‘"Satisfaction with Salary and Benefits” were significant predictors of Personal

Accomplishment burnout.. .
¢ : .

or administrators, "Satis(action with Work Load"™ was the significant predictor of
Emotional Exhaustion burnout. "Satisfaction with Status and Recognition” was the significant
predictor of hsxrsonaliulion burnout. "Satisfaction with Interpérsonal Relatianships,”
"Satisfaction with Securily and Involvement,” "Satisfaction with Advancement,” and
"Satisfaction with Autonomy” were significant predictors of Personal Accomplishment

o

burnout. (

"Role Clarity" was not a slalisut\ally significant predicl'or of burnout for both lcéchcrs
and administrators.

In general, work situations identified by the respondents as contributing to feclings and
attitudes associated with burnout were similar in content to the significant predictors of each’
burnout sub-scale. | ;

"The findings of this study indicate a fairly high level of Personal Accomplishment
burnout among teachers and administrators. Further reseaxch is needed to examine the nature

of Personal Accomplishment burnout and its ‘relationship to status, recognition, and

advancemcm prospects among school-based educators.
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W AND PURPOSE OF THE STUDY
(8N : .
A3 A.INTRODUCTION

" Burnoul is a term used to describe various consequences of stressful and demanding
work conditions. In general, rescarch has focused on burnout as a result of the everyday
emotional interactions among helpers and clients in helping service professions such as ;herapy.
social wotk, and counseling. From this perspective, Freudenberger (1974:160) defined bumout
as "a state of physical and emotional depletion resulting from conditions of work. -

However, Blase (1982:94) clairi;:ed that the concept of burnout based on the experiences
of helping serv'icc profcssionals fnay be limited both in scope and research design. He suggested
that other critical dimensions of burnout may be uncovered by includihg more rplcvam data,
from educators. Further, Farber (1983:5) and Maslach (1978a:114) asserted that the nature
of t‘he work role and the nature of the work setting should be explored as work -related aspects
in the ctiology of burnout. The following research was proposed with these suggestions in
mind. |

Specifically, the study examined the relationships between burnout, role clarity, job
challenge, and job satisfaction. Cherniss (1980b:80-92) maintai)edﬁhat "burnout can greatly
affect job satisfaction . . .- (while] : role conflict, role ambiguity, and the amount of
challenge . . . will contribute to high Iév;els of stress, strain, and burnout” in those who occupy
work roles. Other research findings (e.g., Blase, 1982; Matteson and Ivancevich, 1982; Pines,
Aronson and Kafry, 1981; Veninga and Spradley, 1981) w)e‘alad that job satisfaction, job
chaljenge, and role clarity were related to burnout. In particular, Pines et al. (1981:34) stated
that burnout as a consequence of negative work stress and work-related discontent may be

reduced by increasing the challenge of the job. Similarly, Cherniss (1980b:55) mentioned that

"jobs that are high in autonomy, challenge, and feedback will be more likely to contribute to

N 1



peychological success, and (e incidence of burnout will be lower,”

. An examination of the relationship between bumobut und these work vuhblet .

specifically in an educmoml context, has been limited. For instance, Andemn and- lwanﬁch

9984) Schwab and Iwanicki (1982a.b). and Seiler and Pearson (1984) concluded that reseprch - ‘

findings on educatonf burnout are inconsistent, inconclusive, md in need of further
clarification. The present study explored further the rehuonshibs among educator burnout and

work - related factors.

o PURPOSES OF THE STUDY | - \
The major purposes of this study were to describe the nature of vul among
" lcachers and school based administrators, (o cxplore the dlffcrem.cs in burnout ‘between
. teachers and admmlstmors and to cxanf ine the extent to whlch job satisf acuon rolc clarity,

and job challenge were slansucally significant prednCtors of -bureout.

 Specific Obiect]

L The folfoyving objectives were established to.f wifill these purposes:

1. To desct"ibe the nature of burnout among l_eachcrs:;

é. To describe the nature of burnout among administrators;

3. fo analyse diff ercﬁc;:s in burnout between teachers and admifistrators;

4. To describe the exlentv to which job satisfadion. role clarity, and job challenge were
statistically significant predictors of burnout among teachers, and to examin'c aspects
of the job personally identified by teachers as major contributors .to feelings and
attitudes representative of burnout as defined by Maslach and Jackson (1981a:1 ). and

5. To describe the extent to whish job satisfaction, role chﬁty. and job chalienge were
statistically significant predictors of burnout among administrators, and 10 examine

aspects of the job personally identified by administrators as major contributors to

feelings and attitudes representative of burnout.



C. BACKGROUND TO THE STUDY

In order to understand burnout, some knowledge of mu‘ l:}‘nmry Accotding to
Selye (1974:14), stress is "the noaspecific response of the body to any demand made upon it.”

‘regardless of whether that demand is pleasant or unpleasant. Selye (1974:15) asserted that the
major concern “is the intensity of the demand for readjustment or adaptation” t a situation.

" Selye (1974:5) differentiated between the reactions of distress and custress. Distress is the

negative form of stress which originates from umpleasant experiences. This form of stress is -

often associaled with symptoms of emotional and physical exhaustion representative of

" burnout. In comparison, eustress arises from pleasant experiences.” According 10 Matteson and -

Ivancevich (1982:12), "eustress is necessary in your life." Eustress provides an individual with
the incentive to achieve, while distress debilim-es and destrOYs. .In this study, burnout was.
studied as a response to distress, especi as this distress occurs in an organizational setting.
This approach is'consistem with the belief by Carroll and White (1981:133) that burnout
develops over time and is caubd by "prolonged exposure to stress and frustration. "

Compared to this physiological édncepl of stress, the transactional model identifies
stress as the result of an interaction between the individual and the environment. According 10
Mchl;‘ (1976:1352); stress occurs "when an ‘environmenul sityation is perceived as
presenting a demand which threatens ‘to exceed the‘pcrson's capabilities and resc;urces for
meeting it." Prolonged exposure to the den{and result$ in physiolagical, psychological, and
behavioral consequences indicative of burnout. From this transactional perspective, burnout in
an organization occurs beauoe of what Ivancevich and Matteooﬁ (1980:3) referred 10 as "the’
pandemic nature of work stress and its decregmental role in individual and organizational heaith

and effectiveness.” Kamis (1980:4) indicated that "the characteristic work environment in

which burnout can be observed is highly stressful.”

‘A recent and widely accepted .coaceptualization of burnout was provided by Maslach

- —

and chkso_u (1981a:1) who described the syndrome as "a continuous variable, ranging from

loﬁ to moderate to high degrees of experienced feeling.” These degrees of fecling are -
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" fepreaenti by the three sub-scales of Emotional Exhasstion, Depensonalizatiop. and Perioeal
Accomplishshedt’ burnout s measifed by ‘e Masiach Burmoul Tavealdry ‘(Mashch aad
Jackson, 198la.b).

Masiasch (1976:18) assertéd that people in the hclp;n. profeubu' ({thn.
obumelon. therapists, administrators, and others who work in a helping relationship as 2 -
major part of their job) are susceptible to burnoul. In these circumm'nces bumth is ,(—
result’o; constant interactions with clients which place added burdem on an mdmdual 5
emotional and physical resources. Because teachers and administrators as helping prof esiom\s
arc emgaged in work wmch lccordm to Masiach (1978b:36) is "people-oriented . . [and} is
often moumﬂydilﬁcuﬂ 10 handle onacommuqu basis, * theymyhﬂelmmcy\o burn
out. Farber (1983:4) rhentioned that educator burnout arises,from a self - conccm "loo
exclusively {based] on the attainment of unrealistic, albeit humane. goals.” Moc’ (197%
Scrivens (1979) contended that the failure to fulfill personal needs and goals leads to )ob
diséatisfac;ion and stress, while McGuire ‘(1979) maintdined that job dissatisfaction dnd siress
lead to burnout. Wekh, Médeiros and Tate (1982:4-5) claimed that burnout among educators
“is gradual . . . [and involves] the loss of meaning in what was once a dream.”

R'eccn.t research on burnout in education by Anderson and Iwanicki (1984), Cedoline
(1982) Farber {1984a,b). Litt and Turk (1985), MacPherson (1985) Ratsoy and Friesen
(1985), and Schwab and Iwanicki (1982a. b) -indicated that teachers experience burnout in
varying.degrees, and 10 a larger extent tpan principals. Ra:sOy and Friesen (1985:110) claimed
" that "siress and burnout were found to be h;gher among leachc;s than amoflg principals or
leenml office penonnﬂ.' ‘Howcv;r. the extent to which burnout is related to specific work
factors hnuoth_cn-f ully explored. For instance, studies of the relationship between burnout
and }ob satisf’ ac;ion have isolated overall job satisfaction as a predictor of burnout, without
addressing individual work conditions which oomn’bute both to job satisfaction and burnout
(e g.. Anderson and Iwanicki, 1984 Brookings, Bollon Brown and McEvoy, J985, Jayaratne

and Chess, 1983; Paruummn and Alutto, 1984). Further, meckh fmdmp are often

i



inconsistent. 9% “ ‘ |

For example, some studies indicated that emhusias'm and job satisf. aclion‘-are rclated
and may conlnbule to burnout .{e.g.. Cherniss, 1980a; Freudenberger 1974, Vemnga and
Spradlcy 1981).. However, instead of becommg dissatisfied wnh work Fischer (1983.42)
slaled that the enthusiastic and committed employee "do&s not give up or reduce hlS [work]
idcal but works even harder, with all the ensuing consequences of tension and exhausuon
Kamis (1980:4) asserled that "ironically, it is the de%:caled ani commmed worker who is a
candidate for burnou1 because of his/her addruonal internal pressures to do well." Farber
(1983:9) commenlrzd'thal 1he‘commilmenl by tcachers to work "is ofren regarded as a
prerequisite to burnout and is most li_kely 10 (_)Ccur in the conrext of a relativel_y high level of

» 8

job satisfaction.” 3 , ¢ .
In companson other research findings indicated that lack of commltmem bOredom
and job dlssausfacuon are relaled to burnout (e.g., Blase, 1982; Cherniss, 1980b Maslach,
I?Zb Pines, 1981). According to Farber (1984b 329), "the protorypical burned-out teacher .
. is neither excessively comﬁmred nor dedrcated 10 leachmg Ceddline‘ (1982:95) mentioned
the "era of limited job satisfaction in which the mental anxiety of teachers is at an all-time
hiérr' as a major contributor to burnout in education. Because of the short-comings in
reséarch f iridings. the present study examined further the relationship betWeen job sarisfaction
and burnout in education.

The extent to which role clamy job challenge, and job : ausfacuon are related to
burnout was another focus of this study. Role clarity as defined by Walsh Taber and Reehr
(1980:254) signifies a lack of role ambxgurly, and refers to "the amount of information
available to the role incumbent concerning expectad behavror Burke and Belcourt { 1974:55)
claimed that role ambiguity "should increase t@robabrhty that a person will be- drssausf ied
‘with his rofe, wrll experience anxrety..will distort reality, and- will perform less effectively.”

Kahn (1978:62) suggested that role 'arhbiguity may be a correlate of burnout. Some studies

have described the relau’ohships between role ambiguity and burnout or stress (e.g.. Farkas,



1984, Gmelch. 1977; Schwab and lwanicki. 1982a). dhcr studies have examined the
Bgelauonsmp between role ambiguity and job satisfaction (e.g., Cherniss, 1980b; House and
Rm.o 1972; Kahnwet al., 1964) However, the extent 1o which role clarity-is-related to burnom/~
job challenge, and job satisfaction among educators r;qmres further research.

" Research by Beehr (‘976). House and Rizzo (1972). and Kahn et al. (1964)
highlighted the importance otLroYe clarity to perceived levels of job satisfaction. Herrick
(1972), Lawler (1973). Lawier and Hall (1970), and Quinn and Sheppard (1974) investigated
the reiationsh.«,;’v ~en job challenge and job satisfaction. Walsh et al. (1980:266) indicated
that role ¢+ =~ a significant predictor of job challéngc. while job challenge was a
signil’i;am anu .ajor predictor of job satisfaction. As the authors (1980:255) mentioned,
“more of the variance in job satisfaction can be accounted for by considering the effects of
challenge and role %i,arity simullaneously than by considering either one scparatél_\'." Lawler
and Hall (1970 307) suggested that job satisfaction and challenge are directly Telated, as

"people who have jobs which are characterized by high scif-control . . . and high levels of
# challenge should report high levels of satisfaction.” Other research findipgs indicated that
increased job challenge contributes to job satisfaction (e.g., Beehr, 1976; Hendrix, Orvalle and’
Troxler, 1985: Schuler, 1980). A major focus of this study was an examination of the extent 1o
which role clarity, job challenge, and job satisfaction were significant predictors of burnout in
teachers and school‘- based administrators.

Schwab and Iwanicki (1982b:5) maintained that research on educator burnout 18
limiled [and] unsystematic,” Whil¢ Blase (1982:94) asserted that "empi}ical and theoretical
activity in  the area of teacher burnout is in a very early stage of development.” The key
question according to Schwab and Iwanicki (1982b:5). is "Who is being hit the hardcstl‘ by
burnout?" in education. This study described aﬁd ‘examined the nature of burnout-among
teachers and school-based administrators as a response (o the question posed by Schwab and
Iwanicki (1982b), while providir;g evidence of work conditions associated with. burnout in

education. This information was provided by examining the relationships between burnout, job



satisfaction, role clarity ,-and job challenge il chool-based educators. -

. D. JUSTIFICATION FOR THE STUDY

ontribution to Research and th i T

In his study of burnout among- school administrators, MacPherson (1985 241) found
that ’principals were experiencing low levels of burnout compared with established burnout
norms. As a consequence of his findings, MacPherson (1985:241) suggested that teachers may
éxperiénce different le:vels of burnout because offlhe nature of their work Troles, ;md'
recommended that ."a comparative s‘ludy.o'f stress :'md’ burnout among teachers and principals in
the same setting mnghl provide useful insight into the nature of burnout in the school setting.”
This study examined lhe nature of burnoul among leachers and school administrators in the
‘same school district in light of thése suggestions.

.Miskel (1982:65) asserted that writers and practitioners are deeply concerned about
"stress, burnout, and low effort” among educators. Anderson and lwanicki (-1984'110)~
maintained "it is 1mporlanl ‘to define better the concept of teacher bumoul to determine lhe
extent 10 which bumoul is affecting teachers and to examine systematically the rclauonshlp
’ between teacher motivation and bumoul By addressmg the nature of burnout among school
. teachers and admunistrators and its :elauonshlp to selected background charactensncs this
study partly fulfilled the suggestions by Anderson and Iwanicki (1984). and provided
inf ormatiog which may be useful to researchers avnd practitioners.

MacPherson (1985) found significant relationships among burnout and the personal,
situational, and organizational variables Bf school principals. In coxﬁrast. Ratsoy and Friesen
(1985:128) found that demographic variables were génerally not significant predictors of
burnout among teachers, and only slightly more signifiéam predictors of burnout among
administrators. Maslach (1982b: 58) further hlghhghted the tenuous relationship betweeB’ |

burnout and demographic variables by stating that "there is still somethmg about the personal
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_qualities that distinguiish the two sexes that makes depersonalization more of a problem for

men, aﬁd emotional exhaustion nkore of a prqblem for women."” . Consistent with Maslach's
finding, Piqes_ et al. (,1951:91) clarnimed‘: lﬂat research findings reveal «fgreater burnout and
tedium among women. " However, Maslach (1982b:9-10) also asserted that bccausv lhc people
who expcnence burnout are $o numerous and thelr personahucs so varied, lhal critical
components of the work setting rather than penonal characteristics should be studied as hkcly

causes of burnout. Because the literature and research indicate a concern with the rclalion/ship.s
~

Ca .

among burnout and specific individual and environmenlal.charactcrislics. the prcscm study
exammed the extent Lo whuh burnout is related to scleued background variables of educators.

Friesen (1985 21) indicated a concern for the hlgh level of Personal Auomphshmcm

burniout among 1cachers in the Edmomon blic School District, and recommcnded th@l

future sludles are needed to mvesugale whether the lower Emotional Exhaustion and
Depersonalization, and the higher Personal Accomplishment burnout in the
[Edmonton Public School] district are symptomatic of conditionts in the district or
within the profession.

In light of these comments, this study explored the nature and extent of burnout among

'educators in the Edmonton Catholic School District in order to determine il similar levels of

burnout existed within different school districts.
Maslach (1981:119) claimed that there exist "clearer conceptual links between burnout :

and bot JOb stress and job satisfaction.” However MClCT (1984:21%) contended thal "the task

“of further delineating [the connecuons among burnou{ depression, and job sallsf auxon] lms .

ahcad This study exammed the relationships bclween burnout, job satisfaction, rolc darm
job challenge, and respondem demographnc vafiables in order to obtam a morc (.omplclc
understandmg of burnout among educators. As such. this study was derived from previous
research and conmbuled information that is not avaxlable in the lneralurc Further, the

findings from this study were used to provide suggestions for further research.



Practical Significance

A j'usli“f ication for this research may be its vpotential for practical application. Lazarus
(1966. 1974), Meichenbaun, Turk and Burstein (1975), Newman-and Beehr (1979), and
Veninga and Spradley (1981) suggested that prior experlence of a stressor or an educated
awareness of whal to ‘expect ‘as stressors in an orgamzauonal context may be ef f ecuve copmg
strategies in deahng with jofgtress Thus, an ﬂnreness by educators of potenual work
stressors and sources of burnout may assist them in reorganizing thelr job desrgns and so-
mitigating the threat of further stress and burnout. ldentifying those groups of teachers and
adminislralors most susceptible to burnout may encourage central office personnel and school
boards to rmplemenl intervention procedures designéd to provide a more equrlable drsmbuuon
of work loads and rewards to school teachers and admrmstralors ‘Moreover, an exammauon of
lhe relau’onships belween burnout, job salisfaclion,-role clarity. and Job‘challenge provides
nf ormauon o werk snuatnons most likely to comnbute to burnout among educalors

An Clnuﬂed understanding of bumout among educators may sumulate a more
productive and healthy organizational climate. Mor€over, the research findings and data should
* be of value to educational policy -makers, because su_ch data'provide.a f rarnework which may
assist with the formulaiion of policy.dcsligned tov reduce burnout and to heighten the experiences
of job satisfaction, role clarity, and job. challenge among teachers and school-based

administrators.

E. OPERATIONAL DEFINITIONS OF TERMS

The following operauonal defmmons provrde a basis for clarrty and umformny of
understandmg of terms which are used cominuously throughout the study. Supplementary

" terms are defined as thgy occur in the study,

Principal ref ers‘w any full-time certificated principal of any kindergarten, elementary,

or secondary school in the Edmonten Catholic School District who participated in the study.



[

Assistant_-principal refers to any full-time certificated  assistant principal in the

Edmonton Catholic School District who participated in the study.

Administrator refers to both principals and assisunl principals.in the sarhplc from the

" Edmonton Catholic School District.
_ i

_ Teacher refers to any full-time certif icated classroom teacher and department head\gf)'-‘

ax‘i'y‘sc,hool in the Edmonton Catholic School D'istrict.who participated in the study.. -

Flementary scliool refers to all those schools containing Grades K to 6, or ény
¢ . i - )
- junior-elementary .and senior -elementary combinations in -the Fdmonton Catholic School

District that participated in the sthdy.

Secondary school refers Lo those junior, junior-senior, and. senior high schools in the
Edmonton Catholic School District that participated in the study. |

Stress. The definition of stress by McGrath (1976) was adopted f oi, the pﬁrposcs of
this study. McGrath (1976;1352) defined stress as an individual responsc 10 a situation that is
perceived as presenting a demand which threatens to exceed the individual's capabilities and

resources for meeting that demand.

Stressof. lvancevich and Matteson (1950:9)‘ defined stressor as "any external action,
. o . \ Ce ] ) R ) .
situation or event that placés special physical and/or psychblogical demands upon a person.”

- This definition was adopted for the purpoSes of the study. | ' ' )

-

Bumbul. The definition of burnout by Maélach and 'J ackson (198la:1) was éccepled
for this study. Maslach and Jackson (1981a:1) defined burnout as

a.syndrome of emotional exhaustion and cynicism that occurs frequently among .
indiviguals who do 'people-work.' A key aspect of the burnout syndrome is increased
feelings of emotional exhaustion . . . the development of negative, cynical attitudes
and feelings about one's clients . . . [and] the tendency.to evaluate oneself negatively,
particularly with regard to one's work with clients. ' L
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; v Selected backgrounid variables refers to the demographic 'qhar’a&erisl/ics of teachers and

administrators in‘lthc sample These fifteen characteristics include posjtion in school, sex, total

"number of years ‘as an educator lotal number of years m current position, total number of

~ of information available to the role incumbent concerning expected behavior.™ This definition

~was adopted for lhe»purposes of the ’study.

.

years of admlmstratwe expenence. degree to whlch major teachmg assngnment was consistent

_ witl_l training, grade level taught, desire tq Jeave school or education, desire for promotion,

opportunities for promotion, frequeney. of interesting work, overall work stress, overall job
satisfaction, grade organization of the school, and size of the school.

Role clarity. Walsh et al. (1980:254) defined lole clarity as "a’ funeiil)n of the amount

re

Job challcng accordmg to Walsh et al. (1980:255) is "the degree to u;hich the

~ knowledge, skills, and abllmes of the role mcumbem are perceived to be engaged or enlarged by’

the job." This defi mmon was adopted for the purposes of the study.

complementary to one..'s needs (Locke, 1976: 1342).

.

Job sausfaction ref ers 10 lhe pleasurable emouonal state resultmg from the perception

of the job l‘ulf illing of allowmg the fulf |llmem of one's Job values providing these values are_ ’

Overall_job satisfaction is the satisfaction of employees with "their total work role”.

(Lawler, 1973:64), rather than the sum of satisf action with the discrete elements of which the

K3

jeb is composed.

" Overall work stress is a single-item measure of stress ranging from "Not Stressful” to

"Extremely Stressful” as perceived by teachers and school-based adn'linistrato‘rs.

[

Work -related situation refers to any aspect, event, prescription, requirement, or duty

related to the role of teacher or administrator. ,

-~ ’
: \
.
~3

Y
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F. DELIMITATIONS
B

- The following delimitations applied to this study: v

,

1, The study was confined to all school-baséd teachers and administrators in the Edmonton.
Catholic School District.

2. The étudy was delimited to an examipation of burnout as a consequence of work stress. |

3. The stu&y was‘delimited to an examination of the “relationships between burnout. job
satisfactiorf, role clarity, job challenge, and selected ba’ckground vafiables. o

4. No au.empt was made m lhlS study to ascertam the impact of extra- organuauonal
situations upon lhe research vanables and their inter- relanonshnps

[

G. ASSUMPTIONS

'The f ollo»_ving "assumﬁtions ‘were rr;ade in relation to this study:
"1. Thatall }mpddenl teachers and administrators were able to con:nprehend each item in each
research instrument in-lhe sense infended by the researcher. g
2. That responses given to questionnaire items were sincere and as accurate as possible.
3. Based _upon prevnous research (e.g., Holdaway 1978a; Maslach and ) ackson 1981a.b;
e Walsh et al., 1980), burnout job satisfaction, role clamy and job challenge were assumed

A
v,

10 be both quantifiable and measurable. ' : f(

H. LIMITATIONS

The delimitations s+ ac<.7puo:  outlined above constitute certain limitations to the

study. The following lin‘ EP. Yt

1. Because the study w. i Il teachers and school-based administrators in the

Edmonton Catholic School ict, the findings, summaries, interpretations, descriptions,
and conclusions apply only 'to those respondents to the slud:y.- However, 10 the extent that

teachers and administrators from other schoo! districts are similar, and have comparable
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circumstances to educators from the Edmonton Catholic School District, the findings may
icad to ‘conjectures and generalizations about burnout among teachers a‘nd administrators
in other school systems.

2. The instruments used in the study do not measure all aspects of an qducator's sense of
burﬁoﬁf . job satisfaction, role clarity, and job challenge. |

3. The sthdy was limited by the extert to which teachers and administrators responded
honestly, carefully, and independently to quesuonnalre items.

4. The study was hmned by thé extent that teachcrs and administrators’ percepuons of
burnout, job salisfaction. role clarity, and job challenge may be affe_cled,by their

extra-organizational experiences of the teaching and administrative roles.

1. ORGANIZATION OF THE THESIS

The fqllowing aspects were presemed in this chapter: (1) an introduction to the‘sludy
problem, (2) the purposes and objectives of the study, (3) background of the study, (4) the
justification for the study. (5) operational dgf initions of major terms, (6) the delimitations,
(7) the assumptions, and (8) the limitations.

The review of the literature is presented in Chapter 2, specifically as this literature
relates to the conceptual'framework of the study. Major topics examined include stress,
burnout, role clé'rity. job> challenge, and job satisfaction. Included in this chapter are the
conceptual model and the conceptual framework to the study.

Chaptcr 3 contains an outline of ' the design and methodology of the study.
Descriptions are presented of the nature of the study, the research problems which guided the
v investigation, and the sample selection procedure. The research methodology highlights the
techniques used to analyse both quantitative and qualitative data, and the data collection
procedurc; Research instrument development and validation constitute the third major section

of this chapter.
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The profile of respondents is presented in Chapter 4. The selected background
characteristics of respondents are outlined to assist the.reader in identifying th: nature of the
sample usqd in the study. Included in this chapter are results of the factor analysis of each
research instrument based on responses {rom the sample..

Data and findings on the nature of burnout among teachers and its relationship to
selected background variables are presenlc& in Chapter 5.

Data and findings on the nature of burnout among administralors and its relationship
1o selected background variables are presented in Chapter 6. Included in this chapter are results
of t-tests conducted o examine statistically significant differences in burnout between teachers
and administrators.

Results of regression analyses used to determine the extent to which job satisfaction,
role clarity, and job challenge were statistically significant predictors of burnout in tcachers are
presented in Chapter 7. Included in this chapter are descriptions of the work situations
teachers described as comr‘ibuling most tb feelings and attitudes representative of burnout.

Results of regression analyses used to examine the extent o which job satisfaction, role
clarity, an’d job challenge were statistically significant predictors of burnout in administrators
are presented in Chapter 8. Included in this chapter are descriptions of work situations
administrators described as’ ~comributiné most (o feelings and_ aititudes representative of
burnout. (7
' A summary of the study and its findings is presented in the final chapter. In addition,
the findings are discussed in relation to the literature on burnout, including the degree 10 which
job satisfaction, role clzrity, and job challenge were predictors of burnout. Conclusions are

presented, and implications of the study for researchers and practitioners are outlined.
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REVIEW OF THE RELATED LITERATURE

This slud; examined the nature of burnout among teachers and schxp},-bued
administrators. and the extent to which job satisfaction, role clarity, and job ch:ll;nge were
statistically significant predictors of burnout. A necessary consideration, therefore, was AtJo
provide a review of the literature that was both broad enough to address these relationships and
S0 p?ovide a conceptual framework for the study, and specific egoygh to identify potential
areas for research. Hence the review was delimiléd to the following major topics:

1. Theory and research on str&s,
2. Burnout as a consequence of stress, and
" 3. Role clarity. job challenge, and job satisfaction as predictors of burndut.
.
A. THEORY AND RESEARCH ON STRESS

The literature on burnout cannot be examined adequately without first reviewing the
theory and research on stress. To illustra(c, Cherniss (1980a), Howard. Cunningham and
] Rechnitzer (1978), Maslach (1982a.b), and Kyriacou and Pratt (19,85) wrote of the negative
consequences of stress, which most of them referred loas/t;urnoul. In spite of the as yet
unclc;r cor)cepxualizatiori of burnout, there is considerable support in the literature that it is the

consequence of stress. Hence a brief review of the theory and research on stress is provided.

Conceptual Definitions and Difficuities ‘

Selye (1956) presented the definitive physiological study of stress. From this
perspective, Selye (1974:14; 1976:17) defined stress as "the nonspecific response of the body to
any demand made upon it." This definition was based on the rg:lls of a series of experiments

on animals which began in the 1930s. According to Selye (1974:149), the nonspecific response

of the body to a stressor represents a change

15
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which affects all or most parts of a system without selectivity. 1t is the opposite of a 2
specifically formed change, which affects only one or, at mast, a few units within a ‘
system. A nonspecifically caused change is one which can be produced by many or all
agents. T~ ‘

Y

Regardiess of whether the form of stress created is distressful or benign, an unconscious alarm
occurs, which results in a biochemical reaction among all organs of the body. If stress persists,
this reaction may result in diseases of adaptation (Selye, 19‘76:83) which have severe physical
and psychologicil .repercussions for the individual. These consequences have been termed

burnout by Freudenberger (1974), Maslach (1976, 1978a.b, 1982a.b) and Pm:c (l%ia.b).»

.

among others.

!

/

1 ,
The other major focus of stress research is from the psychological or transactional

perspective. The transactional concept of stress was developed originally by Lazarus (1966:5):
Stress cannot be defined exclusively by situation because the capacity of any situation
to produce stress reactions depends on characteristics of the individual. Similarly,
stress reactiods in an individual do not provide adequate grounds for defining the

situation associated with it as a stress . . . the important [feature is to] define stress in
terms of transactions between individuals and situations, rather than of cither one in
isolation.

Since this original conceptualization, stress researchers have expanded and modified the model

am .

(e.g.. Brenner, Sorbom and Wallius, 1985; K‘y‘riacou and Sutcliffe, 1978a; Lazarus, 1974;
Lazarus and Launier. 1978: Marshall and Cooper, 1979; McGrath, 1976’).* In particular,
Lazarus and Launier (1978:293) defined stress as "a relational or transactional concept
describing certain kinds of "adaptive commerce between any system and an environment.”
Hiebert _( 1984:6) asserted that the transactional perspective of stress is the most complete
conceptualization, for it considers bc;lh psychological and physiological dimensions: "[stress is)
a complex psychological and physiological reacti%on toa situation that approaches or exceeds a
person's self - perceived ability to cope with that situation.”

Schuler (1986:185) maintained that stress "appears to b€ felated to a large number of
important physiological, psychological, and behavioral conditions.” According to Schuler

(1980:203), a "multidisciplinary approach to the study of stress” is necessary 1o relate the

physiological, psychological, and behavioral stress symptoms to "satisfaction, job involvmcnl.



n
self -esteemn, tension, anxiety, depression, boredom, ot peychological fatigue.” In the present
study, butnout was studied as a maladaptive coping response 10 excessive stress, especially a8
this stress arises from organizationgl esperiences. Cherniss (1980b:18-19) referred to burnout

'as "a transactional process” consisting of l "peychological accommodation® to and “"detachment" |,

- -
-

from Job stress. ' - -

‘Physiclogical Models of Stress

(bcupouoml stress has been increasingly implicated in the etiology of work
performance decrcment p‘or mental health, and psychosomatic dnsease (e g. Davxdson and
Cooper, 1981; Frese, 1985; Ivancevich, Mat;eson and Preston, 1982; Kasl, 1979; Kyriacou and
Pratt, 1585; Margolis, Kroes and Quinn, 1974, Organ, 1978). Selye (1976:82) contended that
increased demands by job and life situations upon the individual seriously dgpletc the
individual's reswrc;s of adapation energy. Howard et al. (1978:114) maintained that
"adaptation means stress. The accumulation of 'change events- over a period of time increases
the probability of disease because coping with it lowgrs misun&.'

In the physiological response to stress, as illustrated in Figure 2.1, the StTEssOr excites
the hypothalamus (a brain region at the base of the skull) to product the corticotrophin
_releasing factor (CRF), which then stimulates the pituitary gland to discharge the
adrenocorticotrophic hormone (ACTH) into the blood (Selye, 1976:140). ACTH induces
|adrenal enlargement, which leads to the secretion of corticoids. These éonicoids elicit thymus -
shrinkage. The thymus, along Wilh‘ the lymph nodes, is the body's natural immune defense
system (Selye, 1974:25). The lymph nodes atrophy, inflammatory reactions cease, blon is
diverted 10 muscular tissue in preparation for action, and sugar is produced as a ready supply

of energy (Selye, 1974:30).
Persistent excitement of the hypothalamus-pituitary-adreno-cortical axis eventually
leads to a breakdown of the body's homeostasis and the emergence of diseases of adaptation.

Selye (1980:137) commented that "unremitting stress canbreak down the body's protective
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mechanisms.”

Selye's (1974:26-27) General Adaptation Syndrome (G.A.S.), as outlined in'Figure
2.2, illustrates the body s triphasic adaplauon (0 SLIESSOrs. The G.A.S. model is called general
because the consequences of stressors affcct sevcral parts of the body adaptagon refers to
defensive mechanisms which help the body adjust to or deal with the stressor; and syndrome . f'_
indicates that individual 4spects of the stress rcaclion occuf more or less together.

Phase (A) represenis the body's initial alarm reaction 10 a stressor. This reaction fis
characterized by diminighéd resistange, which may resuli in _dealh if the stressor is suff icicmiv ’
strong. Tﬁe second phase (B) represents the stage of resistance, where the body adapts to .
continued cxposure L0 the ‘stressor. However, prolonged exposure may result in a stage of

exhaustion or burnout (C), whete the individual's initial alarm reaction reappears but now the

body has lost its capacity to adapt, and the person ultimately may die. According to Farber

(1983:15), ,

The symptoms noted in {stage three, "Exhaustion”] are . . . similar in many respects
to the symptloms of burnout. In short then, burnout can be regarded as the final step
in a progression of unsuccessful attempts to cope with a variety of negative stress
.conditions.

Selye (1974:5) differentiated between the negative aspects of aistreés, a.nd the positive,
necessary functions of eustress. Where distress is associated with negative énd harmful
responses by the individual to a thrcalefﬁg or depréssiﬁg s;tvuation_. eustress emanates from
pleasant experiences, such as a wedding or retirement. The relationship between stress and the
various types of life experiences is illustrated in Figure 2.3. In brdérv to min‘imize stress, Selye
(1980:141) claimed "our goal should be to strike & balance between the equally destructive
forces of hypé- and hyper-stress, 10 find as much eustress as possnble and . to minimize
distress.” Selye (1980:128) suggested that some stress is necessary to life, for the absence of

stress is death. ‘
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Trapsactipnal Models of Stress

McGrath's (,1976:1352') def in',it%on of stress involves the interaction of the ficrsc’m and
the work environment, such that normal behavjior and performance are affected. McGrath
(1976 1356) stated that suess is "a complex, '<imponanl widely studied, bu precise
concepl Accordmg 10 McGrath (1976:1352), stress occurs "when an envuonmen?::tuauon
is percenved as presenting a demand which threatens 10 exceed the person’s LapabllllICS angd
re%ources for meeting it."

McGrath (1976:1356) explained that a stress situation consists “of a four-stage,

,_closed-lbop cyc.lc. as outlined in Figure 2.4. 1f the situation is perceived by the individual as

leading 10 some undesirablp state of affairs if left unaltered (or some desirable state of affairs *

if modlﬁed) lhen the snuaUOn becomes stressful. The focal person then chooscs a rcsponsc

alternative which, if execuled is intended to altcr his/her rclanonshnp to the snuauon (box C).

‘ponse selection has consequences both for the individual and the situation, although the
¢

uences are unpredictable. McGrath (1976:1369) recognized the multidimensionality of

" stress sources, identifying six categories which he termed task - based stress, role-based stress,
stress intrinsic 1o the behavior setting, stress arising from the physical setting, stress arising

“from the social environment, and stress within the person system.

Another transactional model of stress is thal propdsed by Mclean (1979). Mcl.can

(1979:37) maintained that a stressful event occurs when the context, or external envijronment,

interacts with the stressor and the individual's vulnerability at the tlime. The point at which

context, vulnerabilil‘y. and stressor overlap, Mclean (1979:39) stated, "may be thought of as
the individual's symptomatic response.” According to Mcl.can (1979:38), an indivi}dual‘s
vulnerability to specific stressors ”yaries widely and it is even more important than context in -
determining reaction to factors in a work envirqnmem." McLean's (1979:81-85) transactional
perspective of work-r’elated stress highlighted conditions in the work situation that may account

for stressful reactions. Such factors include guantitative and qualitative overload, role conflict

and role ambiguity, career development, interpersonal relationships, and organizational
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structure and climate.

Perception of Stressfu ]§imgngg§ : ,

- Experiences of stress are medlaled by mdmdual characlcnslncs l-or examplc La:.arus

(1966 161) rcferred lo pnmary appmsal as a means of delermmmg lhe degree of threat in a
situation; LaLarus and DeLongls (1983:249) mcn-l—lsneq that mdmduals appraise #ftuations
according lo thent capac:ty to become threatemng harmful benign, ‘or challengnng Holrovd
and Lazarus (1982 22) mamtamed that stressful circumstances take their toll from mdmduals
who lmbue thesc circumstances wnh personal mcamng " such that high stress perceivers will
rcspond toa situation as a threat rather than a challenge. As l.azarus and Laumcr (1978 204)
asserted, "a si‘tuali(m will be reacted to as a threat by one ;erson. a challenge by another, and
mostly irrelevant by a lh}ird." Veninga and Spradley (}981 :29) mentioned that each person sces ‘
the world "through ‘stress-colored glasses',” so Plhat an event which brings intense stress for
one iﬁdfvidual may not affect another. ‘Baum, Singer and Baum (1981:9) stated that people ,‘
who accep\t Or perceive 5tressors as a challenge will cope differently than p?oplé: tending o view
events as more threatening. h -

Our perception of stress délermines the degree of burn;ml expérienced. According to |
Veninga and Spradiey (1981:31), "high stress perceivers will find less relief and burn out more
e:;sily" Jow Stress perceivers run less risk.” The manner in which the individual appraises a
suuauon and its potential to cause harm will determine whether the situation is coped with
adequately or whether it escalales to result. in unrelieved stress and possibly, burnom
Margolis and Kroes (1974:16) maintained that "chronic psycholdgical responses 10 job stress
[include] chronic depression, feelings of -fatigue, aliénation . . . general malaise . . . {and] work
performance decrement.” The étudy'by Kyriacou and Pratt (1985:63) of 127 teachers from 25
schools in Northem England revealed a significant correlauon bctwecn psyschoneurouc states

such as anxiety, phobia, and somatic complaints, and stress. Such psychéneurouc complaints

occur regularly in the burnout response by individuals to unrelenting occupatlonal stress.

o



. A ) e . L . ’ . .
L . . o ’ : “ ) .
. . ) G 25
. "
.

ES

Maréolis et al. (l§74:661) asserted that "psyéhological stress at work may be a potent
factor in workers' physical and mental- l::eﬂthl" Frese (1985:327) mentioned that "the
objective work environment [is] a major determinant of one's subjective stress and .an influence
on the development of psychosomatic complaints.” That is, individuél ﬁérccpﬁons of potential
stressors influence the individual's physiological stress response. Consistent with this belief

Lazarus (1977:146) observed that "the essential mediator of the GAS may be. psychological.”

v

'

] , f Str »
The stress concept includes phyéiological'. psychological, beha‘vioral, and social
considerations (g.g... Cox, 1975; Baum et al., 1981; Koff, L‘affey.“Olson and Cichon, 1980;
, McLean, 1972). ‘Some of these considerations are illustrated ‘in the model \of teacher stress by
Kyriacoﬁ'and Suﬁclif fe (1978a:3) presem_.ed in Figure 2.5. This m;odel served as the conceptual
modet for this “s‘tudy for u'these reasons: (1) it is sufficiently general, (2) it is an
educa;io'n-based model.“(3‘) it incorporali:s cu,rre:m approaches to stress, and (4) it combines
both transactional and physiological considerations. Agcording to Kyriacou and Sutcliffe
(1978a:2), the stress response as presented in the model ’ ‘ .
is the result of . . . the perception tha\l there is an imbalance or discrepancy betweeh
the demands made upen the individual and the individual's ability to meet or cope
with these demands, where failure has important consequences for the individual.
Kyriacou aﬁd Sutcliffe (1978a:2) acknowledged that because transactional models regard stress
as an individual aff’ ec{ive response which elicits physiological reactions, "they may be regarded
as qualified physiological models.” ' |
In the model, an important distinction is drawn betwécn the potential occupational
sources of stress (slrcssofs) and actual occupatiénal stress. Potential stressors become actual
stressors only if the'ivndividual perceives the potemial stressors as threatening to well-being or
self-esteem. Stress results when the individual perceives an imbalance between demands (actual
stress) and ability to cope with circumstances where failure has significant personal

[
consequences.
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Kyriacou and Sutcliffe .(1978a:§) explained that an ind'ividual's appraisai and
perception of demands may be dependent on.such individual characteristics as sex, age,
personality  traits, higher-order needs, coping mechanisms, and the  individual®s
belicfs-attitudes-values system. -

FeedbaCk loop (a) represents the extent to which individual coping strategies wi}l
influence future appraisals ‘of potential sources of stress. Feedback loop (b) represents a
situation in which an individual's coping mechanisms may be directly called upon during a
'stressful event. ' This feedback loop oftcﬁ—;ccounts for potential stressors becomirig actual
.slressors. Feedback loop (c) illustrates that stress outcomes (box 6) become non -.occupélior"nal'
stressors which may affect appraisal indirectly, such as causing ill-health which in turn becomes
a potential non-occupational stressor. Feedback loop ‘(d) illustrates that failure to meet or:
cope with demands in the "pasl';nay affect the }ndividual's appraisal of his/her own abih:ty 1o
cope with new demands. i

Stress (box 5) is represénted by physiological, psychological, and behavioral changes in
the individual. Some of the bhysiological manifestations include an increased pulse rate and
high blood pressure; some of the psvchological manifestations are. low motivation, lowered
self -esteem, and job dissatisfaction; and some of the be'f;avioral changes include absenteeism,
turnover, and escapist drinking.

Continuous stress can lead to chronic symptoms (box 6). Farber (1983:14) identified
burnout as a chronic symptom of "unmediated stress.” This study was d jted to a study of
burnout from this perspective. Ivancevich and Matteson's (1980:42) identification of the
s’létes of anxiety, depréssion. apathy, and nervous exhaustion as consequences of stress add ’to
this perspective. Each of these somatic and psychological complaints has been a'ssbciated with
burnout. Conéismcm with these observations, Maslach (1978a:113) claimed that burnout "is
correlated with various indices of personal stress. The emotional éxhaﬁstion is "often

accompanied by physical exhaustion, illness, and psychological symptoms.” Thus, the concept

of burnout as a consequence of work stress is fairly well-established.



B. BURNOUY

1f you have ever seen a building that has been burned out, you know it's a devastating
sight. What had once been a throbbing vital structure is now deserted. Where there
had once been activity, there are now only crumbling reminders of energy and life.
Some bricks or concrete may be left,{some outlines of windows. Indeed, the outer
shell may seem almost intact. Only if you venture inside will you be struck by the!full
force of the devastation.

As a practicing psychologist, 1 have come to realize that people, as well as
buildings, sometimes burn out. Under the strain of living in a complex world, their
inner resources are consumed as if by fire, leaving a great emptiness inside, although

their outer shells may be more or less unchanged (Freudenberger and Richelson,
1980:xv). . ,

ncept initi ng Difficulti

Kamis (1980:3) claimed that "burnout manifests itself in numecrous ways and varnes in
the typology and severity of its symptomology.” wacver, 1hé general consensus is that
burnout as a stress response of negative affecl‘ has serious and long-lasting psvchological,
bhysiological. and behavioral consequences for the individual.

Freuden'berg‘er i1974:160) conceived of burnout as "a state of physical and emotional
depletion resulting from conditions of work." His conceptualization of the syndromc was based
on hi‘s observations of the psychological state of certain volunteers who worked with him.
After a number of months, ‘young and idealistic men and women became more tired, depressed,
and apathetic in their approaches to work. Freudenberger (1974:161) asserted that "the
dedicated and the commi;ted' were the ones most prone to burnout, because they "work 0o
much, too long and too intensely.”

Freu@gnberger's (1974) model of burnout focused on the psychological characteristics
of the individual. In comparison, the models proposed by Maslach (1976, 1977,”1978a.
1982a.b), Maslach and Jackson (198la,b), and P-ines et al. (1981) originated from a
social-psychological orientation. These models addressed the work situation as a major
contributor togindividual burnout responses. From this perspective, Pines et al. (1981:15)
noted that burnout is |

characterized by physical depletion, by feelings of helplessness and hopelessness, by
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emotional drain, and by~tbe development of negative self -concept’ and negative
attitudes toward work, life, and other people . . . [it is a] sense of distress, discontent,
and failure in the quest for ideals. -

Because burnout is panicuhrly prevalent in the helping professions guch as social work,
medicine, and education, Pines et al. (1981:15) asserted that "burnout is the result of constant
or repeated emotional pressure associated with an intense involvemen. with people over long
periods ofL time.” Similarly, Edelwich and Brodsky (1980:14) defined the syndrome as a
"progressive loss of idealism, energy. purpose. and concern as a result of conditions of work."

The definition of burnout by Maslach (1978a:113) included the loss of concern fqr the ~
people ;ith whom one works. The emphasis of research has been on those working in the
hc‘lping professions: psychologists, social workers, therapists, teachers, administrators, and
coun:sclor;, The work these people do, according to Maslach (1978b:56), "is often emotionally
difficult to handie on a continuous basis . ¥ difficult because hour after hour, day after day,
year after year, they are dealing with people’s .problcms." However, instead of being able to
view the situation objectively and to assess the importance of the conditions in which they
work, helping professionals have a strong tendency to blame themselves. Maslach (1977:15)
claimed that they .ovcrcstimalc the importance of dispositional variables relative to
environmental influences. Furthermore Maslach (1977:17) maintained, they often perceive the
pcbplc with whom they work as the cause of their own problems rather than look at the
situational circumstances. -

According to Maslach and Jackson (198la:1), burnout is "a continuous variable,
ranging from low 1o moderate to high degrogs of expericncéd feeling.” The syndrome is not
viewed as being either present or absent(l}ﬁ? 'ming on a continuum of intensity. As Maslach
and Jackson (1981a:1) stated, burnout i}\g' , ;

a syndrome of emotional exhaustion and cynicism that occurs frequently among
individuals who do 'people-work.' A key aspect of the burnout syndrome is increased
feelings of emotional exhaustion . . . the development of negative, cynical attitudes
and feelings about one's clients . . . [and] the tendency to evaluate oneself negatively,

particularly with regard to one's work with clients.

This definition is used by Maslach and Jacksoh (1981a) in their burnout instrument, the
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Masiach Busnout Inveatory (MBI), which measures both the frequency and thy of .
occurrence of the three sub-scales of burnout identified as Emotional Exhaustion,
Depersonalization, and Per'soml Accomplishment burnout. ‘ |

Perlman and Hartman (1982:29‘3) contended :hll the definition of burnout by Maslach
and Jackson is the most frequently used definition found in the literature. Following a content
meta-analysis of 48 research articles, Periman and Hartman (1982:293) concluded that
“burnout {is] a response to chronic etﬁ'otional stress with three components.” The components
are (1) emotional and/or physical exhaustion, (2') lowered job. productivity, and (3)
overdépersomlization. The authors claimed these sympto?ns are synonymous with the
Emotional Exhagstion. Depersonalization, and Personal Accomplishment sub-scales of the
MBI. |

Cherniss (1980a:6) asserted that "burnout involves a change in attitudes and behavior
in response to a demanding, f rustraling,. unrewarding work experience.” From this perspective,
.individ'uals who experience burnout lose much of l‘heir idealism, btcome Icss‘ trusting and
sympaihclic towards clients, and become less committed. These negative attitudes, ChcmiSs
(1980a:5) claimed, "seemed to be associated with high job stress.” Cherniss (1980b:19)
referred 1o these negative attitudes as a form of 'psychological(dclachmcm' from intolerable
work conditions. He (1980b:21) concluded that "burnout is an adaptation to stress.”

Meléndez and de Guzmén (1983:9) maintained that burnout results when an individual
appraises a situation as,prescnli{\g a threat r:_uhe? than a challenge, where that threat ha§
serious personal ramifications. Baum et al. (1981:24) cl,imed that "the conseq‘uenccs ofl
unabaxed'stress or repeated exposure o stress . . . dre decrements in ability 1o cope with
subsequent stress, aftereffects . . . physiological dysfunctions . . . and diseases of exhaustion. "
These physiological and psychological adaptaliohs to prolonged stress have been identified as
symptoms of burnout. _ .

Veninga and Spradley (1981:6) dcﬁnu; burnout as a “debilitating psychological

condition brought about by unrelieved work stress.” This stress results in (1) depleted energy
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reserves, (2) Jowered resistance to iliness, (3) incmud‘ﬁisf action and pessimism, and (4)
increased absenteeism and inefficlency at work. Similarly, Kalker (l984l: 16) proposed that
bﬁmout isa ;uu of emotional, physical, and mental exhaustion which occurs as “the ;esull of
constant and intense emotional pressure such as that evident in continuous situational stress.”
According to MacNeill (1982:69). recent trends appear to examine ﬁurnout "as a
'special" case of occupational stress” rather than as a separate and distinct phenomenon.
Because burneut feﬂects models alreidy developed in occupational stress, MacNeill (1982:77)
asserted that future research should develop a bn;ocder concept of burnout that investigates the
wnteraction between the individual and the work enviromhem. |
' P;in;: (1982b:6-7) outlined five separate cogr-l‘po;ncnts of burnout:
1. The Bumou( Stress Syndrome (BOSS), which has identifiable clusters of feelings and
behaviors most commonly found in strcssf u! and hnghl) frustrating work cnvnronmcms
2. The Burnout Mental Disability (BOMD), which is often a serious, clinically significant
pattern of the personal distress and diminished performa_née that is an end-state of ;he
quoul process; \
3 Tﬁc Burnout Process (BOP) which is the usual sequence of different stages or phases
occurring in individuals, each stage indicating an increase in distress and disability;
4 . Burnout Etiology. which is the study of the factors in and outside the work environment
that contribute 0 an individual's BOSS; and |
5. Burnout Organizational Qutcomes, which are the short- and long-term ixhpact of the BOSS

and the BOMD on organizational functioning and perf ormance.

‘L Maslach (1978b:56) stated that “the research [on burnout] is very new,” although by
1982, Paine (i982b:27) observed that the area of inquiry was “rapidly developing into a field
of knowledge.” However, Meier and Davis (1982;.3) contended that "the study of burnout

" remains in an early descriptive phase, with considerable improvement in conceptualization,



research, and intervention remaining.”

’ There are ipdications; according to Maslach (1978a:114). that burnout js Pest.

.undemood' and modified in terms of the social apd situational factors of the jéb sb“ng.‘
Maslach (1978a:114) stated that “the search for causes [of burnout] is beter directed i,\ni

from identifying the bad pedple and toward uncavering the cbaracterisli.cs of the bad mu‘mnl

where many godbd people function.” Similarly, Meléndez and de Guzrﬁtn { I%Jﬂ‘aﬁc‘h’ y
N N . L lhd‘ . ::'" L ]

"burnout is a distinctive kind of work -related stress.” ,o AN
. » A 8
e

*  Burnout ggg‘ the helping prg[g] 'Q_t}s‘. . As mentioned previously, the helpjng profcsﬁéns
<include those occwpations that deal digectly ‘wit_lg.’un needs of people. .Maslach (1976:20)
cla.imed__ that the structure of. the relationship with the client in the helping prof csspé;m actually
helps o promote and maintain negative percepuon; of reé§picnls. The emphasng of the
interaction is the [ ocus‘sin3 of a problem, there is lil;lc' pﬁiu’ve Teedback, the level of emoyonal
stress is high;, and lh@~ probability of change or respénsiv’enéss by recipients is low. T‘he .inabilily
‘lo'cbpe with this éqmihuar emotional ‘slress, fc'sults in burnout, which Maslach (1974:16)
described athe loss of all concern and all emotional feclin s for the persons wwpb;nQn
“individual"works so that the individual comes to‘ trc;i }

P

The long- and'shor;-tcrm effects of burnout are a deterioration of physical well -being,

dehumanized way."

c;haustion. i_flncss,. insompia, ul¢ers, migraine ﬁeadaches. as well as more serious ilinesses
(Maskch, 1976:19). From the orginiuitional persp?ctive, there appears 1o be evidence of
irﬁpﬁired performance, low worker morale, absentégism. and high‘jdb rurnover (Maslach,
1977:4). | .

From l'he client peispmtive, Frcudénbergcr (1977:9%) c'laimed that burnout is a
.multiple threat because it inap‘citates the helﬁer; wobs the client, and propagates négalivism
and despair m both, while it simultaneously diminishcé éoping defctfsgs against that negatjvism
and despair.” Fre‘udcnbetg‘er (1974:161) asserted that "the dedicawd and the committed” in the

helping professions are the individuals'most susceptible to burnout. ’

fients in a "detached or even .
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According to Scholom and Perlman (1979). individuals in the helping service@

prof essions have needs for appreciation and values of high work performance, and fear or ‘hope
of indispensability at work which contribute to stress and burnout Similarly, Farber
(1983:8-9) maintained that the greatest job satisfaction for human service professionals is
_ related to their personal sense of -accomplishment, t'he "feeling rhat you've made a significant. -
dif ferenc: mrthc Mfe of another human i)eing." However, Farber, (1983:9) prouosed that the
intimate involvement with clients "is often regarded as a prerequisite {0 burnoul and is most
likely to occur in the context of a relatively high level of job satisfaction.” Instead of the
dissatisfie¢ worker experiencing burnout, Farber (1983, 1984a) maintained that the ‘satisfied
and initially highly motivated worker is prone to burnout. Consistent vjith these assertions,
Carroll and White (1981:137) emphasized that the "overly idealistic, highly romanticized
‘expectations” of hclpmg service professionals lconmbute o consi,derable stress and frustration

‘,J'v
i

(disillusionment) on the job," both of which may lead to burnout o S
This sense of disillusionment, combined with "the loss of idczrhsm and comrrirrrrieni in
response to stressfui working condmons Ch'&tmss (1980a:8) showed to occur relauveiy (i(ficklv
in the careers of helpi_rig service professionals. In corroborauon Hamsoﬁ (1985 38)
mentioned that onge the spell of idealism and commitment is destroyed, perceptions of
Ha,competence decline and burnout ensues Bloch (1977) stated that teachers who are obsessional,

¢ . N ;‘)
¥
idealistic, and ,dedrcated to their .work are more prone to bumout,., Vhile “burnout was

symptomatic of teachers who were excesswel) committed 1o therr work, job dissatisfaction was -

a consequence of lack of commitmenj‘ R
. -~ ¥

’/‘\ ~w-A concept of burnout more general than those mentioned aibOVe was proposéd by
WPeriman and Hartman (1982:283), who claimed’ burnout results from the interplay of several
| factors associated with hclpmg professrons (1.)' the intrinsic charactenstrcs of these

professions; (2) the growing importance of human service delivcry (3) the chasacteristics of

public sector organizations, which may further place -a burden on- service d_eh,verers and

administrators, and (4) the physical and psychological ef’ fects of stress for all workers. -
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Burnout and the prof eS‘&g\_a_l According to Maslach (1977:15), professionals in the

. \ i
human service occupations "display a strong bias toward dispositional interpretations” and tend

to take personal responsibility for failures even when circumstances may have prevented other
outcomes. Frcudenberger and Richelson (V1980:152) stated that "it.is not easy for the men and
women in the helping professions to discount a failure.” Cherniss (19‘80a:21) identified the g
professional‘s "conce;n about the adequacy of his or her :performance," Which ulliniate'l_v mayv
become "a potenual cause”of burnout.”

Pines et al. (1981:48) identificd lhree characteristics which makc people in the helping
professions susceptible to burnout: (1) they do emotionally taxing work, (2) lhcy share
personality characteristics that make'lhemAchoose human service work as a career, and (3) they
have a client-centéred orienlatioh. From an organizalion:il perspective, M-auingly (1977:130)
maintained that because of the nature of their wo;k #is essential for professionals to be able to
tolerate ambiguity if they wish to creatively apply their skills: "job descriptions and "roAlc
expectations that are fully prof_essional do not specify unduly rigid patterns of wc;rker behavior. .
‘They require the worker to be flexible and innovative.” Maslach (1977'22) maintained lhal_
societal expectations for most helping professxons are "so unrealistically high that [they are]
virtually impossible to attain.” Furlhermore, Maslach (1977:22) claimed that "the

professional's work is taken for granted by the recipients, with no positive feedback to the

provider of the service.

Cherniss (1980a.b) identified the interactions among organizational and individual

.

characteristics as contributing to burnout. According to Cherniss (l‘)SOa:256), the*

"professional mysuque of helpmg service profcs»xonals s unreahsuc whxle "society and the

)
work semng collude in obscuring r.the gap betweon myth and reality. As a consequence
R

Cherniss (19802 :256) cTaxmed, oo )
( } ed . R *(,_ -t
the new prof essional is’ unprcpared\fgr and unsupported in the first confrontation with
the world of work, spdl career dev@lopment is strongly influenced by the slress and
bumout that so frequently occur.
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The Burnout Process o

Farber (1983:3) ,starled that burnout is "a process, not an event.” This process rs not
\ _ idenlieal for individuals and- it can be "conceptualized as a function of the stresses engendered
by individual, work-related, and societal factors'; (Farber, 1983:3). Pgine (1982b:6-7)
suggested that burnout is not an end state but instead a progressive growth/ over a period of -
_timc. Einsiedel and Tully (1982:95) claimed that "it can be inferred from the list of symptoms
that the burnout phenomenon is a process involviné the progressive deterioration of the

rndrvrdual rather than a static. psychosomatrc condruon
Edelwrch a;rd Brodsky (1980:42) marnLamed that burnout occurs in f rve stages, whrch
they labelled as the periods of (1) enthusiasm, (2) stagnation, (3) f rustra}ron. (4) apathy, and

v ’%v’ § .
feg (1) the Honeymoon

(5) mlervenuon Srmrlarl) Veninga and Spradle) (1981 38-67),iden
‘. or lack of physieal
and mental energy that leads to job dissatislaction, horCasise ‘_*‘ cy and fatigue, (3) the

Chronic Symptoms stage, recognized for its symptoms ol i . fe’xnaustion physical iliness,

-«

xanger and depression, (4) the Crisis stage. when individuals become obsessed with their
+ \, XY

problem and dcvelop pessimistic attitudes, and (5) Hitting the Wall, at which time the burnout
victims can no longer function on their jobs and their lrves begm ta -visibly and qurckl) ,
deteriorate. Scrivens (1979:34) described burnout as "the big click," when an_rrrqrvrdual s -
energy supply is finally depleted due to prolonged work stress. | |

Sweeney (1981:101) acknowledged the gradual and unrelenting debilitation of physical

-y

and mental resources that accompany the burnout proéess=

Individuals suffering from 'burnout’ frequently report that they have nouccd gradual
changes in themselves over relatively long periods of time, usually months or years.
~ Theéy become aware of cognitive and affective changes that begin to have deleterious
"+ effects upon the quality of their interpersonal interactions , . . Burnout, then, must be
- seen as a result of a complex interplay obetween envrronmemal influences and

@ . individual susceptrbrhty to them.

-
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Causes of Burnoyt
Perlman and Hartman (1981:4) revealed that of the 48 research articles on‘burnc;lll
reviewed since 1974 .29 considered both lhc mdrvrdual and the orgamzauon as causcs of -
burnout. Those wrrungs citing onl) one cause of burnout chose the orgammuon ov:; the -
individual. Consistent with the. belief that burnout occurs becausc of the influence of
environmental factors, Pines (1981:364) st’ated. lhal' the social:psycholog.ical perspective of
burnout "does not deny the lmponanéc of _individua-l traits, characteristics and dispbsilion'.
rather it suggests that burnout has a major environmental component. Cherniss (1980a:264)
found srmrlar rclauonshrps and suggested that the "larger social structures . . [and] the basici
cultural ideas and attitudes lhr:xrl define our social realiry" must be considered in any evaluation
of the origins of burnout. '*lem with thRse sta‘temen'ts. F'rcudenbcrger and Richclson ‘
-(1980:200) maintained that burn‘oul is produced by "an incompatlbilil_\' in the rclalionslrip of -
an individual to the society of wlrich heis a part.”
From the'individlxal _perspective, Veninga (19(9:45) asserted that burnout is '"Lhc
failure to realize one's expectations.” Factors which contribute.to émployee burnout, according
to Veninga (1979:47), are the lrustralions of having respohsibililies without tRe authority or
the necessary resources, and. without appropriate financial and psychological rewards for
responéibility. Veninga (1979:45) maintained that those who burn our are idealistic individuals
whose "realis;n is rooted in positive perczptions about themselves and about what they belicve
they can accomplrsh Chermss (l980a b), Farber (l983 l984a b)‘ Fischer (1983).
Freudenberger (1974, 1977), and Kamis (1980, 1982) concur with this behcf
- Carroll and While‘(1981 :137) proposed an ecological mode! Qf burnout that highlighted
the helping professional s idealism in its interplay with the larger cultural and world- wide
complex, such thal personal and envrronmemal ;’actors interact to produce burnout.” Green's
(1982 3-4) ecologrcal model is similar to Carroll and White's (1981), emphasizing burnout as

"a constellation of worker reactions to the rmpacl of stress deriving from orga_mzauonal.

societal as well as personal and profgssiopal factors.” According to Green (1982:4-8), burnout

CR
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" in an organizational context results from (1) competing demands, such that demands on -

- organizations become the individual's responsibility, (2) problems of ambiguity, (3) conditions

of hope\lessnesé. (4) crises of professional competence which lead to a sense of inadequacy and
self -doubt, and (5) the loss of collcgiality.' . |
Freudenberger (1974 162)" identified bt/)redom and routinization as contributors 10
burnout, as opposed to excesswe work stress. Slmnlarly. Pines et al. (1981 67) clalmed that -
tedium on the job and buriout are related -in their symptoms, but are different in-origin.
Although both are iMicative of exhaustive reactions, ledium ca;l be the result of any prolonged
chronic pressures, while burnout is the result of conSlth or repeated préssure associated with

an intense involvement with people over lengthy time periods. Sometimes this involvement is

less than challenging, and often aversive. Pinés et al. ( 1981:35) stated that "people burn eut

. nol only from being overstressed with a great deal of work to do, but they can also burn out

from being underchallengcd.“ Heifetz and Bersani (1983:60) asseried that boredom can lead to
burnout, for "professional growth is at a standstill” during the state of boretlom. Gross
(1977:85) main?‘med that "the more ;'epelilive the job, the less satislying it is.” M_eléndez and
de Guzmé4n (1983:11) stated that
an individual can have a low-stress job or no job at all and still burn out Such is the -
case when an individual . feels overlooked in his work and experiences little
stimulation, no challenge, and f ew opportunities for growth.

Some researchers differentiate between "rustout” as a consequence of boredom and lack
of challenge, and "bumout." Specifically, Howard et al. (1978:32) suggested thal__rustoul »
occurs when orgamzauonal personnel are stagnating because of not enough to do on the job.
In comparison, bumout affects tilose with too much job pressure. Gmelch (1983: 10) asserted -
that burnout occurs among "ambitious, aggressive, and impatient [individuals] who have not

yet learned their limitations and literally work themselves into extinction.”

Lack of autonomy in the job situation has been identified as another major potential

source, of burnout. Maslach ('1982b:146) and Pines et al. (1981:70) indicated that perceived

_lack of autonomy in the wor7 environment may. be an antecedent to burnout. Porter, Lawler

~ AN
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and Hackman (1975:161) asserted that a "psychological contract " exists between employec and
- organization, where "the individuél gives up a certain amount of his freedom of action u‘rhen he
.joins an organization,” and the organization "actively aids and abets )lhc shaping of the
individual's behavior to its needs.” When the organization fails, however, to satisly individual
needs and dxscourages a sense of autonomy and responsnblht) on the job, (,hcrmss
(1980b 18-21) contended that t.he psychologncal contract breaks down and stress. nnd busnout
ensue.

. Shaw, Bensky and Dixon (1981:7) identified "role clarilL icati&n" as another predictor of
wdrk stress, while Rizzo, House and Lirtzman (1970:151) cléi;r}ed that role "ambiguity should
increase the \ﬁrobability that a persbn will be dissatisfied with his role, will experience anxiety,
will distort reality, and will thus perform less effectively.” Kahn (1978:62) proposed that rolc
-ambiguity may contribute to burnout, which studies by Crane (1981) and Schwab (1981) have
validated. ’ |

Freudenberger (1975:74-78) maintained there are certain personahty lypcs that may be
more prone to burnout than others. He identified them as (1) the dedlcalcd and committed
individual, (2)‘ the .overcommitted individual whose outside life 4is sub-sal'rsfac'lory, (3) the
authoritarian individual, (4) the administrator, and (5) the professional.

Savicki and Cooley (1982:416) distinguished among environmental and individual
comribulots to burnout. The two environmental contributors were (1) factors related to the
organization, such as intensity required on the jqb, perceived control of the work environment,
availat;ility and use of ‘social supports and feedback, oIganiulional structure, and management
qualities, and (2) factors related to the nature of the client-helper relationship, such as the
degree of negativity or uncooperativeness encountered, and ‘c{ient characteristics. The thrce
individual contributors “to burnout inéluded (1) identification wit the client, _including
ovendenuf ication and depersonahzauorr (2) the attnbuuonal process, L which identifies the.

degree to which the individual feels he has control over hxs destmy or is controlled by chance or

coincidence, and (3) the coping styles and needs of the individual. Iwanicki (1983:30)
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mengioned that burnout occurs because of societal, organizational, and role-related sources of
distress on the individual.

In relalion to schooling and education, Rathbone and Benedicl's (1980:56-57) study of
1cacher burnoul in a large junior-high school in the eastern United States ldenufned the
following causes of burnout: ‘(1) negative teachers' room talk, (2) isolation, (3) rules whlch
are loose and unenforced, (4) lack of feedback, (5) increased admlmstratwe demands on

teachers, (6) negative community attitudes, (7) bored®m, and (8) little time for reflective

-thinking. The authors (4980:60) concluded that "the junior high school seems to be a

particularly fertile ground for producing burnout among teachers due 1o the developmental
characlensucs of thelr adolcscent populations.”

‘ Welch et al. (1982:18-24; 42-48) identified ten major causes of burnout in teachers,

and six causes of burnout in school principals. For teachers, the maJor factors were (1) sense

of alack of appreciation, (2) student diséipline, (3) negative public opinion, (4) poor working

condilibns. (5) - negative student attitudes, (6) working in isolation from peers, (7) changing
curricula, -(8) lack of feedback, (9) bureaucratic "red tape,” and (10) rigid organizational
structure. The major contributors to burnout in principals were (1) working in isolation over

long periods of time, (2) ‘increasing"demands on principals and decreasing resources, (3)

‘negative public opinion, (4) interpersonal relationships, (5) lack.of training in human relations

‘skills, and (6) poor salary and intangible rewards.

In summary, the causes of burnout are found in work stress (e.g.. Cherniss, 1980a,b,

1982: Maslach, 1978, 1982a,b), and in outside, intervening variables (e.g., Carroll and White,
| ~ :

1981: Green, 1982; Veninga and Spradley, 1981). At present, howevei, the identification of

specific stressors is largely speculaiive.' For instance, whi‘le Cherniss (1980a) and Farber (1983)

- asserted that burnout is a consequence of personal commitment to the job, where this

commitment remains unfulfilled because of negative client responses, Maslach (1981:119)
E N

contended that "the focus has shifted to situational factors that may be implicated.” As

~

Maslaéh (1982b:145) noted, burnout "is a complex interaction between individual,
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interpersonal and institutional factors and . . . all of them have 10 be taken into ﬁctounl."
However, Schwab (1983:23) Suggcsted that the impact of personal and situational facwrs in
their transactional relationships with burnout, specifically in an educational comekl is

"conjectural in nature.”

Components of Burnout
The general belief in the literature is that burnout ;s a multidimensional conc?pt. .,amli
that an identification of some of its components does not mean the concept has\becn fully
described. . According 10 Perlman and Hartman (1980:4).‘ the best one can do is 10 TeCORNIZE
that burnout does have specific components, which occur in three categories called the (1)‘
physiological, focussing on physical symptoms, (2) affective-cognitive, focussing on attitudes
and feelings, and (3) behavioral, focusing on behavior symptomatic of burnout. To illustrate
some of these components..' Levinson (1981:76) listed six characteristics of 'burncd-out
individuals: (1) chr;ﬁic fatigue, (2) anger at those making demands, (3) self-criticism for’
putting up with demands, (4) cynicism, negativity and irritability, (5) a sense of being
besieged, and (6) hair-trigger displays of emotion. - |
Forney, Wallace-Schutzman and Wiggers (1982) and Cherniss (1980a) identified
individual indicators of burnout. According to Forney et al.( (1982:436-437), there are four
indicators of burnout: (1) extremés in attitude, the individual being e’ilherl l;o detached or too
involved, caring too much or not caring at "all. (2) changes in personalit):' and behavior, (3)
psychological and physiologicél symptoms, and (4) a snowball effect in which an individual
often unknowingly becomes increasingly more involved in a self -vperpelualing burnout cycle.
Cherniss (1980a:5) outlined the changes in an individual's attitudes and behavior as a rcs;;onsc
"bumout. Some characteristics of these changes are (1) loss of idealism, (2) decline in trust
and sympathy for clients, and (3) loss of commiyment. In a study of 76 siaff members in a
mental health setting, Pines and Maslach (1978:233) found five coping strategies used by staff
that may reflect aspects qf burnout. The techniques were detached concern, imellcctualiz;ition,

-

-
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compartinentalization, withdrawal, and reliance on other staff. Similarly, Cherniss (1980b:47)
~ identified the 'inirapsychic psychological defenses” of .withdrawal, detachmem.‘ avoidancc._
!owerin’é of goals, and blaming others as characteristic burnout responses.

Farber (1984b:328) identified "wearout” rather than burnout as the condition qurrentiy
af flicting school ieachers. The term was coined by Fischer (1983:42) who stated that "those
who complain of burnout are, in fact, worn out - - the true victims of burnout continue in’.their
task in a martyrlike fashion.” Unlike the dedicated and burned out employee. the worn out
teacher, according to Farber (1984b:324), would "turn off the job and stop attempting to
succeed in siluationsi that apbear hopeless.‘} In many cases, wearout as identif jed by Fischer
(1983 42) and rustout as identified by Howard et al. (1978:32) and Gmelch (1983:10)
represem snmnlar psychological responses by individuals to an unncwardmg and unchallenging
‘job situation.

Maslach (1982b:144) described burnout in tefms of the interaction between the
, individuawl and the organizatién ﬁis interaction refers to the role the individual plays in the
>organiz.alion. the role of other'ﬁeople in the organization, and the role of the organization in
the burnout response. |

Welch et al. (1982:6-8) defined burnout as "a complex pr&ess which affects at least
five major areas of human f uncuonmg physical, mtellectual emotional, social, and spiritual.”
_According to the authors (1982:25- 29) indicators of physical bumout are tliredness and
fatigue;’ intellectual burnoul manifests nself in a "loss of clarity, mabnhty to make decisions,
loss of flexible thlnkn;lg and deterioration of work perf ormance"; emotional bumout results in
dcpression, frustration, and "an active dislike of the job and the people associated with it";
social burnout occurs when the individual grows distant from family and friends; and spiritual
burnout indicate§1 the loss of "a sense of meaning in [life]." |

The bumom syndrome is often confused with the states of f rustration and depression.

Yates (1979:83) contended that dépression is "a chronic low-key sense of dejection about one's

total situation in life.” This state is different to burnout, which allows the individual to
. 1
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contribu.tc to the organization, albeit in an unsatﬁsfaclor')' and destructive manner. ‘Thc
depressed person, according to Yates (1979:83), finds it difficult to "perform even the most
simple, cver‘yd'ay activities." Freudenberger (1982:178) claimed that “depression may
. accompany b‘urnpul." but the terms are not identical. In depression associated with burnout,
the condition is. often temporary and specific to a particular segment in a person’s lifc.'
Freudenberger and Richelson (1980:67) claimed that depression associated with burnout often
is recognized for its anger, while depression arising from everyday situationssis accompanied
with a ;;rofound sense of guilt. Meier (1984:217) asse[ted that burnout and depression have
different etiologies; where depression refers to a state of poor morale, moodiness, and feclings
of hopelessness, occurring over a short period of time, burnout represents "a more gradual and
less subjectively noiiceable loss of reinforcement that ends with the pcrson. experiencing lew
instances of positive work outcomes.” '
‘Edelwich and Brodsky (1982:135) asserted that "frlistration is not burnom. Burnout
means apathy.” Frustration means having to' cope with limitations, which. everyone
experiences. In contrast, burnout is not normal nor a source of creative energy and renewal as
" ic frustration. Blase (1982:107) inc‘orporated frustration and depression as components of the
"bur.ning out” process. which is the gradual erosion of coping mechanisms before the onset ol

burnout.

Indicators of Burnout

®, 1
The following resumé highlights the main- indicators of burnout in individuals,
vResearchers reviewed for this summary include Carroll and White (1982), Cherniss (1980a,b),
Edelwich and Brodsky (1980), Farber (1983, 1984a,b), Freudenberger (1974, 1982), Maslach

(1976, 1978a,b, 1982a,b), and Pines et al. (1981).

Physiological indicators. Fatigue, chronic exhaustion, frequent colds, the flu,

headaches, gastrointestinal disturbances, sleeplessness, ulcers, changes in weight, muscular pain

U

in neck and lower back, abnormal menstrual cycles, nervous ticks.
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Behavioral indicators. Increased alcohol consumption and/or drug abuse, risk-taking

: ]
activity, accident proneness, increased moodism, hyperactivity.

Psychological indicators. Emotional distancing, boredom, apathy, frustration,
pessimism and fatalism about one's work, responding to clients in a detached and mechanical
manner, decline in motivation and effort in work, negativism, cynicism, anger with clients and
' colleagues, loss of meaning and hope, growing rigidiiy and loss of creativity, rationalization of

faflure by blaming the clients or 'the system, " increased tension.

<

Relationship_indicators. Isolation from or ovcrbohding with staff, mechanical
responses lo and isolation from clients, expression of mistrust, increased marital cand

interpersonal problems, social isolation.

The impact of burnout on individual well-being and organizational health and
productivity cannot be disputed. 'An understanding that "burnout is a process that is’
self -reinforcing” as suggested by Cherniss (1980b:19), and that burned out individuals never
fully recover (¢.g.. Meléndez and de Guzman, 1983:76) is crucial if we are to recognize its
symp'loms at an ’e;xrly state in order to promote employee health and organizational Survival.
Freudenberger (1982:174) maintained the prognosis for recovery from burnoiit is optimistic

with early identification of symptoms and constructive remediation interventions.

C. CONCEPTUAL FRAMEWORK TO THE STUDY

The present study was delimited to a description and examination of (1) the nature of
burnout among teachers and school-based administrators, (2) the degree to which job
satisfaction, role clarity, and job challenge were predictors of burnout, and (3) aspects of the
job personally idcmif ied by the respondents as major contributors to féclings and attitudes
representative of burnout. A diagrammatic representation of the factors described and

relationships explored is shown in Figure 2.6.

»> &
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The following review of - the literature addresses theory and research rehlinc o the

relationships between selected variables and burnout. These variables are role clarity, job
. - -
challenge, and job satisfaction. : f)

o

¢ o
D. ROLE CLARITY

As outlined in the conceptual f ramework to the study, role clarity was considered to be

F ~potenlia1 predictor of bumout. The following review of the theory and research on role

clarity highlights the nature of this variable and the resedrch on its relationship 10 burnout

-among various occupational groups.

Introduction: Role Theory

The work by Kahn et al. (1964) has helped expand and clarify the field of role study,

which emerged during the 1930s. The concer: of role episode used by Kahn et al. (1964:26)

illustrated the importance of role in interpersonal interactions:
°
A Role episode . . . [implies] a causal sequence. Role pressures are assu.ed 10
origiiate .in the. eupectauons held bv members of the role set. Role senders have
expectasioys regarding the way in w 32 focal role should be performed. They also
have pewuomwdmg the way* the focal person is actually performing.
&iw and, f l*; bxvn prewc to make his performance congruent

o AR Sh
z ! -~ 9 v h‘:‘; * -» ?
¢ qrganumnal factors, personality

MRS

t
; .
@

;m.ﬁes m, which, the episode occurs. To

Ay '{tffa
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Rdle slress és a funmoa of‘ o , ’A’odl person (thc role incumbent who holds a

orgamunonal posn.'iog ot' responﬁbﬂny) and the work environment. Gupta (1981:20)

d
?”’ y 1 5

’lfacll rson i unable to satisfy and which, therefore, pose a threat to the focal person.” The
i is_y to salisf y dergands slems: from the individual's perception of not baving the adequate

or skill; 10 meet the demand. Among the more Acommonly studied forms of role stress

role stress as ‘the pgaknoe of receivéd role demands from the environment which the



are role conflict, mlé E'umbiguity. role overload, and role un&lud. .

Meléndez and de Guimén (1983:30) asserted that the relationship between the

individual and the oruniuliw is related to role ptress. specifically role conflict and role
ambiguity: ¢

Research on role conflict and role ambiguity shares a common goai: to understand the
effects of the environment on the individual's physical and mental health. Here the
environment should be viewed as the formal organization or group to which the
individual belongs. The characier of the organization affects the individual's
emotional state and behavior.

Schuler (1980:135) maintained that together with role overload and role underload, role
conflict and role ambiguity"'\"\have been one of 1te most widely investigghéd organizational
qualities in tie stress rescarch.” Together with job satisfaction and level of responsibility, these

role characteristf@s, asserted Meléndez dnd de Guzman (1983:30), "contribute to stress and

thus may lead to burnout.” .

C | Definit | Difficul

"
% F

SR
suity Ky
Role ambiguity. According to Rizi,o t alTL1990:151), role ambiguity is the "lack of

necessary information available 10 a given 7ational position.” Kahn et al. (1964:73)

“defined rote ambiguity as "a direct function of the discrepaﬁcy between the information
n

available 1o the person and that which is required for adequate performance of his role.” The

authors (1964:73) proposed that ambiguity "may be a majoy source of frustration and anxiety.

Ambiguity thus poses a problem for both the individual and™te system.” [n general, the
4

literature suggests that role anibiguity occurs when the individual has incomplete informalianl
required to satisfactorily complete any work duties (e.g.. Gowler and Legge, 1975, Kahn, 1973;
Miles, 1975, 1976b; Morris and Koch, 1979; Van SEIl. Brief and Schuler, 1981).

Pines (1981:362) claimed
1>
role ambiguity exists when individuals have inadequate inforgnation abaut their work
roles, when there is lack of clarity about the work objectives associated with the role,
about colleagues' expectations of the work role, and about the scope and
responsibilities 1f)f the job. _

Similarly, Farber (1983:6) referred to the lack of clarity in work inf ormau'ori as an indicator of
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role an‘%i guity : "role ambiguity is associated with a lack of clarity’regarding "a worker's righte. i
responsrbilities methods goals, status, or accountability Cooper and Ma‘rsh‘all (1976:16)

emphasized that role ambiguity exists "where there is lack of clarity about the work ObjeCllVCS

assocrated wrth the role, .about work colleagues expectations of the work role and about the

. scope and respon;rbilrty of the job." In this study, role clarity represented the apparent

absence of"rofe ambiguity in the work roles of teachers and‘school -based administrators.

Role clarity. l{ole clarity has been conceptualized as representing v‘éa;;ing degrees of
role ambiguity. Lyons (1971:100) asserted that role clarity can be operationalited in two ways.
From an objective perspective, role clarity "can ref er to the presence or aoeence of adequate
role-relevant information.” The subjective perspective refers to role clarity as a "feeling of -
having as much or not as much role-relevant information as the pekr\son woid like to have.”

Ivancevich and Donnelly (1974:29) maintained that role c@g’_ is an ixnportant ':
varable that should be considered when examining - job interest, opportunity for job-
innovation _satisfaction, job tension, and stress. The authors (1974:30) defined r1ple clarity as

"the extent to which required inf ormation is commumcated and understoocﬁ!ly . employees.”

Baum et al. (1981: 11) asserted that "information may increasc one's sense oOf control and
one's conl‘ idence in coping efficacy, 81 may reinforce one's appraisal of the siuation.” That
is, the c’learer the expectations and duties associated witli an individual's organiz.ationa'l'role. the
less the chances of the individual experiencing dissasisfaction and tension on the Jjob. '

Walsh'et al. (1980) offered a defini d'h of role clarity that se_rved as the operational
definition to this study. The autl:ors' (1980:254) defined role clarity as "a function of the
amount of informalion available to the role incumbent concerning expected‘behavvior S

Rel i

»

*
“Role ambiguity, stress, and burnout. Experiences of tension and stress are associated

with role ambiguity. According to Rizzo et al. (1970:151), "ambiguity should increase the

~ possibility that a person will be dissatisfied with his role, will experience anxiety, will distort

TN
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.realuy and wrll thus perf orm: less ef f ecrively Burke and Belcourt (1974:55) expressed similar
sentiments. " Meanwhile, Gmelch (1977 31) claimed that eduqauonal admrmstralors cxnerience
role ambrguuy because "they simply do not know where the job begrns and where it ends.”
This ambrgurty often can’result in job drssausfacuon and stress.

Rizzo et al. (1970 155) staled thal role ambiguity reflects uncertainty about duues
aulhomy time allocauons mlerpersonal relauonshrps, and claru) of guides, directives, and

- policies This uncerlarnly Pines. (1981: 363) claimed, "can causc m{nny of 1hc negauw
experiences [such as lowered self- esteem, life and }ob drssalrsfacuon and Iow motivation to
work] rdenufred Do .4 as symptoms of burnout.” McLean (1979:82) maintai ined . that
'mdrvaduals who suffer vfrom role ambrgum “have been found to experrence Iow job
salrsf’aclron hrgh ]Ob related tension, and low self - confgdence However Van Sell et al.
(1981 51) mamtamed the ‘evidence' from a number of studres on role sender foeal person

x

. relauonshrps is rnconsrstem when dealmg wrth the relationships among rolc ambigyity and '
mdrvrduai response vanables For example studres by House and Rizzo (1972) Kahn ¢t ;l J;
~(1964) Miles (1976b 1976c) and Rizzo el al. (1970) found that role ambiguity was posmvelv v
related 10 ]Ob dfssausfactron 1ensron anxret\ and perceived performance ineff ccuveness As
'Kahn et al. (1964:380) mentroned "the individual consequences of ambrgurr) . [include]
low job sausfacuon Jow self - confrdence a hrgh sense of fuulrt) a.nd a hrgh score on the
lension index.” |
ln‘ contrast, the srudyv by Tosi and Tosi (1970) of 68 elementary and secondary teachers .-
enr_olleo in an in’troducxory, eourse in‘;uidance(and counseling in the‘ United Slales found no
significant relationship between rolé ambiguity and tension or anxiety. Further, Peuegrew and
Wolf s (1982) study of the extent to which task/evem role related, and environmental stress
in schools were related to job satisfaction, Tole conflict, role overload, role ambrgurty

management style, and everyday teaching tasks found role am*uity was not-a significant

contributor to overall school stress.

.
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Studies of the relauonshlps among role ambiguity and personal outcomes, such as

. anxiety, 1ensron and job drssausfactron gencrally are stronger lhan those obtamed for role

conflict (e.g., Hamner and Tosr 1974 Kahn et al., 1964, Mnles 1975) Mrles (1975: 338)
suggested that "role ambrguny may be more pervasrve than role conf‘hct in its 'effects’ on
personal outcomes. Generally however, grcaler rolp clarity is associated with increased job
satisfaction and lower levels of job stress (e g., French and Caplan, 1970 1973; House and
Rizzo, 1972; Miles .and Pcrreaull. 1976; Milstein, Golaszewskl and Duquette, 1984; Pearce, -

1981). -

Role ambiguily and organizational level. Research by Drory (1981). Hamner and Tosi

(1974), and Schuler (1975, 1977b) indicated that level of organizational responsibility may be a

strong mdlcalor of. role ambngmty For instance, the higher the level of responsibility, the
greater the individual's access 10 mformauon which thereby moderates role ambiguity. As
Howard et al. (1_973:28) maimained, individuals in admrmstrarrve positions havg the resources~
10 manage sources of stress, and SO experience less role a,mbignily. Similarly. ‘Abdel -Halim

(1978: 574) proposed that mdwrduals hrgﬁer in the orgamz,auonal hierarchy may be better able

~ to deal with apparent ambiguity and so receive "feelings of relauve satisfaction.” Furlher 10
_this, Abdel- Halrm (1981:555) asserted that mdlvrduals in positions of authority. are grven scope

taexercise their talems and abllmes such that "employees reporting high match between their

abilities and the job are more satisfied under high role conflict and role ambiguity than their
low ability - job ‘counw‘rparts.” However, a study by Bedeian, Armenakis and Curran
(1981:255) of 202 male and female nursing personnel found no significant moderator ef_lects
for organlz.alidnal level on~lhe relationships among role ambiguity, job dissatisfaction, and jot;
lens“ion; . |

Some researchers have indjcated that role ambiguity and administrative responsibility

,co-exist.’ Fora\instance; Schuler (1980:198) contended "'the necessity [of managers] for

dependence on others may produce uncertainty i\in the resolution of the conditions of

opportunity, constraint, or demand.” In cases such as this, role ambiguiry is a possibility.

- L
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?
French ;nd Caplan (1973:35-36) reported tha: the manager- who empljoys a. variety of

personnel in decision-making processes may encourage produgtm'ly.. yet- suf llt)' considerable
y

causes stress because the role invo!ves coordination of interdisciplinary or cros&funcuonal

l

activilies both within and across orf;anizational boundaries. Hamner and Tosi (1974:499)

clarmed lhal role ambiguity has moye stressful consequences for persons in admmlslrauvc

_positions, a clalm substantiated in research by Szilagyi (1977- 384) Sznlagn s.(1977: 384) smd\

of 295 administrauve professronal and scrvice emplovees in a"medrcal compiex ih the

southwestern United States found lhat role ambiguity was "more commonplace at 1hc7h|ghcr'

.- -employees in a manufacturmg firm, and of 435 employees in a farge utility enterprisc in the

A}

Unped States supports Szilagyi's research findings.

Role ambiguity among educators. In a study of 469 teachers in Massachusetts, Schwab
. ‘;\ ‘

(1981'120) found role ambiguity was highest for teachers with 10 to 15 years of expcricr’;’cc.

Based on his f mdmgs Schwab and Iwanicki (1982a: 71) concluded that both role conflict and

role ambiguity explamed a srgmf |cant amount of the variance in Emouona[ Exhaustion’ and
Depersonalization burnbul. ARole ambiguity was the major prednctor of Pcr;onal
Acaomphshmenl burnout. |

_The study of 2829 educanonal personnel in the deomon Public School District by
Ratsoy and Friesen (1985 131) found role ambrgurty explamed a small percentage of the
variance in Personal Accomplishment and Depersonalization burnoul for leache[s &nd a

substantially greater percentage of the variance in Emotional Exhaustion burnout for

principals.

B reported that roje ambiguity had an inverse relalionshrp with performance feedback. Other

-

researchers have outlined the strong negative correlation between feedback and burnout (e.g..

Maslach and Jackson, 1981b; Pines, 1982). A logical as{mplion from these findings is that

"Ina smdy of prmcrpal -superintendent relauonshrps Caldwell and Doremus (1978 9)’

A
!‘“ L
. .

organizational levels” and was relaled to job dissatisfaction. Schulcs S (1977b) study of 391 »

X
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role ambiguilty, feedback, and burnout are related.
‘ Farkas (1984:1) asserted that role ambiguity‘associ.ated with the middle-management
role of the principal can result in stress and often lead to burnout. However, his study of 198
ﬁnncnpals in New York SLaiz revealed low levels of stress for principals. Thié finding is-
- consistent with rcsearch by Gortan (1982 199) who mdlcated "most hlgh school prmcxpals are
.copmg rather wcll with the difficulties of their job situation and’ are not experiencing a hngh
| level of stress. ." Similarly, a study of- 272 school principals.in Nova Scotia by MacPherson
(1985:210) found "principals . . - were not suffering from debllnatmg degrees of burnoul on
the contrary, they appeared to be experiencing little burnout in their jobs.” Role amblgmty was
: lhc best predictor of Personal Accomplishment burnout for these pﬂnclpals

Bailey (1983:17) contended that increased teacher role ambiguity can be explained by’
seven factors: (1) the impact of extracurricula assignments, (2) negotiations and k
consolidations, (3) teacher transfers, (4) teaching assignment changes, (5) new instructional
techniques, (6) changing';xqcountability standards, and (7‘): parental involvement.

Fiad
PL

mar » R
The rcsearch on role clarity has beeppresented as it relates o burnout” There appears‘
to bc evndence in this research that the absence of role clarity contributes to stress and may lead
to burpout. This study examined th€ extent to which role clamy was a predictor of burnowt

among school teachers and administrators.

E. JOB CHALLENGE

Research findings have shown that job challenge is related to burnout, as illustrated in
the conceptual framework to this study. The following review of the theory and research

identifies the properties of job challcnge. and examines its relationship to burnout.
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Walsh et al, (1980 255) def ined job challe_nyc [fh degree to which the knowledge

skills,.and abilities of lhe role incumbent are perceiv

Ve

m be enuged :Inlarged by the job."
of abilities and skills

An mdmdual s percepuon of the exlent to whxch the joli enoourages
vmay delermme the amount of challenge 1demxﬁed wnh ‘the job.  Baum et al. (1981:9)
: conlended thal a person s perception of a situation predisposes the snuauon into becommg a
_threat .or a challenge The authors (1981:10) maintained thal someone with more confidence

-

would be more likely to evaluale [a suessful situation] as challengmg Slmnlarly Schulcr

(1980:194) claimed that .“the. use of individual qualities . ¢ . explains the level of stress an

individual will expérignce.”

Steeré.(l981:367) mentioned - that enriching a job by improving ‘task signilicanée. -

aulonomy,'respo'nsibility, and feedback "will represent a weLe\ome challenge, thus impgoving the

~ job-person fit and reducing experienced stress.” However, not every individual wants an

“enriched or challenging job. In stances sach as these, job challenge may lcad 1o stress.
_ According to Holroyd and Lazarus (1982:23), an individual's perception of the potential for a
situation to become a challenge’or a threat "invobves not only the judgment that a transaction

_ contains the potential for harm and the potential for mastery and gain but also the judgment

-\lhat this outcome can be influenced by the individual." These preceding comments suggest that

job challenge is both an objective description of the work suuauon as well as an ndlvndual S

-

subjective response to work demands.

Related Studi

Job challengg_an%l task characteristics. Cherniss (1980a:22) stated that
~ A person's work strongly influences her self - -esteem. . Individuals in our society tend to
measoze themselves by what they do. If their work is challenging and they are able 1
meet the challenge suecessf ully, self -esteem is enhanced.

\ Being‘able to accept the challenge contributes to self -esteem ,.and mediates job stress.

‘

.

€
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not only challenging, but may serve as 2 buffer to bufnout: "thé more .sense cf significance
individuals have in their work . . . the less likely they are to burn out.” According to Pines
(1981:345), factors contributing to challenge and helping to mitigate feekings of bqrnouf are a
sense of autonomy, vasiety of functions, and recognition and challenge from co- wgrkers and

supervisors. Pines (1981:338) cencluded that "burnout is almost always caused by a squ and

-

gradual process of daily grindings, by chrohic frustrations and stresses in the absence of
¢
challenge, significance and support.”.

Schuler (1980:197) described how the task characteristics of task skill variety,
autonomy, s:gmﬁcance _identity, and feedback were indicators of job challenge and were
associated with a "sense of responsnbslu), knowledge of results, and meaningf ulness.” Oldham

Hackman and Pearce (1976:395) identified the five task characteristics of variety,.autonomy,
. ¥
signifjcance, identity, and feedback as major components of job challenge among 201

employees in a large metropolitan bank in the United States.

A series of studies reve"dled the po§itive relationships among task characteristics, job
ciallenge, and ]Ob satisfaction. For mstance Hackman and Oldham's (1975) s;udy of 658

employees of 62 different jobs in seven orgamzauons in the east. southeast, and mndwest

”

United States found that increased Job satisfaction and job involvement were related to a task

lhal offered vanety autonomy, significance, feedback, and’identity. Rousseau's (1977) study

a

| of 201 employees in 13 manufacturmg companies in northern California identified task

characteristics as predictors of job satisfaction and as criteria of meaningfulness and needs

 fulfillment associated with the job. An examination of 2§ studies on the relationship between

job ‘characteristics and job satisfaction by Loher, Noe, Moeller and Fitzgerald (1985:286)
fOund a significant relationship between the vanables (r=.39). The authors (1985:286)

concluded that Lask ciag ',.e"sucs lead to ]obs which are "more challengmg mouvatmg. and

sausfymg to Lhe i -;-:' arad ‘on a study of‘ 370 employees in Department of Defense

orgamzp,tiona and .;"; v , Hendnx et al (1‘985'-196) revealed that goal clarity and

LR
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Job challenge and task complexity. Hall (1976), Hall. Schneider and Nygren (1970{ ‘
and Hackman and Oldham (1976) suggesied that increased job complexuy will increase
challenge and JOb involvement. However, Hackman and. Lawler's (1971) study of 208
employees and 62 supervisors of a telephone company in the eastern Umled States found that
increased jOb complexity may fMpad to confusnon and anxlely if the job does not samf\
high-order need strength. Beehr, Walsh and Taber (1976:42) claimed that "people with strong
high order needs are . . . more likely to derive satisfaction from performing well on chalicnging
tasks than are people with weaker higher order needs.” Oldham et al. (1976:402) suggested
that an employee must first perceive the jOb does not satisfy intrinsic needs before it beeomes ‘
dissatisfying, and before changes are 1mplememed to increase Lhe challenge of lhe job.

Gould (1979) measured the extent 19 which job complexity increased job challenge agd
involvement. Complexil; was defined by Gould (1979:221) as the extent to which the job
lacked repetitiveness, provided an opportunity for exercising independent judgment, ;nd
req:xircd creativity and originality in the performance of duties. Gould's (1979:2;1) study of
153 employees in a public aéency revealed job‘hallenge was positively related 1o job
performance and job satisfaction for the 30-44 year age group. Little relalionship existed
between complexity and satisfaction for older age groups who were not aspirihg for promotion,
~ but whose sausfacuon occurred from tenure and experience. Consnslem wnf:hesc findings,
Fisher and Gitelson (1983:326) claimed that "role perceptions may become clearer with greater
expcnence on the particular job." ‘ ‘. | L

Cox and Mackay (1981:105) maml;med that encouraging the use of skxlls and abilities’
'through job redesign programs will be effective in reducing job stress when the mdmdual
worker becomes responsible for achxevmg optimum fit for himself . . . between lhe demends of
'Ins Job hxs skills and his needs.” A more complex job may adversely inl luence inoividual'-
peroopuons of challenge, and mitigate feelings of job satisfaction. Cox and Mackay (1981 106)
suggeéted "an individual's skills may often fail to match the demands imposed by a oéw job."

T e

- - i )
Similarly, Kas! (1979:29) mentioned that job enrichment will contribute to job satisfaction
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only when the job context complements enwployee skills and fulfills the intrinsic needs of :

cmployecs; Staw and Ross (1985:478) maintained that individual dispositional characteristics

influence the degree to which job redesign efforts successfully affect attitudes to work.

A

Job challenge and job satisfaction. Hackman and Lawler (1971) proposed that

meaningfulness and responsibility are psychologncal states that medlate the relationship between

perceived job characteristics and job satisfaction. Herrick (1972), Lawler and Hall (1970). and

Quinn and Sheppard (1974) denmogstrated the importance of j@b challenge as a factor in jpb

_satisfaction. Schuler (1980:204) stated that "individuals experience job satisfaction and job

involvement with more of the task characteristics . ... referred to as variety, significance,
autonomy, féedback. and identity.” Each of these task characteristics has been identif icd‘ as a
cbmributor to job challengei | ‘

A survey of 1515 workers in the United States by Quinr“lk and Staines (1979:303)
reyealed a positive correlation between job challenge and job satisfaction. Sheppard and
Herrick (l972’.xiii) suggested that "the work itself" is a major contributor to job satisfaction,
and that a job which.lacks challenge may cause workers 1o -"rebel at the lack of variety,
autonomy, and challenge.” Their (1972:12) study of 1462 employees in blue- and ;white.-collar
occupations in the United States found that lack of challenge was: related to a "scarcity of
meaningful and salis&yégé wdrk." A study by Forbes and Barrett (1978) of 100 male

e " ‘
psychology students from the University of Akron indicated that the direction and shape of the

relationship between abilities and satisfaction depends upon how routine or demanding the

work tasks are. They (1978:194) reported a negative relationship betwee;! abilities and -job
satis 'glion on routine tasks.

kY {?'Thc sludy by Walsh et al. (1980) of 957 employees of a large manufacturing company
rgfaled that challenge was a major predictor of job satisfaction. Further, the authors
(1980:255) revealed that job challenge was rglated to role” clarity as an intervening

psychological variable. The authors (1981:266) concluded that "clarity miy be essential to the

development of individua%gs of growth and challenge in the job.” Beehr et al. (1976:41)
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claimed that "challénging wqu' increases intrinsic rewards to be gained from successful

performance.”

Job_chaiienge, stress, and burnout. Even though research indicates an inverse

relationship between job challenge and stress, few studjes indicate clearly the degree to which
job challenge predicts burnout. For instance, Sales' (1970:593) study of 73 malc .psychology
undergraduate students from the Unive'rsily of Michigan found that role underload often
resulled in boring, routinized. and unrelated activities. Pines ct- al. (1981:67) asserted that
work related ledmm and routinization as indicators of job chﬂengc arc related o job
dissatisfaction, { rustrauon and burnout. Jackofsky and Peters (1983 47) revcaled that lack ol
job challenge influences levels of job sausfacuon, while Veninga and Spradley (1981:14)
contended that lack of challenge and routinization of tasks le;ad to "the stress of
understimulation.” |

In comparison, Beehr (1976:39) sugge;led that enriching the job characteristics of .
amonomy and utilizing individual abilities and skills may redu'ce job stress, a beliel consistent
with research by Karasek (197§); A survey by Karasek {1979:303) of the job design pauc‘rns
of Sweden and the United States‘indic.ated that the increased opportunities for workers to usc
their skills and to make decisions én the job were related to decreased job strain and
depression, and increased j'ob satisfaction. ”

The reasonable assumption 1o draw from these and other studies (¢.g., Hackman and
Oldham 1976: Howard et al., 1978; Randolph and Posner, 1981) is thae if job challenge ls
related to stress, so 100 may it be related to burnout. In support of this assumption, Chermss
(1980a:273) study of 28 professionals from the fields of law, mental health medicine, nursing,
and’ teaching found that lack of job challenge contributed to stress, dissatisfaction, and
burnout. Cherniss (1980a:13) observea that for these professionals, "lack of variety and

challenge . . . and {lack of] intéllectual discovery in their jobs became yet one more strain

contributing to burnout.”
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Consistent with Cherniss’ (1980a.b) research, Pines (1982:194) stated that ';vaﬂelry in
the work environment enhances interest and challenge.” In effect, variety and challenge are
measu'res of much the same thing (¢.g., Oldham et al., 1976; Schuler, 1980). In her study of
294 psychology students and 2’7 pro(euional women, Pines (1982:195) revealed that variety
and burnout were ncgatjvcly.correlaled (r= -.35 and 1="-.32, respectively). Based on these
findings, Pines (1982:210) suggested that maximizing challenge would contribute 10 a work
environment without burnout. )

Pines et al. (1981) also examined the relalionships“among various job chara;teristics
‘indicative of job ’challengc, and burpout. Their (1981:214) four year sutvey of 3916 students
and profc’ssionals in hum#n service delivery occﬁphions revealed that variety, autonomy,
significance, and feedback were negatively correlated \&ilh burnout. Maslach and Jackson
(1981b:107) in two separate studies involving 91 social service and mental health workers, and
180 nurses, social service and mental health workers revealed similar negative correlations
between feedback, significance, megningfuiness, and burnout. !

These preceding studies indicate that job challenge may be a significant predictor of
burnout. Cherniss (1982:174) recommended that modifying jobs by increasing challenge "so

that the demands better match the workers' skills and interests” may be an appropriate

intervention strategy in burnout prevention.

Summary

The research on job challenge has been presented as it relates to burnout and other
variables. Research findings revealed that job challenge is related to role clarity and job
satisfaction, and is a potential source of burnout. This study examined the extent to which job

challenge was a significant predictor of burnout among school teachers and administrators.



F. JOB SATISFACTION

Job satisfaction was the third vamﬁle examined in this study to determine the degree 10
which il was a significant predictor of burnout, as outlined in the conceptual framework to the
study. The following review of the theory and research explores several definitions of job

L 4

satisfaction and examines its relationship to burnout.

W‘m -
- .
.

Locke (1969:314) maintained that "job satisfaction and dissatisf action are 5: . complci

- emotional reactions to the job." According lo. Locke (1969:316). job satisfaction "is the

pleasurable .cmOlionaI state resulting from the appraisal of one's job values, where values are |
"that which one acts to gain or keep.” Locke (1969:316) assericd that.the satisfaction an
individual obtains from a job is related to what one wants from lhc job and what the job i
capable of offering.

Consistent with Locke's (1969) definition of job satisfaction, Lawler and ‘Hall
(1970:311) contended that satisfaction "depends on the degree 10 which [the] job actually
provides the autonomy and growth experiences [the individual] feels it should.” Following the
notion of job satisfaction as an -af fective rcsponse‘ to a j(ib situation, Steers (1977:4‘1) calicd
satisfaction "the degree of feeling of contentment felt by a pi:rson toward an organizational role
or 'ob.” Scarpello and Campbell (1983:599) stated that job satisfaction 'occurs because of the
interaction between individual needs and orgam'g’ional roles. Satisfaction results when an
individual perceives the job provides the reqw‘a Bpportunitics for personal growth. From the
same perspective, Salancik and Pfeffer (1977:428) claimed job satisfaction results “from the
coricspondcnce between the needs of the individual and the characteristics of the job situation .

.. Jobs whiZh fulfill a person's needs are satisfying, those that do not are not satisfying.” In

their social information processing model of job satisfaction, Salancik and Pfeffer (1978:226)

4

" suggested that individuals' perceptions of their abilities in handling the requirement of the job

influence their levels of job satisfaction.

(9
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Locke (1969: 309) mqnmnga that the determinapts b salisfat'uon may. lic in the
A
job itself annuc vm.l) in L‘L"gr s mind (su“ tive view), of in the interaction between

the worker ‘and his w&k environ t (mtenctlomst view). He (1976:1302) identif’ jed these ¥

causes of job satisf action as process and content theories of job satisfaction. Process thefries
propose that job satisfaction is an emotional state resulting from the perccptlon of the job

fulfilling one's job values. These theories are subjectively based. Content theories of job

satisfaction focus on particular job conditions condlfive'\o satisfaction, anﬂ are objectively .

\)
‘e s

based.

The intrinsic, content view of job satisfaction is equated with the concept of need

i

(Locke, 1969:320). The Mot:tor-l-lysicne (or two-factor) theory by Herzberg, Mausner anq

npie of this perspective. Research on job satisfaction f rg;m the -

N i &
intrinsic f ramcwork includes that by Ewen, Smith, Hulin and Locke (1976); Schneider and .
« N

Locke (1971) and Sergiovanni (1967). . e

Yo

Snyderman (1959) is a key ex

The subjective, process view of job satisfaction, accordmg 10 Locke weshrzo)
equated with the concept of value. Although. values are acquired rathet Lhan mnate aad needs

are objective requirements for the survival of the individual, the two coaccpts are oflen

confused. Locke (1976:1304) maintained that need theorists* guch as Lbfquxst and Baxns

- e v

(1969) and Porter (1961) "use [the word 'need’] as if it were synonymous \mh value.”

W

Research on job satisfaction from the sub)ecuve view includes that by Bacharach imd Mm:heil

!"‘ .’
i-

(1983). Beehr et al_, (1976), and Vroom (1964). S
The mtmcudmst view of job satisfaction refers to the mmacuon hemeen the
individual and the environment. The theory of facet sausfacuon by Lawler (1973 74- 77) xs a.
key example of this perspective. According to the theory of f aoel satisf acuon JOb satisf’ acuon
is determined by the perceived ratio of what a perspn receives from a Job relauvc to his/her

inputs. Lawler (1973:62) asserted that it is important to understand the causes of job

satisfaction, because this satisfaction is an indication of the quality of life in orgénizan'ons.

-
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An appropriate definition of job satisfaction that tecognizes both the needs and values N
[V ; ’
of the jndividual, and the on¢ adopted for purposes of this study, was proposed by Locke

(1976:1342):

Job satisfaction may be viewed as the pleasurable emotional state resulung from the
perception of one's jbb fulfilling or allowing the f ulf iliment of one's important job
values, providing these values are compatible with one's needs. * -

‘In an interprela'tion of Locke's (1976) value theory of job satisfaction. Gunn and: Holdaway
(1985:4) stated mai job satisfaction is the result of an individual's perception of the job '
situation fulfilling one’s needs and values. |

’,

Work Var
~ Ronan (1970: 198) stated that the acluél work performed ;is the r;ma j& determinant of
job satjsfaction.” Goble (1976:30) mentioned that work could cuhcr cnhancc “human dignity
and satisfaction of the soul,” or could be a burdensome imposition. Tms belief that’ work 15
.a necessary component to self -esteem and satisf action is an undcrlying theme in stress rescarch.
For example, Ivancevich and Matteson (1980: 17) claimed that "many people find a substantial
portion of their satisfaction and 1denmy in their work,” and Selye (1974:81) asserted that
"work is a biological necessity” which providcs for enjoyment and a sense of achievement.
Matteson and lvancevich (1982:1'2) proposed that eustress and job chaliengé interacted to
produce job satisfaction. |
Researchers have found relationships amoné various individual and éorginiutionél
characteristics as contributing to job satisfaction, and as listed below.
1. Increased age. Porter Qnd Lawler (1968). Rottier, Kelly and Tomhave (19{53) and -
Wild and Dawson (1976) illus.trated thét older managers and teachers were more dissatisfied
with their work. Anderson and Iwanicki (1984f"and Miskel (1973) found that youngcr
educators were more dissatisfied with work wtﬁ failed to fulfil} higher esteem needs.
| 2. Sex. Chapman (1983) and Korman (1971) showed that sex had no significalzt
impact on job satisfaction. Studies by Holddway (1978a,b). Lawler (1971), and Rottier et al.

/_.\_/ : ' . {‘:

\ -
\
N
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. _ (1983) revealed f emales gene/y wer&more satisfied than males for doing the same work.

1
3. Admlmstrauve experience. Owerall JOb satisfaction appears to increase wnh the

~ length of service (e.g., Buchanan. 1974. Gunn, 1984; Schein, 1971; Van Mannen and Katz,
1976). . \ |

- 4 Opgaii. zational svﬁ\t Hall (1972) Harris (1984), and Hassen (1976) found that

« smaller organizations and work units were more likely 10 foster employee sausfacuon
LN R

5. Teaching assignment. Holdawa§\(19 a:‘76) reported that of the 686 teachers from '

. : ) -
a sample of 801.in Alkerta who stated their Mhajor teaching assignment was consistent with theiy
. ' \ a co oy,
Lraining and experience, 8#percent expressed overall satisfaction.
. [4

»

. 6. Recognition by super- and subordinates. Chapman (1983)7 Farber (1984a),
Holdaway (1978b), and Litt and Turk (1985) found ttat lack of recognition frb;n” suoervisors

was related 1o job dissatisfactioh among teachers. Friesen, Holdaway and Rice (1981, 1983)

[

reported sense of accomphshment and mterpersonal relationships as sources of satisf. a%xon fof

\ 2 4”*
o~ . . principals. Gunn (1984), Rice (1978) and Wolcott (1973) \{evealed that prmcxpal teacher
1

. . : . , . ‘ - B
mleractnons‘ contributed to ]Ob sausf action in principals. . » . -

Related Studies S Ty

Job Sh;sf acuon of educa!ors Holdaway's (1978b:32) study of 801 teachers in Alberta
rev»nled pthe primacy of achievement and recognmon as sources of teacher sau;t"acuon' v
Chapman (1983:45) corroborated these fmdmgs, clal:mng that more satisfied teachers assign
more importance to recognmon by admlmstrators while - less sansfied teachers assign more

W value to recognmon by peefs. Further in a study of 74 secondary school administrators f rom A
*25 schools in Chicago, Schmidt (1976:81) revealed admrmstrators mdncated Lhat recognition
and achievement motivated them to hft their performance levels. The stu'dy by Fnesen el al. ‘
(1983: 52) of 327 schoor pnm)als in Albena found the mam sources of sansfactnon for many

- of the pnnmpals memerpersonal relanonshfps sense of achievement. responsnbxh;,y and

autonomy. Sources of dnszausfyuop.were admrm_s(ranon and pohcres,. work load, financial

A
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constraints, public oplmon and stress. Aspects of the work :denuﬁed aﬂoth sources of

“ 5 »

satisfaction and sources of dissansfaction included relauonshlps with teachcrs sense of
responsibility, autonomy, student attitudes, job challenge, and relationships with parents.

i Based on these [ indihgs Ffiesen et al, (1983'55) concluded "the main sources of satisf: ac.lion

- of pmkxpals a%r % be mumsxc i0-nature a.s comparcd with the dxssmsf iers which are‘"

mamly oﬂ{"msnc & ” o - '.. o '

»
Anderson and Iwanicki (1984):_s-ludied the relationship between job satisfaction and
’ € ’ -~ ' .
burnout for 375 teachers in Hartford, Connecticut. Their study revealed that the need
. deficiencies of teachers had increased significantly, indicating that teachers felt less secure in

~and satisfied with their jobs. The authors (1984:138) concluded that fulfillment of the

intrinsic needs of esteem and self-actualization accounted for greater job satisfaction, while -

their lack of fulfiliment led to greater de.grees of burnout. ’
‘Cha¥man (1983:40)’isolated three factors he claimed contributed to the declining Job

(2) there is an increasing negative public opigion of teachers, and (3) 1cachers Jlack career

motivation. Chapman (1983:49) suggested that administrators shoullg become more aware of

J Ethe pressures encountered by Atheir.slaff ., and of their personal influence on the carees

satisbaction of teachers. Similarl?i Litt and Turk (1‘985:184} contended that "much cag be

~ - . . : \
gained in terms of reductiorr of teacher stress by findingaways 10 jmprove teacher-admu#slralor

.
~

relauomhnps and by making principals moge aware of th@ln leachers concerns.” Welch et al.
- ks

(198? G) idemified the lack_ of. sufﬁcxent trgjung in humadn’ relauons skllls 5!' a major cause of

job dxssausfacuon stress and~t.umout among principals. \
~ Other condmens‘ \ ‘H,butm’ﬁ tp job ’dxssausfacuon among educalors incluge (l)
& 4 o

L uncertamty conbprmng chlql' ‘pmnuwge g.. Pierson and Archambault, 1984), (2) the

growth of inf;’gnzﬂ an‘exterypl‘ixesshre groups (e. g. G}abta 1981; Turk and Litt, 1981) (3)

mcreased expectations and wex*» load (e. g%Ratsoy and Friesen, 1985; Welch et al., 198-2

Williams, 1981), (4) vague JOb desoqpuons (e.g.. Keith, 1979), 35) reduccd derision -making

v ¢
(3

-t

ya - : - _ R

% satisfaction of teac!ers: (1) media coverage has diminished the status and resgg of teachers,
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(c.g., Lortie, 1975), and (6) tedium, repetition, and lack of work stimulation ée.g., Meier and
Davns 1982). L . &

Holdaway (1978b: 45) recommended lhal consxderauon should .. . be given by
researchers to some of the cortelates of facet satisfaction,” where facet sausfaclion represents
sausfacuon with specific aspects of the work. Identifying those aspects’ of the jo® Wthh
account for greater levels of satisfaction may help 1mprove the performance of educator;; and
so reduce the increasing incidence of stress and burnoul in educauon.

A4
KAl

Job satisfaction a_fld job challenge. Job challenge has been shown to be a potential

contributor 1o job satisfaction, an® a modera(or of burnout. For instance, Pings et al.

(198]: 154) stated that "the lack of a real opportunity for self “actualization No\me
hf e waislgmf icantly refated to ledlum and burnout.” In a sludy of S2 ¢ ployees Qf a lafge

w— ‘,,

organization, the authors (1981 67) found that "tedium increased as many job sausfacuon
measures decreaﬁ'd " Similarly, Heifetz and Bersani (1983:60) claimed that bored&m resulung
from lack of challer;gecan lead to burnout. for then the professional’s grox;th is at a standstill.
Vroom (1964:101) associated the opportumly to use one's abilities in a challenging job with the
. satisfaction of self -actualization needs Sxmxlarly Lawler (1973 158) co’ded that if a jOb is
challenging, xmrmsncally rewarding, and clearly defined, "the more likely {an mdmdual] will be
to obtain higher-order need satisfagpion.” In compagison, Gmelch (1977:51) contende:l that
"when )obs become bormg and ugn’:t:allengmg work performance arid efféctiveness may”

‘suffer. As Gupta's’ (1981 121) stully of 25 teachers m three Jumor hlgh schools in the

southwest Umled States reveale& job dissatisfaction and boredom were “significantly related

=51 Pines et al. (1981: 35) maintained that boredom and decreased AR challenge

contributefito burnout: ' Co e
- / " ( &
[PJeople barn out notpnly from bemg overstressed Wth a great deal of work to do,”
but thef can also burn oput 'from being underchallenged, from having less to do than

they have trammg 10 do: from not really feeling well utilized.
lﬁ%‘ \
- iy .
3y
%

% . .
. . . R
3 ) ,
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Job satisfaction and stress. The research suggests that seme stress is necessary in our

lives. However, if §1r§ss becomesdntense and incessant, some dccremems’in work performance
and satisfaction are likely to occur. Herzberg et 'a‘l. (1959) and Kornhaqscr (1974) contended
_ that gratifications and deprivations arising from the job may be important determinants of
employee work adjustment and mental health. Moe (1979) and Scrivens (1979) assefted that
the failure to fulfill personal needs can lead'to jovb dissatisfaction, ~and mcnuﬂ and physicai

]

stress. Korman's (1971) three separale studies of 202, ‘%Oand 91 undergradualc students

'7‘
_ emotional conditio f ammety, [rvsiration, and aggressiveness were r€

enrolled in three’ dlf ferem umversmes in the New York metropohlan area mdlnﬁal lh‘:
t

o job
dissatisfaction. ' , " .

. Kyriacou and Sutcliffe (1978a:5) asserted that high job dissatisfaction is a
psychological response correlate of teacher stress. However, Burke (1976) conl;ﬁded that some

types of occupational stress are positively related to_job satisfaction. From a study of 228

. & : \ Lo .
engineers and ageountants, Burke (1976:239) revealed that positive occupational stresses arc

associated with a challenging job, high organizational expectations, and’the ability of the

individual to meet the demands of the task. Potential su¥ssors are copverted into motivators
. K & .

by the employee able to cope with the situation. Burke (1976:243) asserted that the individual

- S <

Who volumaruy takes on increased job demands and presdures actualjy works harder toward

higher goals and derives greater satisfaction f rom the work experience.

=

Similar to Burke's (1976) findings, Seiler and Pearson ( 1983\} found that jo’

satisfaction. and work -Stress were posm\(ely related. In a study of 164 accounung facully

members of higher education institutions from 41 states in the _United States, . Seiler and -

Pearson (1984‘:313) revealed that emgloyees who were pore satisfied with their jobs were more

likely to be assertive, idealistic, goal oriented, and wogkaholics, and more prone to higher levels

of stress. Consistent with these findings, Melép¥% sand de Guz.méri (1983:36) stated that
. . . ) - ‘?: PN N . . B
"when stress is functional, it can act as a stimulus to growth . . . If a person responds to this

A

stimulus, bhe grows and thus gains job satisfaction.”

L N
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J that overall Jobksausfactnon was a _predmor of burnout, althaugh less than six percent of the:

SN I .
bﬁlalionship with work stress is inconcl#$ive and in need of clarifica

65

N
_ * In contrast Buck (1972) and Pines et al. (1981) maintained that lowcr job sau;facuon
was positively relatcd to mcreased stress. The study by Buck (1972) of 36 manager&
employces in a manufacturing compa.ny in New York State found that job pressure (fe
work -related stress) and job sausfacuon were negatively related. Buck (1972:50) concluded
that "maﬁagers who worked under pressure were less likely to report being satisfied with theis
jobég" Similarly, Howard ‘e't- al. (1978 :Mp-contended that "job satisfaction . . . is about the
most effective antidote to job-related stress.” Friesen et al. (1981:4) asserted that because a
prir;cipal's time is chiefly 'ccﬁcenied with "communicating, managing time, manqginé ision
making, and managing stress,” job satisfactipg may be enhanced by successful handling of
these situaiffhs.  * : *
Based gn conflicting evidence from research on stfess.and job satisfaction, Arvey,

-

Dewhirst and Boling (197@ and Keller (1975) stated that research satisf‘agtion and its

L]

. [
- ~ - far & ;

Job satisfaction and : burnout . Accordmg to Sexler and Pearson (1984:302),

.

relationship belwe‘en 'vj‘ob s:nishctioh and burnout ldcks adequate empirical venﬁcauon
Sweeney (1981:103) mamuunpd %’further research“should explpre the influence of personal
and situational variables on the relatlonshlp between job satisfaction and bumout Meier
(1984:218) stated that the Lask of clarlfymg the relauonshnp between. Jop,bsatlsga%n and’

‘- R

bumout "lies ahead.”

Maslach and Jackson s (1981b:109) study of 91 socnal scmcc (md memal health °

14

workers revcaled that job satisfaction had moderay negauve correlauons with both Emotional

Exhausuon (r— .23, p<.05) and i)tpersonahzauon (r -.22, p<.02) as well as a shghtls, .

positive correlauon with Personal Accomphshment (r=17, p<.06). These findings indicat

variance in any bumout sub- scale was aceounted for by these correlaﬁons

»

Other research f mdmgs dlust.rate the 'rclanonshxp between job satisfaction ‘and burnout.

For instance, Andenon and lynmch (1984: LQSJ.;uted that teachers are strugghng to find job

¢

1
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saiisfaction through fulfiliment of their pxofeﬁsional“rolw." Their (1984:128) study of ’
teachers in Connecticut found that lack of fulfiliment of higher-order needs was rejategd 1o

increased levels of burnoui.dlln a sudy of 553 social workers in the United States, Jayaratne

'and Chess (1983:13'7) f Ound that job satisfaction was more significantly related to burnout

than were role ambiguity, role conflict, and work load. Job challenge was a s_ignifica’m
. of. Depersonalization burnout, and the lack of prdmo;iorfal opportunities was the
ctor of Emotional Exhaustion burnout. m‘is sludy" of 272 school principais in
~ '6tia. MacPherson (1985:221) found that "the personal. accompﬁshmem asy;ccl of
b’v‘noﬁtr was the one al:ea that appeared* to. reflec} ak feeling of distress among school

principals.” MacPherson (1"85:234) suggesle? that higﬁer levels of Pégeonal x‘o‘b'hplishmcnl

. burnout at later career stages may be an indication of a lack of challenge in and satisfaction

with-the job. From a study of 115 school counsclors.'Conway (1984) illustrated that burnout

was Telated to overload, role conflict, job satisfaction, job stress, and support and clarity of
. -

 client expectations. .« : . ‘ . ' .

Through a grounded theory appro:{ch in the collection of data, Blase (1982:95-100)

" outlined the rélationships among work ‘sétisfactig."in\‘vmvemem. mativation, effort, rewards,

. F
chingjl resources, and teacher burnout. His study of 49 school -based personnel in -New York

+

State revealed that low levels of work motivation and involvement were related to low levels of

(3

job satisfaction. Increased j. satisfaction lessened the propensity to busn out among teachers.

Summary -
The research on job satisfaction has been presented as it relates to burnout and other
variables associatéd with job satisfaction and burnout. In general, research findings p@im toa

ls N . .
negative relationship between job satisfaction afd bvm@liowe_ycr. the -existence of this

-

relzifionship has not been fully documented ‘for educators. * This study examined the extent to

which job satisf action was a prgdictor of burnout among school -Lbased educators.
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L ' G.SUMMARY S »

A review of the literature and research in relation to (1) stress, (2) burnout, (3) role

"
clamy (4) Job“gllenge and (5) job satisfaction has identified variables that were found to

be relaled to burnouv. Ho’zeve;_lhe ‘Teview alsoﬂevﬁed a number of areas in further need of

research, and quesuons aboﬂremonshxps n vanables ln pamcu* study of the
rBﬁ?

relationship of bumdut to sueh vanables»as qlamy JOb cballengei and job satisf acuon wag

s T e w«w

.,proo(;Sed . : U ,”_

. The nature of burnoul and its relauonshrp to stress appear 10 be areas in need of

further study. Arising from this need is the recommendation that future research should more

fully examinf lhedegree of burnout among educators at different levels and in different

positions of organizational responsibility.
* .

The extent to which burnout among educators isL related to role clarity, job challenge,

' job sausfa(:uon isa relalrvely new area of fesearch. Even thougha number of sludr.

" furtherstudy. . . -~

looked at these relationships, they have not indicated the extent of these relationships among

. educators.

i

" While the literature and researca ﬂ ave docume the rélationship between role clarity

and work stress for varrous occupational gro pmcal evrdcnge of the relationship

between role tlarity and burnout exists, specif’ rcally ag this relationship occtm in an educational *

context, ‘. .
‘ ‘e .A‘ '

. ) S .
- Research findings indicate that job cﬁ llenge is related 10° job satigfaction and role
- "‘ . - /\\ N

clarity. However, the relationship between job'c allenge and burnout is unclear and in need of

1 : / : ¢
v

o -
4 \

Research reveals that the relationship between job satisfaction and burnout has
. e e ‘ ‘

delimited fo an examination of overall job satisf action or satisfaction with higher-order.
as predrctors of burnout This study explored the extent to which mdmdual factors of job

AJ

satisfaction were signifi icant predrclors of burnout among school teachers and administrators.
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,admlmstrators and- to examine the extent to which job sausfacugg rolc clarity, ahg i’r
] ‘ “ "
challenge were statistically significant predictors of bumout. ' ‘:' Sl ' ’ e
.o L ., ' ‘o .-
. v "
, . . ‘ o ’
w0 ‘ . e 14. » ‘
Spectfi tive . T
. . ! ,
Five objectives were established to fulfill these purposes: ‘0 “ ‘h‘
* L 2
1. To describe the nature of burnout among‘teachers; | » - RO
. 2. To describe the\aature of burnout among admlmsualors; * -
¢

. N : '
 Chapter Il \
RESEARCH DESIGN AND METHOD&,OG\

Q

‘ ¥
This chapter is divided into three major sections: ‘(1) rescarch design, (2) rescarch

The major purposes of the study were to describe the nature of burnout among teacher

and school -based administrators 1o explore the gl'ferences in. burnout between leachcrs @}’ '

y

To analyse dif’ ferencé’s in burnout between teachers and admm:strators >

slaustxcall¥ significant predictors of bdrnout among tefchers, and to cxammc aspects

~ of the job personally identified«by teachers as major conmbuu?‘ to feelings and

_ attitudes ref:i‘esemative of burnout as defined by Masfach and Jackson (198la:1); and

To describe the gxtent to which job satisfaction, role clarity, and job challenge were
statistically significant predictors of burnout among administrators, and to examine
vaspects of the job personally identified by administrators as major contributors to

feelings and attitudes repre§enmive of burnout.

Vo » 68
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. To descnbe the extcn\o which job satisfaction, role clamy and ]Ob challgnge were A



rigorous testing of hypotheses.” ~ ’

The study was both exploratory and descri;;tive in nature. Kerling&r (1967:388) stated
that exploratory analysis intends "t over significant variables.in the field situation, (o

A
discover relations among variables, and to lay the groundwork for later, r&re systengc and

According to Williams (1979:9).\1he key feature in de;criptive research "is that some
existing situaw is being studied,” wiz’ inten_ﬁéin 1o observe and definé the characteristics
of the situation. *iz, Jahoda, Deutsch and Cog& (1959:50) stated that a descriptive sttJls

oo : ,

designed to l . | '
portray accurately the characteristics of a particular individual, situation, or group . .
. [and] to determine the frequency with which something occurs or with which it is

associated with something else.
' e

The'prescm study was éxploréfo?? as it was desigged to gain new insights into (1) the

nature of burnout among teachers and school- based administratfrs in a system-wide survey of
¢ . s ‘

an urban_separate school district, (2) teachers' and administrators’ perceptions of job

satisfaction, role clarity, and job challenge, and (3) aspects of the job personally identified by
the respondents as major contgibutors to f eelings and attitudes representative of burnout.
The study was'describtive ias it (1) provided as complete an understanding as possible

of the nature of bm among teachers and administrators, (2) examined teachers' and

ad‘ministntc;s' perceptions of job satisfaction, role clgfity, d job challesfe, and (3

. s

described and exami s of the job personally j ntifiéd by the respondents as major
M o . .

contributors to feelinks and attitudes representative of burnout. ) .

3 ! -

Research Problems
The major purposes of the study and the five specific objectives were addressed
- [ .

">

through an examination of five major research problems, and related® sub-broblem’s. The

following research problen‘xs were investigated :

-

v
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Research problem 1: burnout among teachers. The first objective of the study was 10

describe the nature of burnout in teachers. ' N

What is the nature of burnost among uacher.s and its relationship to selected background
variables? .

The following sub-problems were examined.

. 1.1. What is the nature of burnout among teachers, and how does it compare with the
establ:shed norms for each sub-scale of burnout?

1.2. What is the rela)onsh:p between burnout and the selected background variables of
“hers? ,

Research problem 2: burnout among adginistrgofs. The ‘second objective of u}: gudy

was to describe the nature of burnout in admfhistratcfrs o - 4

What is the nature of burnout among gdmmlslralors and us relauonshlp to selected
background varigbles? .

The following sub- problems were examined. '
. , ' ‘ S XY

2.1. What is the nature of burnowt among pdminislra:}rskand how does il compare with the

established norms for each sub-scale of burn

A
2

2, 2 :What is the relationship berwesﬂbumqa ‘and the selected background variables of

a!mmtstrators?
/

Research problem 3: differences in burnout between teachers and administrators. ThW

1

_third objeclivv the study was to examine differences in burnout between teachers and

administrators. * )
. '. 1]

What is the difference in the nature of burnqut-cetween teachers and admunistrators?
o~ .
The fojlpwing sub-problem was examined. |

‘ -
3 1. What isthe difference in the n‘!‘we of burnout between teachers ‘nd qdrti sm&
and how does it compame to bur nowt norms? A Ny

v ' ) \ >

5
]

_ Research problem 4: predictors of ) (mout for teachers. The fourth objective W{ the

study was to describe the extent to v'/hich job satisfaction, role clarity, and job challenge w
sngmflcam predictors of burnout among teachers, and to explore aspects of the job identified

by teachers as major comnbutors to feelings and amtudes reprcscnwtwc of burnout.

P 4
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7@ what extent ard job satis faction, role clarity and jpb challenge significant predictors of
' burnout in teachers. and how are they related to aspects of the Job contributing to burnout in

teachers?

O

The following sub-problems were examined.

4.1. To what extent are job salis factioh, role clarity, and job challenge significant predictors
of emotional exhaustion burnout in leachers? .

4.2. Which aspects of the job identified by teachers as contributing most to feelings of
overextension and exhaustion are related to the significant predictor(s) of emotional
exhaustion burnout? ’

4.3. To wlm’xxm are job satis faction, role clarity, and job challenge significant predictors
of depersonalization burnout in teachers? )

4.4. Which aspects of the job identified by teachers as contributing most to the development
of hegative attitudes and impersonal responses are related to the significant preflictor(s) of
depersonalization burnowut? ’

4.5. To what extent are_job salis faction, role clarity, and job challenge significant predictors .
of personal accomplishment burnout in teachers;

4.6. Which aspei:ts 6}' the job identified by teachers as contributing most to feelings of a
lack of personal accomplishment are related to the signi ficant predictor(s) of pgrsonal -~

- accomplisMment burnowt? .

. % .
N 1 # Y . . .
4 Research roblem S: predictors of burpout for administrators. The fifth objective of

P el S TP & Ay e

the study was to describe the extent to which job satisfaction, role clarity. and job challenge

. were significant predictors of burnout among administrators, and to explore aspects of the job
iV - -

identified by administrators a.s major coatributors to feelingj a’ld attitudes representative of

burnout. - , r _ .
To what extent are b satisfaction, role clarit Y, pb challenge si":liﬁcant predictors of
the job contributing to

burnout in administrators, and how are they related Yo aspects of

burhout in administrators?
o

The following sub-problems were investigated.

.

5.1. To'what extent are job sartsfa&lon,‘yole clarity, and pb\challenge significant predictors
of gmotlonal ean burnout in admitistrators? P : :

y i 5.2. Which aspects of the job iderfed by admiflistrators as contributthg most to Jeelings of
( -overextension and exhaustion are related to the significant predictor(s) of emotional
exhaustion burnout? ) : ,

5.3. To what extent are jpb satisfaction, role clagity, and job challenge significant -ﬁred(ctors
of depersonalization burnout in administrators?

o . .
L]
- : . -
4 ' - ' :
. ] “ ~
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5.4. Which aspecu‘bt Job Uc&ﬁd by ndmlnmrlors as codrhmng Sioﬂ 10 the
development of neg attitudes and impersonal responses are rclaudJo :Iu :unlﬁcam v
predictor( s) o f depersonalization burnowt?

- 5.5. To what extent are job satis faction, rolé clarity. and pb challen:e signi ﬂcam pmﬂclors
of personal accomplishment burnows in administrators?

5.6. Which aspects of the ,bb%tm fied by administralots as contributing most to feelings of

a lack of personal accomplishment are related to the significant predklor( s) of personal
accomplishment burnowt?

I3

The Sample |

This study was a system-wide survey of all school - based certiﬁcated.personncl‘in the
Edmonton Catholic School District. E'rghty~6ne sch'ools were involved. in this 'survvc_v.
repteseminé a total of 1,383 certifieated personnel. There were 786 returps for a return rate of
fifty-seven percent. Two rcspoudcms.chose to return the questionnaie Ltﬂhrough regulat mail® .
service. Four returns were received too late Sor inclusion in the data analysis. A f urﬂior‘g:
were deleted because they were incorhp{‘ in on‘c‘ or more? of vthe five sections of e
questionnair‘e,'leaving 763 usable returns, a return ré’fé"of fifty -five percent. The percentage
return rate for principgls was 82 perc,cm;'r;)r as‘sislanl pﬁ};cipals, it was 773;?&\ and for-

_ reachers, it was 52 percent. This represented an extrerhely good return rate f rom principals and

s - ) >
’” assistant principals, and a moderately-good return from teachers. Travers (1969:199) indicated
| ﬁiat &
i a questxonnaxfe of est to the recipient may be expected to show only a 20 per

cent return, even when con ftions are favorable. 1f nonrespondents are “contacted a
. second or third time, the return may be mcreased to 30 per cent. Only rarely does it ,
, reach the 40 per cent lewel.
The extent ® wmch the sample was representative of thc'po‘&%n is illustrated in Table 3.1.

As mdlcated “the chi- square value of 5.86 thh th;ec degrm of ﬂédom was not statistically /
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;. =Table 3.1

Pescentage !requnci Distributions of the
and' the Population by School Type

AN

73.

-y

Totals 1383

) Edmontpn Catholic Sample

L School District
School - Type b > % f %
'Kindemnenxjemgmm 513 1 36 e 46
Juaior Migh ‘ 605 . 437 . 308 - 40.5-
Senior _High : 226 16.3 109 143
Otber (K-7. K-8, 6-9) 39 2.9 27 3.6

100.0 760° 1000

*Three respondents fliiled to provide dawa on level of séh'od
: ~ ,

A

Chi-square = 5.86
Degrees of Fref@m = 3
p>.05
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_ _ The various sections of the questionnaire developed for this study, entitled "Job Sufvoy

Data for this study were collecled by means of a 72-igemh survev questionnaire that was

~ delivered to all school-based cerufiﬁated personnel in the bdmonlon Catholic School District.

Borg and Gall (1983:404) referred 10 survey research‘?‘as "a method of systematic dua'
collection.” -In particular, asserted‘the authars (1983:415), “the questiepnaire can-be a very
valuableﬂ reeearch %ool in education.” Consequemly. .the ﬁmslionnair‘e survey method was
cf}osen for collection of data as it is convenient, cast eff iciem. and comprehensive. Apact from

preserving anonymity, the questionnaire ormalzalso allpws respondents the freedom 1o answer

.questions in private, and without influence from reswchcr bi;s.. The‘qucstionnaire used in this
study encouraged each respondent to answer both (1) a closed item, al.lcmalivc J.csponsc set,
and (2) an open-response section. Mouly (1978:192) stated that l]here may be some
advantages in ﬁaving both types of response formats in ‘any given questiom?aire*

The closed questionnaire generally makes for grealer coverage, ;noul;kel\ relums and
more systematic tabulation. On the other hand, there may be a need f of the
respondent to clarify his position with regard.to some of the'items. and it is generall)
advisable to include an open question or two for general reaction or comment at the
end of . . . the closed questionnaire. ,

/

-
for Educational Personnel,” relate to (1) Selected Background Information, (2)/ Job

Satisfaction, (3) Role Clarity and Job Challenge (Job Charactensues) (4) Bumoul (Mew of

Your Job), and (5) Personal Comments. A copy of the questionnaire is included in /Appendlx
A. - s / - N

- /

Three quesuons in the quemonnanre are open ended where educators Vwere asked 10

'ndenufy two factors of the job which contnbuted most to' (l) feehr:gs gs of overextension and
exhausuon (2) the development of negative attjtudes and lmpersoml responses towards chents
and (3) feelings of a lack of personal mordphshmcnt on the ]Ob These quesuons werg
denved from the defi 1muon of burnout by Maslach and Jackson (l§81a b). { s

- t
.

- . .
«
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The three open cnded questions were mtended to supplemcm the quanuuuvc data
| 3Tumer (1981 243). stated that thh quamnauvc and quahtauve techmqucs can be usca m a
complememary fashnon Jick (1979 603: 604) asserted lhal the comhmauon or bath

.-_quanmauye.and quahlavuve, rescarch methodologies Js a form of lnangulanon. becgusc lhns
: . ) | - > . . o
combination can . ' '
B capture a more complete, holistic, and contextual poftraval of the unit(s) under study
. the use, of multiple. measures may als@ »uncover some - unique variance which
otherwnse may have been neglected by smgle methods.

'

‘Ina repon of teacher ref’lecuons on classroom life, Holh (1983:5) maintained lhal

writing about work expenences is a powerful 100l for several reasons:

1.  Writing is a way to caplure events which wowld haye gone unexamined .
2. Writing is g vehicle for sharing
J. Writing nkmates thought and takes time. It pro'vndcs a pausc for rqf lection as a

means to gain perspective.
4. ttisa means for clarifying [an cducalor | assumpuons and phllOSOphy
5. . Writing takes discipline and hard work, but [educators] who persevere seem able to cut .-
through much of the superﬁcnahly of teaching [and admmnstrauon] $0 as 1o cxplore
the meaning of what it is they do.

6. Writing ultimately “is a way (o experience events. 1o ‘become aware of what is’
happemng as'it happens

rmi jon to Condu t he R
PErmission to conduct fhe research was obtained from several sources:
1, The Research and Test Coordinator, Egmémon Catholic School District;
2. The Superintendent of Schools, Edmonton Catholic School District;
3. The Division of Field Services, tﬁe University of Alberta; and

~ ~
4. The Department of Educational Administration Research Ethics Review Commiltee,

{

the University of Alberta. ] ' ‘ : J\\

The researcher indicated to all respondents that strict ano;iymi'ty and confidentiality of:
- Tesponses were assured. Further, the findings were made available to school-based staff -

- members ianIved in the study.
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Penmwon to conducl a system wtde su:vey,of all s¢hool~based oeruf lcated person,nel

in the Edmonton Cathollc School Dlsmct was reoeived from the supenntendent of schools and‘

the ReSearch and Test Coordmatqr the Dgpartment of Student Servnees MOnton Cathohc

School - DlslrlCl The quesuonnatres were defivered to each ;chool through the Edmonton

>‘

Catholic School Dtstnct 8 oentral marlrng servroe\ and were returned to oentral offlce overa .-

; penod of ﬂtree weeks throttgh the same semce Reapo:rdents were requested to complete the

principal, assrstant prmcrpal teaoher or school

_ quesuonnarre and retun} ll to central ofﬁce ‘in the attached retu'rn envelope addressed 1Q, the
Reseaych a.nd Test Coordmator of the drstnet Respondents Were guaranteed anonymxty and ,

. cpnf tdenualtty in the reporung of’ fmdmgs\ wrth no meation bemg made of hny mdtvadual “ :

o

\

A total of 1,500 quest‘lonnalres each with an attaohed retum addressed*envelope and a

l

coverinig letter explammg the purpose of the study were sorted accordmg 10 stal‘l‘ srze l'or each

school Packages of qucstronnatres were dellvered 10 thetr appropmate school m the dtstnct '

P
during’ the fmal week ‘of September 1985. Prtncmpls m each school were requested o

“distribute the quesuonnatre 1o all certll'lcated staff members Pnnctpals and all certrftcated

staff members were asked Lo complete the questlonnalre “place'it in the attached envelope 'and '

" 10 seal and mail the envelope to central office through the dlS[!‘lCl sI.M.C: Dehvery servxce

»

» b

Af ollow up remmder letter was matled ta-each prmcrpal one wee after the delrvery ol‘ .
questionnaires to schools Thls letter requested -principals to remmd their Staf f to complete the.
’questlonnarre and return itto central of f\& if they had not alteady done $0. One week after the

remmder letter was malled each school pnnCtpal was contacted by. telephone. The phone calls '

were made to determme how many quesuonnarres had been completed and l’eturned
>

»

ln total, each eeruf icated member of staf f m‘ each school of the. Edmonton Catholic

School Dlstnct was dehvered (1) a questronnatre enmled "Job Survey for Eduutlonal

'\ Personnel "(2) a oovermg letter explamg: the purpose of the study. and (3)'an attdched ‘

envelope addreesed to the Reeearch and
7 '

L R

t Coordmator of the Edmonton Cathohc School 3,

*

e



- relauonshrps could not.be establlshed
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‘ Dlstnct ror return of ,the completed ques&onhatre A copy or the questlonnanre ls conulned in

Appendu A. ‘ Included in, Appendix B are coples of the notc requewns prﬁmpals 0 diunbute

the quesuonnarre to all oerurlcated suaf f members the covermg letter atuthed to each

)
- questtonnalre and the follow -up reminder letter o _ -

’ . . L& ~
Data Agalvsis .
As mdlcated prevrously the' nature of this study was descnptlve in the sense that it

K J
sought to rdenufy and describe the nature of burnout among teachers and admamstrators and

t

the relatrons‘hlps between burnout job satrsl' action, role clanty Job challenge and the selected

‘ background vambles ol' respondents Mcause the study was descnpuve cause and el'fe::/t’\

oo N . ' ‘:'J

' s ,
» The stud) was also exploratory in the sense that it attempted lo gain new msnghls mto'

“the nature of burnout among teachers and admlmstrators examrned drfferences in burnout
_between teachers and admmrstrators and exammed the extent to which JOb sattsfactron role '
. clanty. and job challenge were stgnrl'lcant predtctors of burnout for these educators
A Exploratory research of this - ‘nature”is significant because it lays the l'oundatron for future
studres on burnout, jOb satrsfacelon and job charactensttcs

Further both quantrtatwe and ’qualttatlve data ‘were collected for the purpose of

-

eprovrdrng more detailed descnptrons of factors assocrated with’ burnom among te#hers and oo .

admmlstrators.
Quantitative analxsl Descriptive statistical techmques such as ‘means, Standard : .

devratrons and frequencres were used. for the analysrs of the descriptive data Exploratory

~.

. statrstwal techmques such as correlatron analysrs muluple stepwrse lrnear regresston analysls

analysis of vanance factor analysrs and 1-lests were used 0 examme relauonshlps among ’/
research variables.

Accordmg to Williams (1979: 121) 'corr’elation ce characterlzee the exiSte‘nee ol' a

relatronslnp between variables. " The degree to wlnch Job sansfactnon role clanty. and job~
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cl\allen'e were eonrehted with each burnout sub-scale and with eech other was tndexed both by
" the magnitude of thenletioml\lp. and its direction. Wilkismg (1979: 122) stated upt magaithde

refers 10 the degree to which the variables vary. tdsethcr Direction refers to whether the

&

vanables vnry together (poeitrvely) or whether they. vary rnveraely (nesatrvely)

s Regresalon analysrs was used to-exarmne the extent to whlcg joh sausfactron. role :

clamy and job challenge were sratratreally d'nlfrcant predlctors of the crlterion varrable In

thrs study. the crrterion variable was repr’esented by the mtensrty sub- scales ol’ Empuonal,

Exhaystion, Depersonalrratlon and Personal Accomplls.hment bumout Weiss (1976 332) -

N

- outlmed that the lncrementel stepvnee procedure of multrple regressron works from the "bogom

up." In this proeedure ‘variables“ase added which hav«he tnshest relationship with the

" criterion varlable. as rndlcawd hy tllerr partial correlatrons wrth the cnterron ‘As vanables are

~ added the muluple correlatron rs recomputed at each step unnl the mcrements in the muluple ‘

correlatron coefl‘ rcrent ( R) become no longer statlstrcellysrnlf icant.
One -way ana]ysls of variance was “used 10 examrne statrsucally srgnifrcant drfferences
among sub-groups ol' teachers and admrmstrators classified by ‘selected background variables in

relation 10 each burnout sub-scale. A significance level of .05 was.'set‘for the various analyses_.

When the oné-way a‘nalysis of &rianoe provided an F ratio which was statistically sigm‘l icant-

beyond the 05 level the SchefTe procedure as outlined by Ferguson (l97l 271) was -used to

compare mdmdual suh goups rn an attempt to lor:ate differences which contrlbuted ‘to the
analysis of vanance result Becdause of the rrgorous nature of the Scheffé procedure, the

. significance level was. set at 10as suggesred by Ferguson (1971:2711).

Kerlmger (1967 650) stated 'th;t’(factor analysrs is a method for determrnlng the
number and nature of the underlymg vanables among large numbers of measures.” Factor
scorec are cornputed for each vanable These vanablee are subjected to a varimax (orthogonal)
rotation. Thrs rotauon locates smgle factors that account for the greatest nﬂmber of vanables

loadrng on these factors. In thrs study. factor- analyses were conducted of responses by teachers

* and administrators to the Maslach Burnout Inventory, the job satisfaction instrument, and the

o
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jol'l cluracterisues rnstrurnent These analym revealed that the flCtOl' solutlom “for Both !ht "

mmmmmmwmmw&mmmm
. educatronal personnel were srtnllar to the factor stnwmé ol‘ the onglnnl rnstrumenti A,

factors of job ssusfacuothmgether wlth the fectors of bumout and job characteristtcs were .
used for analysrs of data as they related © the research problems of (hrs study

The t tst was used to teSI l'or statrstically srgnlf icant drl‘ l‘erences in burnout between '

ﬁ L

- related ob;lectrve wa\,to identify sets of factors for the: job satlsr actron tnstrument These '

sub- groups of »teachers and admrmstrators classrfred by sex. and for differences ln burnout‘

between teachers and admxmstrators B - R

v oy -

Qt_tallgtﬁ gnslxsjs Three open ended respdnse questrons m the qnestlonnalre ,

~were asked 1o tdenub two aspects of the job: which contnbuted most” to (1) l'eehngs of

overextensron and exhaustron (2) the development of 'negative attrtudes and tmpersonal

responses, and (3) l‘eelmgs of a laclt of personal accomplrshment

A content analysrs was made of each open- -ended response category Accordmg to

' requtred categortutron on the basrs of the responses obtamed Teachers and admmrstrators y

Carnoy (1979 64) content analysrs is. used "when’ source matenal is used 1 complement some '

‘ other lnnd of data durrng an mqurry mto attrtudes Orlich (1978 47) stated that the most
crrtrcal problem of open-ended responses "is o tabulate the tnl'ormatron in a meamngl‘ ul,

' systemauc and objectrve manner To preserve ObJeCtIVlty. Orlrch (1978: 69) suggested that

In order to achreve these ob)ectrves all open -ended responses were coded by the researcher as

, well as by an rndependent coder Goodwin’ and G(*)dwm (1985:7) recommended that the

‘ open -ended’ responses be coded by at least two Judges thereby strengthemng relrabtlrty as well

tnter rater relrabrlrty may be calculated by drvrdrng the number of coding agreements between '

each coder by the number of eodmg agreements added to the number of codrng dxsagreements

The rnter rater rehabthty coefficients establrshed for coc{ng of the open-ended responses of

this study were as follows

1. -Feelings of overextension and exhaustion -- .88;
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v codmg ol‘ the data.

"
B 12 Nmtlve atrdtuduand lmpereonal relpomes - 83; and
Y an of o ek of peuanal emplhhm w
Theue feellnp and attitudeés represented |_mgn major amalysis categories.
sub utegorlea of the major analysis categories were generated by the researcher and the

“independentc“oder Yy '

The meéthod uud foncontent analyns of ‘the open-ended responses was slmilar to um
described by Bogdan and Blklen (1982:165-169). Open-ended responses were analysed in the
manner. reported belon‘, kY .

L All quesuonnarres were chosen for the content analys:s Bach questionnaire was

* humbered, and identified s a fesponse by a ‘teacher, principal, or aulstant principal.

' 2. Each set of open-ended responses in cach questionnaire was read twice, and lists of
st:b-categories of the three rnajor analysis categorles were created

3. Each sub- category was assngned a brief descriptor and code number.

4. The open-ended responses were read agam Umts of data were analysed to

determine their relévance to the ma jox analysis categorres and to the sub categones of the three

) major analysis categones A umt of data was either a smgle word an expressron a phrase, a

sentence, a paragraph or' more than one paragraph that related unamblguously to the -
descriptor of a sub -category. Addmonal sub -categories were created for units of data that
could not be classified into exxstmg sub- categones Parentheses wore placed around each unit.
of data. A respondent code number; a major category code number and a sub-category code

number were assrgned to each relevant unit of data.

S. A photocopy was made of each set of open -ended responses upbn completton of the

™

—

6. Each coded unit of data was cut from the photooopred wntten re!ponses The

master responses were retained for further referenoe Coded units of data were placed in

- identically coded ‘manila folders. A batch of manila folders was assigned to data from teachers,

another to data from administrators. When the assignment of all coded data to manila folders
.>\“‘/\~._ )
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was cdlnpletbd. erny particular marila folder corttelne’d;'\ell ‘the camments, descriptions, and
‘insights ¢f teachers-or adshintstrators to a particular sub-category=of one of the ttme major*

melysis utesOries S ; N '
\ 7. The contents of each manila f older were exemmed fora common descnptor and for

unqerlylng pettems and themes. If a sub-category was f ound to contam more than one theme

* then these themes became sub-categonutrons of the sub-category.

’ i
-

| o

Th’e f indings of the study ‘are. presente;l irt th‘q next f ive” chaptcrs "“Chd'pter 4 contains'a‘
' profile of the respoadents out'lln‘ing derams. of selected b‘ackgrourld vambles Iricluded in this
chapter are results of the f actor malysrs of each research rnstrurrte/nV

Results of analysis of d‘:o’n‘ the nature of burnout among " teacher's and its relauonshrp
o selected background varrables are presented in Chapter 5. |

Chapter 6 contams data and fi rndrngs ort the nature of burmout among admrmstrators
And its relatronshrp to selected background varrables lncltlded in thrs chapter are results of
t-tests conducted 1o ertamme; significant differences in bumout ‘bctﬂween teachers . and-
administrators. " : o= '

' Reeults of regression analyses used to examine tob what extent job satisfaction, role v
clarity, rtnd‘ job challenge were st'atlst_ic_ally lsignificant‘ predictortv”or bumdut for teachers are
presented in Chapter 7, together withudescriptions of work situatiorts teachers described as
contributing most to f eelings and attitudes representative.of burnout.

Results of regression analyses used to eiamlnc 10 what "‘extent job satisfaction, {ok’
°clarity.y and job challenge were statistically significant predictors of ._bumout'l' or administretors
ere presented in Chapter 8. lrtcluded_in ‘this chapter are deecriptions .of work situations -
administrators dmnbed as contrihutiné most to feelirrgs and’ at’\tudes represen_tftive of

%

. burnout.
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A summary of the findings s presented in Chapter 9. Included in this chapter are a
dhcuulon of the findings in relation to thg literature ‘and mrch conclustons, and
4* lmphcauomqge study f or future reeeerch and practice.

» C. RESEARCH INSTRUMSNTA

The Ouestionnaire

The. questionnaire used for coliection of data in this research consists of five sections,

-

v

each of which serves a specific purpose. . B
t e ‘ o -

§g; jop A: Bagkg;ound information. Thns section cousigts of quesnons related to the

selected background characteristics of the recpondems These fifteen charamensncs refer to
msnrron in school, sex, total number of years-as an educator, total number of years in current
position, total nurr\ber of years of \Edm‘i‘nist‘rativeeXperienee,-degree to which major teaching
aesignmerrt_ was consistent with trainrng. grade level taught, desire to leave school or education,
| desire 'fpr promo:.io'n. opportunities for promotion, f reduency of interesting work, overall work

stress, overall job satisfactioa,"grade prganization of thamschool, and size of school. -

.
1

| Seéu‘gn B: Job satisfaction. In this sectiqn of the questionnaire work-related sources

of satisfaction are listed. Teachers and administrators were asked to rate eech v(ork-related'

item. in response to the statement "In your present position, indicate how yoe feel ebem.eeeh
of these aspects.” A six-point scale measunng pereeirled levels of satisfaction encouragee""'-

| respondents to rate their satisfaction wrth each work-related item ori a range frorn zero (0) for

:'Dimtixfied to five (5) for "Extremely Satisfied.” The job satisfaction instrument includes

26 items, with overall job satisfection ecoounnng for an additional single, global rating.

According to Scarpello and Campbell (1983: 598) the "global rating of overall job satisfaction

is shown to be the most inclusive measure of overalt job satisfaction. "
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| Sestion C: Job charalefistics. 1 this section of the quessqnnaire fout items of role

clarity and two ltgms of job‘m are listed. fucﬂm' and administrators were n?d to

rate the extent to which role clarity and job challeii;e occurred on the job. Requma were
registered on a six-point gcale r&niina\frolm’ z'ro (0) for "Never” to five (5) for "Always."

This instrument comists q‘r the role clarity and job challenge scales used in research by Walsh et

S oal (1‘980),.‘ Both scales are used in their etirety, although item 3 ofythe role clarity scaje was
amended to avoid reverse scaling. Permission to" use the job challetistics instrument was
obtained from Dr. Jeff rey T‘ ‘Walsh of Wpyne State University, Michigan, on Aprilrls. 198S.
Role clarity is measured by the 'first four items on the instrument, and Mrm by the

_ __remaining two items.

- -

Section D: Burnout. This section of the questionnaire cohsists of 22 statements

, relating 10 burnout as measured by the Maslach Butnout Inventory (Maslach and Jackson,.

1981a,b). The namc of the inventory was amended to "View of Your Job" from "The Human
«Services Survey " for purposes of this study. | .
The Maslach Burnout Inventory (MBI) mcasur both the f requency and imcniﬁty of
respondents’ attitudes and feelings to speclfnc \york rqlated items. Responses are on an
po AN eight -point scale ranging from zero (0) for "Never” to sev 7) for "Major, Ve" Suong as
- a measure of intensity, and on a seven-point scale rangmg from wo (0) for "Never” to six ( 6)
A N for "Every Diay" as a measure of frequency. The three sub-scales of the mvenlory are labelled
Emouonal -Exhaustion, Depersonalization, and Personal Accomphshmer;t burnout. Persons

\  perceiving themselves as burned out will score high on Emotional Exhaustion and

LN

‘\ Dcpersohalization burnout, while scoring low on feelings of Personal Aocomplishnienl burnout. -

For purposs of this study, the scale for Personal Acoomphshmem bumout was reversed to
. mnaintain consistency in reporting of burnout scores Thus persons peroelvmg themselves as

burned out in this study would séore-high on each sub- acale of burnout.

~

There is no absolute cut-off score established io label a person as burned out. Instead .

the inventory is designed 10 measure degrees of perceived feelings of Emotional Exhaustion,

~
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whRTERS. L

Iwanicki and Schwab (1981:1172) conducsed a cross-validation of the MBI for
eduaton. md found that correlatioms betnen the two ratings of intensity and frequency .
ranged from .75 to .94. “Given the magatude or the correlations, the authars (1981: um .

suggested Bt one dimension could be used in future research

Because of the high relationship between subscale s-ores o the frequency and
jntensity dimensions, serious consideration should b€ given to wheﬂm the two

dimensional format is necessary when using the MBI .

Based on these suggestions, only the intensity dimunion of the MBI was used in this nudy
rmmwummmzyammyummmmmmfmm-

" Appendix C.

Section E: Personal comments: This section of the questionnaire o;h&ts of three
open-ended response quesuons where teachers and admnmstrators were invited to list two
aspects of the job which contributed most to (1) reelmgs of bemg overextended or exhausted by
the )ob. (2) the development of negauve am}udes and nmpersoml responses towards clients,
and (3) feelings of a lack of personal accomplishment on the job. These three questions were

derived from the concept of burnout as defined by Maslach and Jackson (198la:1), and as

was developed from the Minngou Satisfaction Questionnaire: Short Form developed by Weiss,

- Bawis, Bnghnd and Lofqmst (1967), and from the Sausfacuon with Teaching and
Employmem Conditions Quesuonmut developed by Holdaway (1978:) Furthet, the Job
Satisfaction questionnaires by Gunn (1984) and Rice (1978) served as w format
development and preoenuuon‘bf the current job satisfaction instrument.

v

P

. "

|

:
i

1'

~ publishefT Consulting Psychologists Press. Copies of the letters of permission are included in

measured by the Maslach Burnout Inventory.
~
 Instrument Development ‘
‘The job stisfaction ipstrument. The job satisfaciion instrurent used in this fesearch

)

\



- ' ‘ Table 3.2 .

.. . P TP . I N 3.

Sebscales of the Masiach Burmout laveatory*
(lnummy. high degrees of bursoyl are reflected in high mean u:ora’on each

sub-scale) A \\
‘ -
Item Number ' " “Seale - ]
N \ * A. EMOTIONAL EXHAUSTION

1 -1 feel emotionally drained from work

2 } feel used up at the end of the workday

3 lfeelfaﬁmdﬁmlmupinthemomlumdhavetofm
another day on the job .

6 Working with people all day is really a ‘strain for me

8 [ feel burned out from my work

13 I feel frustrated by my ‘job

14 I feel I'm working too hard on my job

16 Working directly with pedple puts too much stress on me
20 I feel like I'm at the end of my rope

B. DEPERSONALIZATION

5 I feel I treat some recipients as if they were impersonal “objects"
. 10 I've become more callous toward people since 1 took this job ‘

11 I worry that this job is hardening me emotionally

15 I «don't really care what happéns to some recipients

2 1 feel recipients blame me for some of their problems -

C. PERSONAL ACCOMPLISHMENT
can easily understand bow my recipients feel about things

4 1

7 . 1 deal very effectively with the problems of my recipients

9 I feel I'm positively: mﬂuencmg other people’s lives through my work
12 1 feel very energetic

17 I can ecasily create a atmosphere .with my recipients

18 1 feel exhilarated after wor closely with my recipients

19 1 have acpomplished- many worthwhile things in this job

21 In my work, 1 deal with emotional problems very calmly

N I - T
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Wanous and Lawler (1972:96) identified the Minnesots Satisfaction Qummm'
(g)u’mthﬂummdwwmdmmmm The short
rmammmumrmmmrm«mmt ‘nnoﬂdulhnfmof
mlGQthmdwmm:mwo{wfmtmdm
- work environment. Items in the short form are those with thé highest correlations with items
in the long form.

The Satisfaction with Teaching' and Employment Conditions Questionnaire by
Holdeway (197a:35) consists of satisfaction items obtained from previous research studies
reported in the literatufe, "as well as from collective agreements used in Alberta school

" personal, professional, and school data, three fiee response questins. and spaces for additional

opinions.” ' ' )

The job satisfaction instrument developed for this study was duiuid with educators in

mind, but was made broad enough to be useful in related research. Because a spread of

.

responses is vital for any meaningful results, the neutral response ut;;ory was deleted from the
ronmg of the MSQ short form for this study. A neutral response category tends to skew
frequency distributions in a positive or negative direction. For insunce, Creed (1978:287)
found rupomes by clerical workers, professional, and administrative péml to the MSQ
were positively fkewed toward the “Very Satisfied” category. The adoption of a clcntinuous
scale from ) for "Dissatisfied” to five (5) for "Extremely Satiafied” in this study
supports the opinions of Porter et al. . (1975:53) who indicated that ‘geople are rarely neytral

. ahout things they perceive or experieace [and) tend to evaluate moat things in terms of whether

they like or dislike them.® Similarly, Shaw and Wright (1967:21) stated that "attitudes always

have 2 positive or negative sign,” and that-f they have no sign at all mgm Reutral, “they

annotbeqnlledmitudu at all.”
The present instrument consists of 26 job satisfaction items, with an additional item
meuurin;ovmlljobumfacuon Ann;lemumrtofovenujobnusﬁcnonmaﬂwm

& | .
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cotbposed® 58 dlscribed by Lockd (1969:330). Van Maanen and Katt (1976:613) o
matmmuyhmdomwmammdmdomuawmm
constsat Wity wtlafaction with specfic sspeds of the job. Scarpélio ind Cag
(1983: )swmladeﬂaimofmummmbnumemmordmm
dm together constitute the Job situation m‘ 10 a noglect of the nujot determinants of
)'ot.)uusfmion. Bx’pmewhokapphptohmnmnawmormwum.

" Scarpelio’aad Campbell (1983:598) recommended a global rating of overall job satisfaction.

»

£

mm_mmm“mmm Locke (1976:1337) defined content validity " *the
logical selitionslvip betweep the oowep(ual\bfmmon of the concept or phenomenon being

. migasured and the methods used . measure it." To assure validity of the job stisfaction

»

tmhmﬂn used in this study, 2 detpiled instrument development program was-undertaken, as*

S

-

described below. - ' . ‘ » &

1. Satisfaction items were compiled from the MSQ: Short Form (Weiss et al., 1967),
and the Satisfaction with Teaching and Employment Conditioms Questionnaire by Holdavay
(1§781). Foley (cited in Buros, 1972:1494) oonch:ded that th® MSQ is a "macro classifier of
satisfaction, ” encoura?ng the researcher to use this instrument as a dbasis for develoimeni of

the present instrument.

2. A pilot study of the job satisfaction instrument so devistd was conducted in
: ' [ n

Fébruary, 1985. 1ncluded in this test were 16 teachers, five school-based administrators, and
nine personnel from various professional fields, such as medicine and engineering. Thirty
individuals contributed to the original pilot tdst of the instrument.

3. The instrument was reduced to the current-27 items based upon: recommendations
from.thonindividualswhoputi&pated in the original pilot test of the insirument. Ttems were
further checked for ambiguities, inconsistencies, and irregularities, and clarified where needed.
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.4 A second ‘pilot test of the now reworded restructured and revised mstrument was -
admmrstered to 45 personnel drawn from the central off ice staff of a coumy school system m a
Alberta, admlmslrau;e and Leachmg slaff from one secondary school in- lhe Edmonton Pubhc '
v School Drstncl admrmstrauve and teachmg staff from two elementary schools in - the
Edmonton Public School DlStl'lCl ang admrmstrauve and teaching sLaff from two elemen\t:ary>
schools in the Edmonton Cathohc School District. This final version was ch “for internal
rehabrlrty “¥nd coded Sor staUSucal pnrposes by the program analyst in L rument.of -
‘ Educauona\ Administration, the University- of Alberta ' | v S _ |
The split half rechmque Was used 0 test the rehabnlx{y of nhe job 's;us*"acuon
irxstrumcm -According to Travers (1969 156- 157) khe _split- half lechmqu;e is mtended to
“account for the mabrhty of separatrng the error portion of scores frpm the "true” scores. A
related-purpd;e is to provide a questionnaire whigh,is%eliable. as‘measured by thel magnitude of
‘the correlation between scores derived f rom two halves of tue same instrurrrem (Travers,
'1969:158). ‘The following Spearman-Brown split-half reliability r:oefficients for the tjo‘b
satisfaction instrument were calculated: . »

1. Pilot test number one -- .93;

2. Pilot test number two -- .95. ' 7 - o -~
The Maslach Buriout _Inventory. - According to Paine (1982a:15), the MBI is "the

most widely used scale” in research on burnout. J ones (1982:109) stated that the sub-scales of
tue iuventory "have been proven highly reliable and have been validated agairrst numerous
criteria under a variety of different validation strategies.” » ' : A i |
| Masluch and Jackson ( 1§8Ia:7) calculated Cronba‘ch's coeff iciém alpha as a measure-
of the internal consistency for eech sub- scale The coefficients were as follows Emououa‘
Exhausuon frequency 290 and mtensny 87 Depersonahzauon frequency 79 and mtensrty .76,
and Personal Aocomplrshment.frequency .71 and intensity .73. . “
Test-retest reliabilities for sub-scales alsu were reported, They were as follows:

. 7 ‘ .
Emotional Exhaustion frequency .82 and intensity .53, Depersonalization frequency .60 and
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*
ﬁtcnsny 53 and Personal Accomphshment f requency .80 and mtcnsm .68. All coefficients.
- were signifi |can1 beyond the .001 level.
The MBl‘was deslgned 10 be used with a variety of helping professionals. The term
.geciipients_ was used in th_e invenvlor_v to refer ‘to people for whom service was provided. In this |

study, "recipicm" referred 1o those people for whom educators providc service or with whom

they work closely, such as students and co-workers. .

The job ;ﬁa;acteristg'cs' instrument. Content validity [or the role clarity sub;scale ol" the
job ch;ir‘acteristics_ i'nsm.vnﬁvem'was' established through thé study by Beehr et al. -(*1976:42)\ of /
143 white-coﬂar em};lpyees in a midwestern manufacturing éompany in Lh‘e’ United States. The -
Sbeaffnan-Bro»yn split-half reliabilityv coefficient of .71 for’ the role clarﬁy scale was also -

‘estalilished by_their study (1976:42). The 1980 study by Walsh-‘ et al. of 957 empleyees in
manufacturmg established role clarity as an independent conslrucl with ‘strong predlcuvc
‘powers for job challenge and job satJSfacuon ‘House, Levanoni and Schuler (1982 2\
concluded Lhat the role ambiguity scale by Rizzo et al. ( 1970) from whnch the role clam)
sub-scale was denved has "sound psychometric properties.” Similarly, House, Schuler and
Levéponi (1983:337) maintained /that ;'role conflict and role ambig;xity are n,()i artifactual
constructs and that comihued use of the Rizzo et 51. scales may be \;/arramed. ./

Cdment vélidity for the job challenge éub-_scal_e of the job characmrisiics instrument
was established by Walsh et al. ( 1980), who computed ‘correlaiions among the sub-scale and

other items of joy characteristics, such as autonomy, variety, feedbyck, and 'L_ask significance. -

Walsh et al. (1980:259) maintained that i)ecauSc these items and job chalijenge measure much
the same thing, there should be significant correlations among the items arfd job challenge. The
mean correlation of .46 between job challenge and the mcahs.‘or the other items, significant at
the .01 levél,,j-usﬁf ies the use Qf the sub-scale as a measure of job challenge. Reliability for the

sub-scale ranged from .61 to’.73 (Walsh et al., 1980;259).

-



'D.SUMMARY S
Thns chapter comams an outline of the research desngn and mcﬂbdodogy used in the‘\ b
sludy» Data were collected f rom 763 educators m the Edmpmon Cathohc Sehool District by

means of a 72 -item survey quesuonnanre This Qchuon ire comamed nve secuons (a).
i\ |

: respondcm background inl ormauon (b) a jab satisf acuon instrument, (c) rolc clamy\md job

chailengc scales (d) the Maslach-Bumout lnvcnlory and (e) an open/-endcd rcsponse secuon.

Data were analysed through the stausucal techmques of means standard devmuons frequency_
dlsmbuuons correlauon analysis, muluple stepwise lmear regression analysns‘ -tests, analyms\

of ‘Vanance; and fagtorv analysis..- Open ended responses were ;ubjected m'_cqme_m analysis,i -

g 4 i
i S, LA
+ AS

The study was primarily descriptive and exp!oralory in nature.
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. ChapterlV \
¥ Pn'op‘twop unsmm:m |
The ﬂf teen selected background charactensucs of thc sample are descnbed m lhns
‘ 3 chapter together wnh the rcsults of the f: aclor analysxs conducled for each research msuumcm '

‘\ .
Kl

L. used in’ lhe study

The t-lcSt was’ used to test for stalistically Signif icant dif fcrences‘ bc(weén\ pn‘ncipak -
~ fand asslstam pnncnpals for factors‘of ;ob sausfacuon factoxs of jOb charaucnsucs ovcrall
work stress, overall job sausr action, and sub scales of burnoul The results of cach 1 lC‘sl are
presemed in Table.4.l ln every case, no sxgmf lcam dlf f erence in 1hc means betwecn prmCIpaIs
‘and assistant principals was recorded. As a result, for the entire study me lwo.groups were

treated as one, the administrator group.

A SELECI‘ED BACKGROUNDVARIABLES

. The ﬁfteen selected background vanablcs of the 763 respendcms were posmon in /
'school sex, total number of ycars as an educator, total number of ycars in current posmon

years of admxmstratnve experience, degree to which major teaching assngnmcm was consns[ghl

s

with . training, gfade devel taught. the desire 10 leave school or education, the desire for .
. promotion, the frequency of iht_eresting work, overall work stress, overall job satisfaction, -
grade organization of the school, and size of school. For all tables, there is a variable N

o o . A A
 because of missing data. ' ' '

- : . -

E As mdlcated in Table 4.2, 635 teachers, 66 principals, and 62 assistam pnnmpals were

mcluded in the sample.

91"
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 Table 4.2

Frequency and Percennge Freqnency Distributions of Rspondents ,
, Classlfbd by Posltion (N=763)

)
Position f %
Teachers’ . Lo e, T 82
Principals | 66 , ‘ 8.7
Assistant Principals R R 7 81
Totals 763 . - 1000. ¢
+ .;‘
- 1
!
',.
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_ The data in Table 4.3 reveal that for the total simple. the ratio of females to males was

approxirna{ely three go' two... Thirty-three ‘percent of teachers were males, compared‘v\ﬁiih 83

percent of the administrators who were males.

Years of Experience

| As shown in Table 4.4, almost two-thirds of teachers (65.3 percent) had fifteen or
fewer ye:r; of experience as an educator. 14.1 percent reported one to five years; 51 '2 percem
reponed six to fifteen years. and 34 7 peroem reported sixteen or mo! years " The average
number of yedrs as an educator was 13 S years Approxxmately 17 percent of administrators

reported fifteen or f ewer years of experience. The average number of years as an gducator was

" 211 years.

G
As illustrated in Table 45, ‘77‘4mm_ of teachers had been in their current position for

ten years or less; 9.7 percent eleven o frfteen years; and 13.3 percem sixteen or more years.

| Eighty-two peroem of- administrators had been in their current posmon for ten years or less;

10.9 percent eleven to fifteen years; and 7.1 percent snxteen O mOTe years.
\ . -

Years of Administrative Experience

| As shown in Table 4.6, 19.3 percent of administrators had five or fewer years of

administrative ex\perience; 49.2 percent six to fifteen years; and 31.5 per'c;n’l sixteen or more

As shown in Table 4.7, 18.6 percent of teachers indicated a zero to fifty percent

consistency between’ teaching essignment-a‘nd training, and 81.4 percent a fifty-one to one

I'd ®
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T
‘ Table 4.3
" Frequency and Percentage Frequencj Distributions of Respondents
Classified by Position ip School and Sex (N=757)

" Teachers Administrators

Sex ‘ T % P %
Male | 20 ~ 333 105 83.3
Female e 1 2 16.7

Totals ,_ &1 1000 126 100.0 \
, Table 44 -

Frequency and Percentage Frequency Distributions of Respondents

Classified by Years of Experience as an Educator (N=757)

Teachers Adtﬁinistralors

Years of  Experience . % ' f %
"1 to 5 years . : 89 14.1 T0 0.0
6 to 10 156, . 240 6 48
11 to 15 , : 167 26.5 16 12.7
16 to 20 113 179 a2 333

21 or more ~ 106 16.8 62 49.2

. Totals : 631 100.0 126 100.0
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- Table 4.5

Frequency and Percentage Frequency Distributios of Respondents |
: Classified by Total Number of Years
in Current Position (N=747) -

‘ * Teachers - Administratars
Years in Current
Position * f % f %

110§ years S 53.6 7 58.6
6 to 10 ' 147 23.4 kI 234 -
wols 61 9.7 14 109
16 10 20 55 8.7 78S
21 or more * 29 4.6 . 2 1.6
Totals | SR 1000 128 1000

Table 4.6
_ Frequency and Percentage Fréqnency Distributions of Respondents
Classified by Years of Administrative Experience (N=124)

\ N : Administrators
Years of Administrative i
Experience o o f %

1 to 5 years ' . 24 19.3

6 t0 10 - o - 30 24.2
11 to 15 : 3] 250
16 to 20 25 20.2
21 or more : 14 11.3

Totals ) : YY) 100.0
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’ : # 9
~ Tadle 4.7
Frequincy and Penhinge Proquests Distributions of Respondes
Ciggified by Consistency wﬁ: Teaching Assignment .
. and Training (N=749) b 3’
5 a
: Teachers T Admipistratdgg &y
‘Percentage  Consistency ' * . AR e A
between Teaching - — A R E
Assignment and Training oo %
None 19 30 4 >34
1 1o 25 51 8.1 n 193
26 10 50 a 7.5 % 04
31 to 75 06 168 2 2.4
76 o 100 | 407 64.6 Y 3
Totals L 630 100.0 gt 100.0
'

&
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hundred percent consistency. About 45 pefcent 6 administrators indicated s zeroldg fifty
percent consistency, and 55 pn't a fifty-one to one hundred percent consistency. BN

mmmn N

' The dlstributions of mpondenu chuifned’by grade level uught are provmd in Tnble
4, 8 Distribuuons for tuchers according to grade level taught were as follom Kindemrten
5.5 pcmnt; G;ades 1-6, 49.3 percent; and Grades 7-12, 40.8 .percent. Dimibuliom for
administrators aci:ordiﬁ& to grade level at which most OF the .'\_vc‘nk was done ‘were as rolloyvs:
Kindergarten, 2.4 percent; Grades 16 52.8 percent; aqd Grades 7-12, .ll.).lfjx.r‘ccnt_ :

Delire to Leave .
As indicated in Table 4.9, 59.7 percent of teashers chos¢ t0 stay in the same school;

.

26.1 percent indicated a desire to change schools or change to another job m education; and
14.2 percent indicated a desire to chingc fields completely. Almost 65 percent of administrators
chose 10 stay in the same school; 25.2 percent indicated & desire to change schools or change to

another job in education; and 10.2 percent indicated a desire to change fields completely.

Respondents were asked to state their desire for pr'oinotion. Thg f inding's are presented
in Table 4.10. Approximately 48 percent of teachers indicaled a2 moderate desire for promotion;
32.6 percent indicated a low to very low desire; and 1{9 percl;m. in’diated a high to very high‘ )
desire for promotion. Approximatelv 56 percent of administrators indicated a moderate desire
for promotion; 11.0 pcrccnt mdxuted a low to very lovtde-te and 33.4 percent indicated a

high to very high desire for promotion.
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anmcy and Percentage Freg Dm' of
M Gnde bml Taught (N=760)

| Teachers Adxﬁinism@on
Gnde. Level Taught | o f ' i f % !
» , ’
Kindergarien s 5. Cs 2.4
1103 0 B 6 126
410 6 m 2942 TS a0
7109 e 56 B 307
0w012 % 15.2 2 94
Other 28 ‘ 44 6 47
- “."' §7
Totals | | 633, 100.0 127 1000
"Table 4.9
Freque-i'cy ‘and Percentage Frequency Distributions of Respondents

Classified by Desire to Leave School (N=754) | -

Py

w#

Teachers - Administrators
Desire 10 Leavew f,’ ;% N %
Stay in same job 38 597 82 646
Change schools o 78 12 9.5
Change to another job 115 - 183 - 20 15.7
- in education

Change fields completely ~89 - 142 ’ 13 10.2

Towls * " 627 000 127 100.0




Table m
Distributions of Respondents .

anlucyldmrnq
Classified

by Desire for, Prometion (N=738)

Administrators

_, Te‘lchen
Desire for Promotion L f % f % ,
Very low ‘ 19, 12.5 ‘. 3.
Low ‘ 127 o0 10 79
Moderate - / 306 48.4 70 55.6
High ' 99 15.7 2 17.5
Very High 21 33 20 15.9
.'.
Towh \ 632 100.0 126 100.0
\—\,> )

. u‘g..!w.. .



' As shown in Table 4.11, $7.5 percent of teachers indicated poor to fair oppertunitios

for prdmodb-: 23.2 pa}een; mpqne@ a moderate opponiumy; and 17.) percent reported good

to excellent opportunities for p:ompuo; . About 45 percent of administrators reportell poor 10

fair opportunities for promotion; 19.8 percent indialad ¢ moderglp opportunity; and 34.9

percent indicated good to excellent opportunities for promotion. '
| -

Respondems were asked no mdncate how often they found work interesting. As

indicated in Table 4.12, 46.7 percenl ol teachers mdnated they found work interesting most of '

the time; 39.1 percent indicated work was frequently’intéresting; and 14.2 percent mentiosed
ooudonauy to rarely interesting. Forty-nine percent of administrators mdncawd they found
work interesting most of the time; 44.4 percent indicated work was requcntly interesting; and

u
6.4'pcrocm mentioned occasionally to rarely mleresung.

Y 3

As shown in Table 4.13, 16.4 percent of teachers described their work a8 not stressful
or mildly stressful; 62. ’ percent reported modemely 1o consnderably stressful; and 20. 8 prccm
very to extremely suugf ul. Approximately 13 percent of administrators described their wotk as

. %
not stressful or mildly stressful; 71.3 percent moderately to considerably stressfgl; and 9.4

percent very to exuemdy-orﬂe/sé ul.

Qrerall Job Satistactln

 As shown in Table 4.14, 4.6 percest of teachers were dissatisfied 10 slightly satisfied
with work; 39.9 percent were moder_a:ely tg considerably satisfied; and 55:5 percent very .to
éxmmel; satisfied. About 3 percent of admi;is;rawn were duuusfwd‘ to slightly satisfied
with work; >2$.1 percent were moderately to My satisfied; and 71.7 percent very to

)
Y

}

o omag

. | 101
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Frequency and Percentage Frequency Distributions of Respondents
Classified by Opportunities for Promotion (N=752) ‘

102

! o Teachers - Administrators
» Opportunities for S ' :
Promotion . ‘ f- % _. 1 %
Poor - 194 . 310 3 183
Fair L 2.5 210 x
Moderate -1 2522 5 198
Good % 15.7 35 218
Excellnt S 16 9 7.1
Totals ’ . 626 1000 126 100.0
Table 4.12 . ’

Frequency and Peréentage Ffequency Distributions of Respdndents

- Classified by Frequency of Interesting Work (N=760) R
r ' - Teat;hers . ~Administrators
| ‘iFrequpncy of | ‘ | 3
Interesting Work f - %® f %
- T
Raely 1 0.2 ‘L o8
Seldom - 5 8 0 - 00
" Occasionally g4 132 R 55
Frequently , 248 o '39.1 S 56 4.4
Most of the time 296 . 46.7 ! 62 ‘ 49.2
Towls 9P L0 D 000
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Table 4“‘13m

Frequency and Percentage Frequency Distributions of Respondents

.~ 'Classified by Overall Work Stress (N=763)

103

t

~

A. Teachers . Administrators
Overall Work " Stress - o % r %
‘ . , |
Not Stressful L 2] 33 2 1.6
Mildly Stressful | 83 13. 1S 1.7 .
_ Moderately Stressful 199 313 68 A
Considerably St.tessful‘, . \ 206 | 31.5 | 31 e
Very Swessful 104 16.4 10 s
Extremely Stréssful 28 4.4 2 1.6
. o It}
thals 635 100.0 128 100.0
Table 4.14
Frequency and Percentage Freq;en;y Distributiong, of >Respondents
Classified by Overall Job Satisfaction (N=761)
Teachers Administrators
Overall Job Satisfaction f % f %
Dissatisfied ' 6 1.0 1 0.9
Slightly Satisfied ) 23 36 . 3 . 2 3
Moderately. Satisfied 67 10.6 S 39
Considerably Satisfied » 186 293 27 212
Very Satisfied v 256 0.4 7 56.7
, Extremely Satisfied 96 15.1 19 15.0
Totals 634 100.0 127 100.0




104
extremely satisfied.
a’ ‘ . o ) . ' . U ’» "

Data related 0 the grade orgamzauon of the school are presemed in Table 4, 15 About

4] percent of teachers and 46 8 perccnt of administrators were in schools contarmng Grade 1 to

Grade 6 (or Grades K-6); 30.2 percent of teachers and 27.8 percent of ad_mrnrstrators werein . -

schools with Grade 1 to Grade 9 (or Grades ‘K-9)' f our teachers were in schools with Grade l :
to Grade 12 (or K-12); 11 7 percent of teachers and 11.9 percent of admrmstrators were "‘,
* schodr wrth ‘Gtade 7 10 Grade 12 and 13.7 percent of teachers and 8.7 percent of ‘

admrmstrators were in schools with Grade 1010 Grade 12.

£ |
As shown in Table 4.16, 64 four percem. af teachers were in schools"With enrolments of
less than four hundred 322 percent reported four hundred to one thousand students and 4.1
percent reporteq enrolments of one thousand or more Seventy two percent of admrmstrators

were in schools with enrolments of less than four hundred; 26.6 percent reported four hundred '

to one thousand students; and 1.6 percent reported enrolments of one thousand or more.

B. FACTOR ANALYSIS

LY

The purpose of this section is to report tite results of the factor anaylysis-conducted for
each research mstrument used in the study. Factor analyses were performed on the data

obtainéd on the M slach Burnout lnventorLLMBl) the job satrsfactron instrument, and the

job characteristics instrument. For each instrument. items were considered to contribute to a
factor if (1) item loadings on a factor were greater than or equal to 10.40i, and (2) items

included in a factor contributed logically to the meaning of the factor.
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. Table 4.15

108

_Jrequency and I"eréent:nge Freqdency Distributions “of Respondents
Classified by Grade Organization of School (N=760_)

| Teachers Administrators
‘Grades in School [ % 1 %
e 6 (K6) . 257 40.5 59 . 468
1 - 9 (K-9) 191,302 30 278
T 12 (K1) i 06 0 0.0
79 65 10.3 13 10.3
 _7‘».} 12 9 . 1.4 ‘ 2 : 16
10 - 127 87 ‘-.7 11 8.7
_Other (K-7, K-8, 6-9) n 3.3 6 4.8
Totals 634 1000 126 100.0
% *
v
-
E
B
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Frequency and Percenuge Frequency Distributions of Respondents
-Classified by Size of School (N==759) -

_ Teachers . - . Administrators. R
. . ‘ _ " N ' y ', 4 . . Q‘;’z
Number of Studeps f % T % ?
) ' T Ay

Less than 100 T N X N | a3
101 - 200 L ) 162 7 ml

0 - 30 s w1 m o ms
301 - 400 © w8 1100 15.7 .

401 - 60 T 08 2 .. 195
601-. - .800 . s8 84 e 9.
801 - 1000 | 19 7 I SO
1001 - 1500 R ) 0 a1 T2 1
%0 or more k | (6\, ' 10 ‘ 0 “ 00

e

Totals . 631 1000 128 1000

«: mus




The results ol‘ the factor analysxs for the mtenslty dlmenslon ol’ the Mn_l_gg_ml .

. nventog (MBI) are. shown in Table 4.17. 'l‘he prmcrpal components factor snalysrs using

varimax rotatron resulted in three factors. These three f actors, of Emotnonal Exhausuon o

. Depersonalrmtnon and Personal Accornphshment bumout accounted l'or 5145 percenl of the ]
- total variance in bumout intensity. Every 1tem in the 22 |tem,MBl loaded above |0. 40ron the

f actor mdtcated by the test developers, Items 12 and 16 loaded on more than one f adtor

o The factor ’antlySis l’or Jt‘he job sa‘tisl'action lnstrnment '\is’ \r/eported in Teble 4 21'8":1"ltc

principal components fhctor analysrs using vanmax rotatlon resulted in seven r actors These

| factors accounted l'or 65.2 peroent of the total varrance m ]Ob sattsfacuon f or school bas‘ed"
‘edu,cators | o }

Each factor was asslgned a label whrch represented most clearly “the uems in that

w factor. The seven factors the number of items loadmg at or above 10. 40| on each factor andf o

the ranges of loadings were as follows:

s

JFactor N, Range of Loadings
L. Status and Recognition 'l 1 48089
2. Autonomy o o3 .‘ 71to 81 :.
3 lnterpersonal Relatnonshrps r. : 4 o s to %5
. 45';Advanoement . o 3 B '.63 to .83
5. Security andllnvolvement o ‘ 4 ‘ .51\to. 71 ' ‘. _ ‘.
6. Work Load o R 48108
7 s;llary and Benefits o 2 19 and .szw~

The rgngn'lrude of correlation between ‘each factor and overall job satlsfac‘tion‘is

presented in Table 4.19. Each factor was correlated highly with overall job satisfaction. These

——n.

cortelation coefficients indicate that overall job satisfaction was similar in composition to
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indeﬂm factors of job satisfaction. Thus, a more complete portrayal of the relationship
between bushout and job satisfaction would be provided by using identifiable and meaningful

factors of job satisfaction instead of a measure of overall job satisfaction. -

The Job Characteristics Instrument

The results of ihe factor analysis of the job characteristics instrument are shown in
Table 4.20. Each of the items in the s'ix-,igcm instrument loaded at or above 10.40i on the
factors "Role Clarity” and "Job Challenge" as indicated b}ﬁlhe test developers: These two
factors dccounted for 69.]1 percent of the variance assochled with job cha}ncuﬂglics._ This |
finding supports the use of the instrument as an appropfiate m;asurc of role clarity and job

challenge when used with school -based administrators and teachers.

C. SUMMARY

/.

— ey .

The main purpose of this chapter was to describe the sample of the study. An
additional purpose was to examine the extent to which the revised Maslach Burnout Inventory -
and the jbb characteristics instrumem‘ were similar to the original instruments, and lo identify
sets of factors for the job satisfaction instrument.

A preliminary procedure established that no statistically significant differences in the
means 61' principals and assistant principals were recorded for factors of job satisfaction,
factors of job chgragteristics. overall work stress, ovérﬁll‘ job satisfaction, ‘and‘sub-scales of
burnout. Thus, these two groups were combined into ot'Ic administrator group.

The-eharacteristics of teachers and administrators outlined in this chapter were used for
further ahalysis of data in subsequent chapters of the study. Fifty-eight percent of
;'espondcnts were females. The majority of teachers reported 15 or fe\iver yéars as an educator, '
‘compared with 16 or more years for the majorit}' of administrators. Seventy-seven percent of
teachers reported ten or fewer years in their current position, compared with 82 percent of

" administrators. Forty-nine percent of adthinistmors reported six-to 15 years of administrative
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experience.” Eighty-one percent of teachers and ffty-six percant of administratons idicated s W
51 to 100 percent mutency between tuchlh. ml;nmem and training. Fifty- nve péxcent of
nllrespondamsuu;mcndul(tos : SR .
» Almgost 60 pcrcent of mchm and 65 percent of ldnnnmmon md-iuted 2 dedu to.
stay in school. Nineteen peroent of teachers aud 33 percent of admmismton c‘med a hi.h/~
to very mgh desire fof promotion. while 58 peroem of teachers and 45 percgnt of admifiistrators®
indicated goor to,_fu_t uopponuniues'for premotion. Enlhty-m petcegit of teschers and 94
Percen of administrators described their work was froquently interesting or interesting o of
the time. Fifty-two percent of teachers and 34 perocnl of administram'deicribed their work
was considerably to sxtremely stressf ulv. 'Nonetheless.‘ 56ypercem‘of teachers and 72 peroent of
‘ adminisltriwts were very 1o extremely 'Satisf ied with work. ' -
v‘Sev'emy-onc percent Of teachers and 74 percent of admipistrators were in schools
conlainiﬂg Grades K to 9. Over 50 percent of respondems reported school enrolments of four
hundred or less. | ‘ . | ‘
_The Tactor analysis of the Maslach Burnout_Inventory resulted in the foctors of
~ Emotional Exhaustion Depersonalization, and Personal Accoﬁ:plishmcnt as indicated by the
test devclopers The factor analysns of tbe job sausfacuon mstrumenl resulted in seven factors
of job sausfacuon The factor analysns of the Job characteristics instrument resuued in the

factors of "Role Clamy and "Job Chamnge as indicated by the test developers.

1 4
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X ( BURNOUT AMONG TEACHERS AND |
ITS REL.?TIONSHIP TO SELECTED BACKGROUND VARIABLES

This chapter contains the analysis of the quantitative data on the nature of burnout

v

among teachers and its relationship to ‘selected background variables. The nature of burnout

; "
among leachers in the sample is presented in section one. Differences among sub-groups of

‘,?teachers elassif xed by selected background vahables are examined in section two.

#. o)

T .

he Na ur nT

1.1. What is the nature af burnout among teachers and how does it compare with the
eslablzshed norms for each sub-scale of burnout?

L 4
§e

" Three bumouL scores for teachers were obta\i_ned from the Maslach Burnqut Inventory

(Maslach and J acksoﬁ. 198>1a)v.' Meslach,- and vJackso’n‘ (1981a:6) established cut-off points for
low, ‘modera_te.rar‘l‘d high\ 1e.v'els,'of. “burnout. These'cet-ef f points were arrived at from their
studies"ef 2118 helping 'se‘r_vice prof&ssionafs consisting of 845 Social Security Administration
public contact employees, _142-'pyovlicc‘ officers,. 231 nurses, 125 agency administrators, 222
teachers, 97 cou.neelo‘rs. 91 social Qorkeis, 68 probation off. icers, 63 mental heaith workefs, 86
physieians. 40 psychologists and psychiatrists, 31‘attorneys, and 77 others._ From these studies,
the autl;ors'developed a e'enna{g}“distributio;x of scores on each of the three burnout sub-scales.
Each distribution was divided iﬁio three categories, with one-third of the respondents in each
of the low, moderate, and h'_igh‘burnoubt categories. The cut-off points 0 .establighed were used
in the present study to determine the percentage of i'espondents repriesented in each category.
Maslach and Jacfso‘n ( i981a'3) also eeiablished norms for each sub-scale of burnout. The
mean scores and pereentage f:equency distribution of teachers. in relation to each burnout

sub-scale and theu respecnve norms.are presented in Table 5.1 l

Emotional exhaustion burnout. Emotional exhaustion burnout was described by

Maslach and J ackson (_1981a:1) as "increased feelings of emotional exhaustion” resulting from
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t

condiliohs“of work. Pines et al. (1981:15) referred to "physical depletion .. .lfeélihgs 61‘
hel‘p]essncss and hopelésstfess . .. [and]} emotional drain.” | | ,
To illustrate -_lhe nature of Emotional Exhgustion burnout among teachers, orie female
elementary teacher (17 ye;:rs of experience) who r'eported fegling a high‘ level of Er'r_lotionai
Exhaustion burnout claimed this feeling was due to "all the extra tasks that are not direcﬁy
relaied to teaching, e.g., fuhd-raising.' Similarly, a‘ female junior-elementary teachéf (29 -
years of experience) mentioned the "unrealistic expectations and preésixres which increase:
yearly."” * |
As illustramd in Table 5.1, the mean score for teachers on Emotional Exhaustion
. burnout was 3.02, compared to the norm of 3.52. ‘Thus, the mean score for teachers was lower ' -
than the norm for Emotional Exhaustion burnout. . |

Further elaboré»tion of the nature of Emotional Exhaustion burnout among teachers

can be seen by comparing the teacher distributiof against,th_e normal distribution established by

burnout compared with 46.6 percent in the lower third. These data suggest that teachers were
experiencing less Emotional Exhaustion burnout than the other groups of employees whose

responses were used to establish the norm and the normak distributign for this sub-scale of
. ¥ .

o . . 4
burn§ut. . /I’f 4 ’

*D'emrsonal'ization‘ bumout! Maslach andf ;ackson (1981a:1) “referred to “the
development of _ negallive., cy~hical attitudes and feelings about one's clients” as‘ indicators of
Depersonalization burnout. Maslacly and Pines (1977:101) 4dentified Depersonalization
burnout as "a very cynical and dehumanized perc'eption of [clients) . . . in which they are
labeled in“derogatory ways and treated acéBrdingly.”

To illustrate the nature of Dcpersonalizatiqn burnout among teachers, a male

‘ g _
senior-high teacher (18 years of experience) who reported®feeling a high level of

>
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Depersonalization burnout cfaimed this. ecling was caused by ;

Some students [who] appear not to care and have not developed [proper] work hablls '
and attitudes . lf they don't care I find it hard to care for thcm

A female junior- elcmentary teacher (8 years of expcnence) blamed . " parents whd don t carc,
therefore children wnh some neuuve attitudes.”
| As'iqdiéaled,in Table 5.1, the mean scorc for teachers on Depcrsonalizalidn {)umou't
| was.l'.43, compared 10" the norm of 2.34. Thus, the mean score f of_ teachers was substantially
lower than the norm for Depersonalization bum’oﬁlf |
Comparing th\e teacher  distribution against the nosmal di"stributiOn for
'_ Depersonélizau’on bumoul Teveals that leachérs were over-represented in the lower third, were '

¢

marginally above the distribution’for the middle third, and were under - represented in the upfer
' o

third. Just over 11 percent of teachers were in the.upper third on Depersonalization burnout
compared with 52.6 percen‘l in the lower third. These findings suggest that teachers were

experiencing less Depersonalization burnout than other groups of S,
. ; . ) %. ». - .

Personal a_go lishment_burnout. Persod . Accomplishment burnout was described

by Maslach and Jackson él981a l) as the tendency to evaluate oneself negatively, parlncu{arl)
_ with regard .to one's work with chen;s. Pines et al. (1981:15) referred to the "sens¢ of
distress, diséonti:m. and‘ f ailure- in the quest for ideals."

To lllustrate the nature of Personal Accomplishment burnout among leachers ayrcmalc 3
elemenlary ceacher ('21 years of expenence) who reported feeling a high level of Personal
‘Accomphshmen't burnout mentioned the "feeling of ' babysitting due to non-academlc
require:ﬁenis" as a@aus\e of tr;is sense of lack of achievement. A male senior-high u;ac_hér (8
years of exberience) wrote of the ;_"lack of recognition for a job well aone (from] students and
staff." o

As indicated in Table 5.1, the mean score for teachérs on Personal Accomplist}mcnp

burnout was .2.18, compared to the norm of 2.04. Thus, the mean score forteachers was higher
. % : ) C L

than the norm for Personal Accomplishmént burnout.

%
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| Companng the teacher distribution agarnst the - normal dtstrrbutron for Personal

Accomphshment bumout teachers were under- represented in the lower thrrd were close (0 the’ '

distribution for the middle third, and were over-represented in the upper third. Aboutx_ 39

“percent of teachers were represented -in the upper third level of ~Personal Accornplishmenl

burnout compared with 25.4 percent in the lower third. Thus&teachere tended to experience !
higher levels of Personal Accomplishment burnout than the other groups of helping service

prof essionals whose responses were used Lo establish the norm and the drstrrbutron for this

—

sub-scale of burnout. s

-

The mean scores of teachers for each sub-scale of burnout were lower than the norms

for Emotional Exhaustron and Depersonalrzatron bumOut and higher than the norm for

Personal Accomplrshment burnout Companng the teacher drstnbutron to the normative
drstrrbuuon for each sub scale teachers were over- represented in the lower thrrd on Emotronal
Exhaustion and Depersonalization burnout and were over-represented in the -upper- thrrd on
Personal Accomplishment burnout. Thus, _teachers appeared to expenence less Ernotroual
Exhaustion and Depersonalization burnoyt, and more Personal'Accomplishment bu'rn_n,ut than
other ,groupS‘qf helping service prof essionals.

'S

A. THE RELATIONSHIP BETWEEN BURNOUT AND SELECTED BACKGROUND

VARIABLES OF TEACHERS R
1.2. What is the relauonshrp between bumoul and the selected background varmbles\of
teachers?

The thirteen selected background variables considered for analysis were sex, total

number of years as an educator, total number of years in current position, degree to which
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'major teachrng asslgnmem was consrstent wrth trarmng grade level taugbt grade omntution

“of the school size of school the destre to leave school or education the desire for promouon

i

»the opportunmes for promouon. the f requency of interesting work, overall work stress. and

v

ovetall job sa'tisfaétion ‘ . L A \
| A one- way analysis’ of variance with the Scheffé procedure were used to test for
'drf ferencés in burnout among groups of teachers based- oft selected background vanables In
| some rnstanoes the response categones were combined for thte ‘analysis. \Vhen a responsc
‘, category had very few respondents it was combined with the next one so that each category
represented enough responses to create meaningful results: The analysls of variance mdtcated
| no statistically significant dif ferences in burnout’ scores of tcachers classrf led by totai number
of vears as an educator" and degree to which major teachmg assngnmem was’consrstent with
training. The results for the zina‘l(yses of variance related to the other background variables are
reported on the following pages. -

A t-test was used to test for significant differences in burnout scores of male and

female teachers. The rédults of this analysis are reported with the other findings.

i}

Sex. The results of l-tests on mean scores of male and female teachers for. ecach

* burnout sub-scale are presented in Table 5.2.  For Emotional Exhaustion ‘burnout, the { value

“of 0.36 with an associated probability of 0.72 indica‘ted that the- diff erence between the means

was not statistically significant. Male and female teachers were experiencing similar- levels of
Emotional Exhaustion biirnout.

- On Depersonalization burnout, the t value of 0.56 was statiStically significant beyond

: the 0.01 level. The mean score of- 1.80 on Depersonalization burnout for male teachers was

significantly higher than the mean score of 1.26 for female teachers. Thus, male teachers

tended to experrence more Depersonalization burnout than female teachers. This f inding
supports the claim by Maslach (1982b:58) that "men ;re smore likely [than women] to have
depersonalized and callous feelings about the people they work with." Male and female

teachers reported a lower mean score on this burnout sub-scale than the norm of 2.34. |
\ : . .

~

N
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\ o

On Personal Accomplishment bumout; '_t'he t value of 1.38 with an aésociated

probability of 0.17 indicated no statistically signific'am dif’ ference between the means of male

and female teachers.

Years in cyrrent mg"igion. As shown in Table 5.3, statistically significant differences on
. Emotional Exhaustion and Depérsbnalizalion burnout were obtainéd arhon’g sub-groubs of A
teachers classif ied\ by the total number of years in curr_ent. position.
On E;notipnal Exhaustion burnout, -teachers with 16 or\t‘no.n.: years in their current
} position recorded _signif icantly more burnout than teachers wﬁh si;c 10 10 years in fhcir current
po§i;ion. The findings suggest a curvilinear relationship between burnout and ycérs in currénl
positiop. Teachers in the first two years registered higher burnout levels than teachers with
three to 10 years in their current posiiion. after which levels of burnout ténded to rise. Thqse
results. prbvide further evidence in support of the research by Cherniss (1980a:8) an’d Farb&
(1984a:329) who found that. burnout occurs relatively early in the career lives of helping
'pro'fessionals.
On Depersonalization burnout, teachers with three to five years in their current posili’dn

reported significantly more burnout than teachers with six to 10- years. No significant

differences among sub-groups were recorded for Personal Accomplishment burnout.

-

Grade level taugm.‘ As indicated in Table 5.4, the analysis of variance revealed
statistically significant differences in burnout for sub-groups classified by grade level taught.

Kindergarten teachers. recorded a significamly‘ lower level of Depersonalization burnout than

-

teachers of intermediate (Grades‘4-,6), junior-high (Grades 7-9), and senior-high (Grades

10-12) schools. On this sub-scale’.:scnior-high teachers exhibited the highest level of burnout,

followed by junior-hiﬁh teaéhers._\ These two groups recorded significantly more
i’?i, B .
Depersonalization burnout compared with primary school teachers (Grades 1-3). Overall,

Kinde}ganen and primary school teachers exhibited the lowest levels of Depersonalization

3

B

burnout. ;
»
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Kindergarien teachers also recorded significantly less Personal Accomplishment
burnout than teachers of all other grade levels. These findings concur with the research
f indinis of Ratsoy and Friesen (1985:114) who found that Kindergarten teachers exhibited Lhe

lowest burnout scores among all teacher groups surveyed.

Grade organization of school. As indicated in Table 5.5, the analysis of variance

revealed statistically significant differences in Depersonalization burnout among syb~groups of
teachers classified by grade organization of the school. Elementary (Grades 1-6) and
junior-elementary (Gradcs 1-9) teachers reported significantly less Depersonalization burnout
than junior-high (Grades 7-9) and ‘senior-high (Grades 10-12) teachers, These findings
support the research by Rathbone and Benedict (1980:60) who postulated that junior-high
schools produce burnout in teachers "due to the developmental characteristics of their
‘adolcscem populaiions.' The overall mean of 1.42 for bepcrsonalization burnout among

teachers was substantially lower than the norm of 2.34.

Size bf school. As indicated in Tabl¢ 5.6, the analysis of variance revealed statistically
significant differences in Depersonalization burnout among sub-groups of teachers classified by
size of school. Teachers in schools of 201 to 400 students reported signif icahlly less
Depersonalization burout than teachers in schools of 600 or more students. The highest mean
for Depersonalization burnout was recorded by teachers in schogls of 600 or more students.
These teachers also recorded the highest level of Emou‘_onal Exhaustion ll;umout. In ~
comparison, téachers in schools of 200 or fewer students exhibited the highest level of Personal

Accomplishment burnout.

Desire to leave school. Einsiedel and Tully (1982:§4) mainlhined that tiu: "perceived
desirability of leavihg (the organiuu:on] is inversely related to job satisfaction.” The authors
contended that as job satisfaction decreases with an increased desire to leave, the propensity to
burn out also increases. The findings of this study support the assertion that desire to leave the

organization is related to burnout. As shown in Table 5.7, teachers who wanted another job m
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education or-who indiéaled a desire to leave. the field emirely reported significantly- more

Fmouonal Exhaustnon burnom compared thh Ieachers who chose to remam in school or who

@ .
wanted to change schools. The desue to leave the field completely was assocnated with the -

highest level of Emotional Exhaustion bumout. Thls level of burnout was substannally higher

]

than the ﬁorm for Emotjional Exhaustion burnout.
On Depersonalization burnout, teachers; who 'wanted another job in education or who
desired to leayg the professiog.recorded siénificamly more Depersonalization burnout P"
teachers who chose to remain in school. On Personél Accomplishmén(bur‘nbut. teachers who
ch;s‘e‘ to Qtay in schoo! or who wanted another job in education Vreﬁoncd;'signf icantly less
N :

Bersonal Accomplishment burnout than teachers who wanted another job entirely. These

findings suggest that teachers who' those to remain in s¢hool may have developed coping

‘mechanisms which buffer them against %he levels of burnout experienced by teachers who

N

wanted to leave the profession for another unrelated occupation.
£

Desire Tor promotion. The degree to which an individual desires promotion may be an

indication of that individual's self -confidence. Cherniés (1980b:55) maintained that_peoplé
who are confident in ;ttaining their work goals will achieve "psychological success™ and so
mitigate the burnout response. As mdlcaled in Table 5.8, teachers who possessed a hlgh desire
for promotion recorded significantly less Personal Accomplxshment burnout than leachers wu’h

a moderate 1o very low desire for promouon These fmdmgs sugget that teachers who

mdxcaled a high desire for prb"mouon may receive stronger psychological rewards in terfﬁs of .

[ 3
personal achievémerit.

Opportunities for promotion. As indicated in Table 5.9, teachers \QQ rated their

opportunities for promotion as poor reported significantly more Emotioﬁﬂxha_ustion burriout

compared with all other t'eachers.. Similar]y. teachers who indicated poor to fair opportunities ~_

for promotion had significantly higher levels of Depersonalization . and ‘,Personal

Accomplishment burnout than. teachers who reported good to .excellent promotion
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opportunities. ~ _ o ‘

These data suggest lhal an mdmdual s percepuon of the situation fulf 1llmg pcrsonalw |
and professnonal goals may be relawd 10 each sub- scale or burnout, Teachers with a strong
self conndencc may pcrcewe their opportunmes for promouon in more oplimistic terms than

teachers who lack this inner co'ﬁﬁq n ers who saw thenr opporummes for promouon

, CL ;
as moderate to poor had higher . )snnal Accomphshmem burnout compamd with lhc

- norm. All other burnout means for teachers were below cstablished norms.

Frequency of interesting work. According to Pines et al. (1921:149), interesting work

- may be a potemial moderator of burnout.’ ‘As interest in wbrl’('decline;, borcd'o‘r‘n and bUrnéul
é}lsue. _.Che‘miss (1980b:92) m;:inbained that "for ma.ny" “intd»ividuals who work in the human
% services the main pr.obler‘n is not overloadlconﬂict, or ambi'éuity, but boredom. - Their wOrk.
lives lack. challenge, va}iety. and mcéning." As ind_i'cated ih Table 5.10, the frequency of

interesting work was significantly related to levels of burnout amoﬁg teachers. For each

burnout sub-scale, teachers who indicated Alhei‘l' work was inlerCSl;rfg rnnosl of the time reported
significantly less buraout cbr‘npared‘ with teachers whése work .was f re‘quenily 1o rarely
interesting. Teachers whose wdrk was fréquently interesting ‘reportcd siéniﬁcamly higher levels
of burnout than teachers whose work ‘was};.imeresting most of the _timé.'Thcse f in&ihgs suggésl
: ihal a perceived lack of interesting vwork, was related 10 higher levels of bumoul in teachers.
For each sub-scale, teachers ‘who rcporled rar,ely o occaswnally mtcre“ling work recorded

higher levels of bumout compared with burnout norms.

<

Overall work stress. The relationship between work stress and burnout is fairly

well-established (e.g., Cooper and Marshall, 1976; Cox and ‘Mackaiy. 1981;Davidson and
Cooper, 1981; Ivancevich and Matteson, 1980). Pralonged work stress has been associated with
the devqupment of behavipral, psychological, and physiological responses which are

sympto'ﬁatic of burnout (e.g., Frese 1985; Matrgolis et al., 1974;. The responses by teachers

AN}
to measures of @verall work stress and burnout support these research findings.

* 4
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As 1l|ustrated in Table §. ll statistically sngmﬁcam differences for each bumout
| 8ub scale were obtamed among sub- groups of teachers classified by overall work stress. The
lrend appeared to be that as overall work stress mcreased so did feelings of Emotional
‘Exhaustion and Depersonalization burnout. For both these sub-scales, teachers whose work
was very stressful or extremely\ slressf‘ul ‘repoﬂrted significantly more burnout than teachers in
i the_’ othe; two'sub-grbups. The mean score 6r 4I.25 on Emotional Exhaustion fer teachers |
whose work \eae very to extremely stressful was substantially higher than the norm of 3.52 for |
this sub-scale. - |
On Personal Accomplishment burnout, teachers whose work was moderately to
considerably stressful exhibited significantly -more bur'noul than teachers whose work was’
described gs not stressful or mildly stressful.
These f mdmgs support the claim by Venmga and Spradley (1981:31) that a person's

perception of streds influences that person's burnout response, such that "high stress perceivers

will . . . burn out more easily."”

Overall job satisfaction. As reported in the review of the literature, job satisfaction is -

an indication of an individual's subjective assessment of a work situation (e.g., Lawler,
1'973:74-77’: Locke, 1969:‘314; 1976:1342). Research findings indicate that job satisfaction is
| negatively correialed with burnout (e.g., Blase, 1982; Brookings, Bolion. Brown and McEvoy,
1985; Jayaratne énd Chess, 1983; Maslach and Jackson, 19815; Parasuramaﬁ and Alullo,'1'984;
Pines t al. 1981).. |
Results of this study provide further evidence <;f the inverse relauonshxp between job
satisfaction and burnout. As indicated in Table 5.12, the analysis of variance revealcd
sngmﬁcant differences on each bumout sub- scale among sub-groups of teachcrs classified by
overall job satisfaction. The trend appeared to be ;hal burnout increased as ]Ob satisfaction
" decreased. Teachers who were considerably to extremely satisfied with work recorded

significantly tess Emotional Exhaustion birnout than teachers who were dissatisfied 1o

moderately satisfied. Teachers in the latter categories also reported a substantially higher level
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of “brrrnout than the established norm for Emotional Exhaustion burnout.y

M On Depersorraiimlion burnout, teachers who were very to extremely satisfied recorded
significamly less -bumoul than teachers who were slightly to r:onsiderably satisfied. Teachers
who were extremely satisfied registered significantly less burnout than all other sub- groups

On Personal Accomplishment burnout, teachers who were extremely satisfied recorded

sigm’ficamly less burnout compared with teachers v;r!) were drssatisfred to very satisfied.
Signifi rcam differences also were recorded among teachers who were very satisfied and those
who were slightly to considerably satisfied wrth work. Owerall, teachers reported higher
Personal Accomplishment burnout and lower Emotional Exhaustion and Depersonalization
burnout compared with burnout norms. | !

" The ‘highest burnout scores' in teachers were recorded for Emotional Exhaustion
burnout. These data support research by Brookings el al. (1985:147) who f ouhd a significant
negative correlation between job satisfaclion and Emotional Exhaustion burnout (r= -.73) for
135 female human service professionals in a midwestern city in the United States. Similarly,

research by Jayaratne and Chess (1983:137) of 553 social workers in the United States found a

.similar relationship between job “salisf action and Emotional Exhaustion burnout (r= - .40),

B. SUMMARY

This chapter contains a presentation of the findings on the nature of burnout amo'ng
teachers and its relationship to sclected background variables.

On the Lhree sub-scales of burnout, teachers scored below the norms for Emotional
“Exhaustion and Depersonalization burnout. and above the norm for Personal Accomplishment
burnout. When the distribution for teachers was compared against the normative distribution,
teachers  were over-rcpresented in the lower third on Emotional Exhaustion and
Depersonalization burnout, and were® over-represented in the upper third on Personal

o
Accomplishment burnout.
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Analyses of variance revealed that slaiiglically significant differences on each sgb-scalc

of burnout were obtaiﬁed among sub-grdups of teachers classified by the desire to leave school,
the opportunities for promotion, frequency of interesting work, overall work stress, and overall *
job satisfaction. Further, a statistically significant jiff‘crcnce on Emotienal Exhaustion
burnout was obtained €or sub-groups of teachers classified by number of years in current
position. Statistically significant differences on Depersonalization burnout were obtained for
_sub-groups of teachers classified by sex, number of years in current position, é‘n&e level _
taught, grade organization of the school, and size of school. Statistically significant dif fcrénccs
on Personal Accomplishment burnout were obtéined for sub-groups of teachers classified by

grade level taught, and desire for promotion.

A0
=



Chapter VI

BURNOUT AMONG ADMINISTRATORS AND
ITS RELATIONSHIP TO SELECTED BACKGROUND VARIABLES

This chapter contains_the analysis of the quantitative data on the nature of burnout
A ‘

. among school-based administrators and its relationship to selected background variables. In

addition an analysis of differences in the_ nature of burnout between teachers and

" administrators is presented.

_ .
2.1, What is the sature o [ burnou! among administrators, and how does it compare with
the established norms for each sub-scale o fburnout?

,Tﬁnee burnout scores were obt;inod for administrators from the Maslach Burnout
Inventory (Maslach_ and Jackson, 198la). From their studies of 2118 helping service
professionals, Maslach and Jackson (1981a:3-6) established norms for each burnout sub-scale.’
The overall mean and percentage frequency distribution of‘ administrators in relation to each

sub-scale of burnout and their resp’e’ctive norms are presented in Table 6.1. '

~ Emotional cxi\ahstion‘burnom. Emotional Exhaustion burnout has been described by
Maslach (1982b:3) as "a pattern of emotional overload . . . [whefe] people feel drained énd
used up. They lack energy to face another day.”

To illﬁstrate_the nature of Emotional Exhaustion burnout among administrators, one
female junioi-elememary principal (19 years of experience) who reported fecling a high level
of Emotional Exhaustion burnout claimed this feeling was due to 'fothers not pitching in to
help and leav[ing] me with the bulk of the work: " A male elementary principal (27 years of
éxperienoe) mentioned "the teaching load . . . [Qnd] the lack of preparation -time or the
assistance of an aidé N | » |

As indicated in Table 6.1, the mean score for administrators on Emotional 'Exhaustion
burnout was 2.54, oompa}ed to the norm of 3;52. Thus, the mean score for adminis;aﬁns was

140
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substantially lower than the norm for Emotional Eihlustion:bmhout. |
Funher‘ehboution of the nature of Emotional Bxhueuon bumo;n in administrators
can be seen by comparing the d_imlb\'nu'on for ndraniumoni’imt the normal distribution as -
established by Maslach and Ja&m (l9v8h:l-2).~ Administrators were substantially
over-represented in the lower third, were below the distribution for the middie J.hird" and were
substantially under-repreeenged in the upper third. Almost six.percent. of administrators seoredv
in the upper third level on Emotiona! Exhaustion burnout compared with 66.4 percent in the
lower th These data suggest that administrators were cxbericncing less Emotional
. - '

Exhaustion burnout than the other groups of employees whose Tesponses were used to establish

the norm and the normal distribution for this sub-scale.

Depersonalization burmout. This form of burnout reprcsems thgdcvelopment of -

negative- attitudes and impersonal responses tewards clients. Maslach and Pines . Q977 102.)

claimed that "the person who dehumanizes others experiences less emoyon, less cmhy. -:?‘g
' I AT S

fewer personal feelings." . ' R e

. e %”"_‘rg“
! w ¥
To illustrate the nature of Dcpersonalmuon burnout among ;ﬂmhi;uagm !;fcmale rﬁt

junior-elementary principal (7 years of expenence) who rep feelmg a h:gh £¢ree of’

Depersonahuuon burnout claxmed this feeling was related to th qmmamxt gﬁvior Qﬁ % '

students . .. [and the] laziness of students.” ‘A male ¢lementary assis pn cnpal (25 years of

expencnoe) mentioned the lack df adequate feedback as a

depersonalization: "Not appreciating fully the *ffort put into my work ‘
As illustrated in Table 6.1, the mean score for admxmstralo]s@ lizatién

burnout was 1.42, compared to Lhe norm of 2.34. Slmllar to -" !idu& for Emouon;l

° ' pres .
&\ . . . P . . e ‘:".‘. » . ;
. : % h * . e s e ! A
' ; Mﬂﬂh‘ % ‘;?C A
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t'hird. Just over nine “percent of adrministrators were in the upper third level on
,Dapenom]iution burnout compared with 35.5 percent in the lower third. These findings

suggest that administrators werg, ex ing less Deperiomliulion burnout than other groups

of helping service professionals.

Pemonal accomplishment burpouy. According to Maslach and Jackson (1981a:1), -
Personal Accomplishment burnout occhgs when an individual "evaluatels] onéself negatively, °

particularly with regard to one's work."

* as contributing to his f eclings of Personal Accbn'rplishr%gt burnout:

To illustrate the\ fqure of Personal Aogomplishmcm burnout in administrators, a
female elementary assistant principal (17 years of experience) who reported feeling a high levc}l
of Personal. Accomplishment burnout claimed this feeling was due to a lack of positive
’fe'edback: "Only hear negative responses. Not often given [a] 'pat on the back'.” A male

. B ¢
junior-high assistant principal (10 yeats of experience) mentioned the policies of Central Office

g ¢

- great sense ¢ © 'not knowing.’ -
8 -

-

*

A 'Central Office’ wb’{ncver reveals its plir;s,a!;out personnel. In other words, a

- As shown i;l Table 6.1, the mean score for administrators on Personal A&omplishmem
bl;mout was 2.02, compar.ed to the norm of 2.04. Thué.. 'the mean score for administrators and
the norm Tor f’crsor;a} Accomplishmém burnout were similar.

Comparing the. administrater dislriﬁution against the normal distribution for Personal
Aceomplishnient burnout, ladminb‘(rators wcic under-represented in 'the lower third, were
slightly above the distribution for the rﬂiddle third,Gﬂd were similar to the distribution for the
upper third. About 34 percent of administrators were in the upper third level CQmmred with
-28.1 percent.in the blowcr third. Thus, administrators wete experiencing about the same level of

Personal Accomplishment burnout than other groups of helping service professionals.

ik
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S Admmnslrators recorded lower overall mean scores than the establlstyd norms *for
" Emotional Exhiusuon and Depersonalization bumout#md a [mean score similar to the norm

for Personal Ac;comphshx,nem burnoiit. Compaxmg the Mrator dnstrfbuuon to the -

normative distribution for each sub-s@ale, admmlsuators were over-representedMn the lower

third of the distribution on Emotional Exhaustior and Depersonalization burnout, and u,r;e:e
. ‘ - R

close to the distribution for Personal Accomplishment burnout. Thus, admini:jtfato;s-jgn‘de‘d o

experience less burnout compared with other groyps of helping service professionals.

N ) X ’ )
" A THE RELATIONSH]P BETWEEN BURNOUT AND SELECI'ED BACKGROUND ‘

\. : -~
VARIABLES OF ADMINISTRATORS

£ v
2.2. W)lat is the relationship between burnout and the selected backgrours variables o f
adlmmslralors’

- . .
' " The fourteen selected background variables considered for analysis were sex, total

' nimber of years as ari educator, iotal number OTyears in current position, years of

administrative .experience, degree to which major teaching assignment was consistent with .

’ L ‘

training, grade levet Laught;_graedlrganimtion of the school, size of school, the desire to leave
. 4

school or education the desire for promotion‘ifxe opportunity for promotion, the frequency of

mlqresung work overall work strqss and overall JOb satisfaction.

- /

A one-way analysxs oi Variance thh the Scheffguprocedure were used to test for

<ad

dif f erences in bumdut among groups of administrators based o, “p selected background variables.

In some mstances the response categories {r/ere combined for this analysis, according to the

-

cntena outhned in Chapter 5. The analysn? of vanancd,,md:tzﬁnmstaustxcally s:gmﬁcam
}
differences in burnout scores of admmnsda)e/rs classxfied by total number of years as an

edumtor. years of admxmst.rphve experience, degree to which major teaching as#ignment was
& . o, t .

AN . LN S\
-
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9, s . . o7,
. ' o )

consistent with train’ing. 'grade level laught grade organiurli st.hool and srzc -of
' schb‘ol The resu]ts f or the ana'yscs of- vanancc rclated o the kground vanables are

reportedonlhefollowmgpages R L o ‘

« A t-test was used to test for srgmfrcam drffercnces in bumout scores of male and‘; '

female administrators- The results of lhrs analysis are reported with lhe other ﬁndmgs.~ :

Sex The resulls of t- tests on mearn scores of male and fi ema]e admrmslralors f or each
sub- scale of burnoul are presented in Table 6. 2 For Emouonal Exhausuon burnoul the 1
valué;f 1.24 with an associated probabrhty of 0.22 rndrcaled thal the difference between the
m;ans was not _stausueally srgmf icant. Male and female admmrstrators reported similar’ levels"
of Emotiona.l Errrxé.ustion "burnour.»'.These level\s. were corrsideraﬁly lower than the norm for "
Emotional Exhaustion burnout. ' ‘ | | l

On :Depers,onaiilalron burnout, the t .v.alue of 2.16 was"Stéristicall)' sigrrif iCanr beyond
the 0.05 level. The mean s-cbre Qf 1.51 on ‘~Depcrs<.>nalizaliorr burnout for rnale administrators

was signif icamly;higher than the mean score of 0794 recorded by female administra{crrs. Thus, )

male administrators tended to experience more Depersonalization burnout than female

- . Afninistrators, Both mean scores” were substantially lower than the norm of 2.34 for

-

Depersonalization burnout. , =~ . v v

N ' On Personal Accomplrshmenl bugnout, the t v,alue of 1.73 with an associated

-

probabrlny of 0.09' indicated no statrsucally srgmf icant drfference belween the means of male

1
and female administrators. Male aamrmstrators were marginally above the norm f or Personal

. . ’ . ' :
Accomplishment burnbut, and female administrators were somewhat below the norm.

Years in_current posr'xion As indicated in Table 6.3, statistically_signif icam differences

X

in quersonalrzauon bumout were obtamed among sub-gtoups of admrmstrators classified by
¢ ., N
the total number of years in currem position. Administratoss wjth 16 or more years in their

current position recorded a significantly higher levgt of ‘De';')grson‘alimtion burnout than

' administrators from every other category, ercluding the l}, to 15 year category. ‘

'S :
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! o Feelrngs of Depcrsonalmuon burnout tended to increase as years in current posiuon

%

*Q‘. mcrcased wrth the exoepuon of the three to five. year category. The .mean’ score of 2. 73

: recorded by admrmstrators who had been in their cutrent position for 16 or more years was
\ - . ' .

;r, slightly higher than the nqrm of 2 34 for tlns sub- scale
~ Maslach (1976:16) defmed Depcrsonalrzauon burnout as the ioss of emouonal fechngs '
.f'or chems. so that clients are treated "in a detached or even’ dehumamr,ed _way._

Dcpcrsonalimion burnout eften is accompanied 'with feelings of lack o personal

k)

accomplrshmemm As. hunfan service workers ‘develop feclings of depersonahzauon their -
pcr;cmal sensc 6! fdenmy also suffers. Pmes et al. (1981:19) mentioned that people who
dchuma,mze others cxpcncnoe fewer emotions, less empatﬁy, and fewer personal feelings and
:hus dehumanize themselves as well.” 'l:hns relationship between Deperscrnalrzauon and
Pcrsonil Accomplishmem burnout is evident in the responses of adminiéuators Generally.
mcreasod feelings of Depcrsonahzauon burnout were associated with higher levels of Personal .

Accomﬁhshmcm burnout. The mean score of 2.53 on Personal Accomplxshmem burnout

,'.‘-

recorded by admrmstrators with 16 or more years in their current posmon was substanua‘!y

higher than the correspondmg norm.

‘.

: besirq .1‘9 leave school. Ln his s;u-dy of 272 school principals in Nova Scotia,
MacPherson (1985:176) found that principals who wanted to leave eéucation_had significantly
hig}rcr ‘scores on ﬁmotiqnal Exhgustion rhag principals who wanted to stay in the same school.

Maslaél) ;nri Jackson (1981b:108) réperted that the burnout scores of 142 police officers were .
, hrghly predrcuve of their rmenuon to resign. These data are supported by %he findings of this
study As shown in Table 6.4, admrmstrators who indicated a desire to remain in school_
reported srgx_nﬁcanuy lm Emou'onal Exhaustion burnout than administrators who‘ wanted
another job entirely. On Personal Aocr)mplishmcnt burnout, administrators who so'ught
another job in eduqation reported significantly less Personal Accomplishmem burnout. than

those who wanwd to leave the profession. For each bumout sub-scale, administrators who

- wanted to leavc the freld recorded higher levels of bumout compared w1th thc other.
o, . . . i i .
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. mean?core on Pcrsonal Aocomph’sﬁﬁtnl burnout for adm‘imstrators who reportod &ode

' 150

s,

"

| sub grotipsh@emll mean l'or each burnout sub- scale exoceded the correspondtng norm.

peculiarity occurs m relauon to Persoml Accomphshment bumout. Admmlstrators

7
who - wanted. another job in educatnon also regtstered the lowest mean for Personaf *

Accomphshmcnt bumout ~This thay indicate that thcse administrators have more opumistnc
vnews of their future work roles than do admmislrators who are committed to rcmammg in.
educauon or to leaving the profession.’ Possxbly the challenge assocnated with a diffcrcnt jobin

cducauon adds variety and pur,posc to the llves of these administrators, and provxdes them with -

added reasons to feel a sensc of personal accomphshmcnt

QQ.LLQ_MQLJQ. Pmes et al (1981 147) mcnuoned that -

People with hlgher achievement motlvauon show energetic instrumental activity to
attain goals, a willingness to take personal responsibility for actions, a desire for
knowledge about the results of their actions, and a tendency for long range planning.

.

A strong sense of personal ambition may indicate a desire for promotion. lndwnduals who seek «
promotion are less likely to burn out because of their sense of personal responsibility for
action.” As illustratod in Table 6.5, administrators with a high to very higll desirc‘_ for
promotion recorded significatitly less Personal Accomplishment burnout compared with

administrators with a moderate to very low desire for prorhmion. The desire for promotion '
! .0 o \

may reflect a sense of self-cogfidence and "higher achievement motivation™ in some
o ‘ ;
"administrators.  Those administrators W esire for promotion was low to very low recorded

a'highcr burnout score than the norm.

Mfor Lomouon As shown in Table 6.6, statistically significant

differences on Personal Accom dnt burnout were obtained among’ sub-groups of

¢

admiuistrators cla;sified by omrtnnities ‘for promotion ” Administrators who indicate

moderatc oppomnnucs for promtuon rcported sigmﬁcantly more Personal Aocomplv;s’
burnout than administratofs who mdtcated good tMllcnt oppors;nmes for p;omouon

3o N .
opportunmes for promouoh was greater than-thc norm. * “ T R
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E__QQMML_QL Research has shown that when work is perceived as

: mtercstmg burnout decrcascs (e.g., Freudenberger and Rnchelson 1980:153; Pines, 1981:338; |
Pines et al., 1981:35; Venin'ga and Spradiey, 1981:34). 1In contrast, Cherniss (1980a:6)
maintained that an "unrc)vardi;)g work experiencs” leads to burnout, while Meléndez and de
Guzmén (1983;'11) asserted that a-job with ‘little stimulation, no chz;llcngc. and few
opportunities for {'rowth' contributes to burrout. \

| Results from “t.his- study provide further evidence of - the relationship between the
frequency of 'in‘teresvti‘ng work and bumﬁt. As shown in Tabch 6.7, the greater the f requency
of interesting work reported by school administraiofs. thb/c“ ‘Iess their propensily to burn out.

Administratbrs'whpse work wés rarely looccésionally interesting reported significantly more
Emotional Exhaustion and Depersonalization burnoul than adminislrat&rs whose work was

. frequently interesting or interesting moSl of the time. F;)r Personal Accomblishmcm burnout,
administrétors whose work was rarely to frequently inicrcsling recorded significantly higher
burnout scores than administrators whose work was interesting most of the time.

A possible expl‘anatién for differences in the frequency of interesting work may be that
the job situation for administrators varies among schools, offering unique challenges énd
diverse levels of interest. | Another explanation could be that the diépositior;al-charactcristics of .
administrators influence the extent to which work is perceived as interesting. In support of
both hypo{heses Pines et al. (i981‘-61) suggested that burnout occursi because of the
interaction between dnsposmonal and situational characlerlsllcs In order to moderate levels of
burnout in individuals, both mdmdual and situational charactcrlsucs have to be altered. The
authors (1981:61) recommended that modifying the situation would in turn influence the
individual's burnout response. The findings f rom. this feséarch indicate that the greater the
frequency of interesting work in school administration, the less the ;;mential for administtators

to burn out.

M

Overall work stress. As indicated in Table 6.8, statistically significant differences on

Emotional "Exhaustion and Depersonalization burnout were obtained among sub-groups of

0 -
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administrators cigssified by overall work stress. ' S
For Emouéml Exhaustion burnout, administrators whose work was very to extremely
stressful registered significantly more burnout than administrators whose work was not
styessful to considerably stressl:ul, and exhibited s higher level of burnout compared with the
norm for this sub-scale. On Depersonalization burnout, adminijstrators whose work was not

stressful or mildly stressful recorded significantly less burnout than administrators whose work

. was very tp extremely stressful.

or séﬂ?: interest is the finding that administrators who described their jobs as not
stressful or mildly stressful also !‘ecorded the highest level of . Pcmml Accompushmem
burnout. This finding suppons the literature and research which suggest that stress is a
‘neoess'ary feature of everyday lifie, lpd is vital if people are to function effectively (e.g., Baum
et al., 1981; Bﬁrke. 1976; Lazarus and Launier, 1978; McLean, 1979; Seiléy and Pearson, 1984;
Selye, 1974, 1980). Findings from this study indicate that both too much~.as we;l_l as insufficient |
work stress were associated with burnout in scﬁool-baspd' administrators.. . |

Administrators generally are competitive people who set goals fog themselvcé and then
work steadily to achieve these goals. Ivancevich and Matteson (1986:177) maintained that
ambitioﬁs and competitive persons CTeate Additional sources 'of stress for themselves. If these
individuals lack the necessary stimuli f rom work needed to achieve. tpeir goals, mén they are
likely to feel a lack ‘of personal achievement in the quest for ideals. Pines et al. (1981:15)
have noted that burnout is a "sense of distress, c.liSCOI'nenl,, and .f ailure in the quest for ideals.”
°This sense of -discontent r't'\ay be indicaiiye of Personal Accomplishment burnout experienced by

administrators whose work lacked sufficient stress.

e

| MIMSLOQ- Lawler (1973:61) asserted that jéb satisfaction “is an internal
subjective' state.” Both Cherniss (l980b:32.55) ;nd l_vanocvich and Matte;on (1980:17)
claimed that job satisfaction enhances self -éteem é;nd moderates stress and/or burnout.
However, aedording to Howard et al. (1978:81-83), often the most satisfied employo;es are

. ,
susceptible to burnout because tb*er-cqmmit themselves to their work. In support of

-

»
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»
~ Chemins umma m.heevtcnwmm (1980). mrmmormmy hﬂlcmum. |

.

feellna of burnout .among administrstors decreued as job uusfacuon Inmuod e
| As mdiated in Table 6.9, administrators who were exmmely uﬁ;ﬂed with their w‘l. ]
reco‘ded sngniﬂcantly less Emotional Exhausuon bumout than administmou who webe
oonsidembly fatisfied with work. For Depeuonalimion bumout adminmmon uﬁo m |
slightly t0 moderately satisfied recorded srgniﬁcamly hnghet levels of bumout oompned with’ |
administrators who were exuetnely wu'hlgd with work. For vPersonal Accomphﬂ:mg@ |
burnout, adminiﬁufdté whé were extremely satisfied 'recorded ‘signifiunuy \m‘ burnout lhu‘ _
-dmumtots%o mm.nuy to very misﬂed with wotk. Administrators m were -wm'

‘b very sahsﬁed wlth work rcponed a mghcr level of Personal Aocomplxshmem bumout than'
_ the estahhshed‘ aoun Thus these data mdncnte that admmistrators who were exlremely ’

‘ ‘:sausf ied wnh.workexmbned sigoificantly less burnout than administrators who were less than

)
3

L— )
. A 11 H
T e Iy '
LA LI >

. - . m ¥ 'l s T ;,, .
'B. plf;i;nmcts IN BURNQUT ,s‘uwn:m TEACHERS AND ADMIN!STRATORS

.

.
4

'I'tus secuon deals with dﬂmcnces in the nalure of burnout bctween wachcrs and

1

admmls{mars .

51 TWht'u iy the difference in the nature of burnowt between teachers and
- administrators, and how does it compare to burnout norms?

I.-’;csts‘were conducted to test for statistically signiﬁcam differences in burnout .

between teachers and administrators. Results of these 1-tests are reported in Table 6.10.

Emotional exhgistion burnout. As inditated in Table 6.10, the t value of 4.33 was |

v,stalistically significant beyond the 0.01 level. The mean score of 3.02 on Emotjp_nal Exhaustion

burnout for teachers was significantly higber than the mean‘score of 2.54 for administrators,

Thus, teachers tended to experience a higher level of Emotional Exhaustion burnout than
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school admiﬂislmors. The meas, 5c05% for both groups were beloW the norm of 3.5 for

~

Emotional Exhausuon burnout

wﬁmt&n_m,gu} The L value of 0.2 with an assofted probability of 0.8]

jndicated 10" statisticauy significant dlfference between the méans of teachers apg
Administrators on Depersonahzauon pufnout. The mean score of 1 43 for Wa"h‘fs was Slmxlar

(o the mean score of 142 for ggministalors., Again, both mean scofef' W“‘ 1°‘”°f Lhan the

corrospoﬂdms norm. - e /

N

ersonal accom hshmcm - As indicated in Table 6,10, !¢ £ Va‘“e of 1 98 was

statistically Slznlfncant at the (.05 lcvel The mean score of 2.18 op personal ACCOrnpllshmgmt

burout for teachers was sxgni{ncantly higher than the. mean scoré Of 202 recorded py
administratorg_ Thus,  teachers rCI"med CXPernencmg a hightt level %f Personal
Acco Shment bumout than adwstrators The mean score fox'h&achefs was hlgher [han

the norm of 2 04 £ or Personal Acaompllshment burnout.

-

The l‘esults' of t-tests rovealed that teachers recorded sig“ni(ilczntl)" higher levels of
Emotional Exhiaustion and Parsofial ACCOmplishment burnout compafed with admlﬂlsmnors
No SQU“’CA"Y slsmfu:ant dif' fererlce wa$ recorded for Depersonalizatio” bursout,

) ¥ . ‘ @ ;o
 C.SUMMagy \

Fmdmgs related to the nature of b“mout among adxmmstratofs and its relauonsh,p o
selectgh © Background variables wete Pf°8°m°d in this chapter In, s4d%on, an asalys;s gf‘
du‘fercncﬁ in burnout scores berwéen wachers and administrators was prcseniﬂd

]

Administrators scored below the norms for each sub-scale ©f bufiOut. Wien the

) dnsmbvtl"ﬂ for administrators wa$ comPared agalnst the normative dlsmbuv"“ admmm?w

wee OVer-TEPresente) in the lower $ird on Emotion! Exhausuon snd Depersomhuﬁ’m

Q

s

‘Y‘ .
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burnoyt, and were close to the distribution in the upper third for Personal Accomplishment

bugmout.
. Analyses of variance revealed statistically siipﬁ'icant differences on each sub-scale of
- burnout were obtained for sub-groups of qdministrators'classif ied by the freguency of
_' interestiﬁg worﬁ, and 6verall job satisfaction. In addition statistically sig’nili ic.int differences
on Emotional Exhausuon bumout were obtamed among sub-groups classified by the desire 0
leave school and overall work stress ﬁutlsﬁchlly sngmf icant dll‘ ferences on Depersonahzauon
b"ﬂmut were obtained among sub- groups classiﬂéd by sex, number of years m eurrem

) 1"

position, and overall work stre; : Staumically sngmflcapl differences on- Personal

Accomplishmcm burnout .wete ob

schoo)((wr\promotion. ands

mong sub-grodps classilied by the desire to leave

opportunities fof promotion.

— The results of ‘-le/su’tcvealed that teachers reported significantly higher levels of
v’ ) .
Emotional Exhaystion and Personal Accomplishment burnout than administrators.
. . - Y

. ¢ h ‘ ) . b 3



Chapter VII

PREDICTORS OF BURNOUT FOR TEACHERS

The results of multiple stepwise linear regression analyses used to examine the extent to
which seven factors of job satisfaction and two factors of job,characteristics were statistically
significant predictors of burOut In teachers are presented in this chapter. Included in this

«  chapter are the” results of cOntent ﬁaalyscs of the v'{t comments of teachers. These

ents illustrate aqu;ts of the Job which accoiding to teachiy contributed most to feclings  ~-

u.udes' rep”enumvc of each burnout sub-scale. As such, the comments provide a more
. J’ & .

complete msnght m‘to im ht puICes of feelmgs and attitudes representative of ‘mout .

amongdeachers. ’ 'J‘ : - . L
. T . o
The chapler is dmded lglo three major sq;gons ﬁe results of the regression analysns

. S .
for Emotional Exhausuon burn()m. as well as. of ‘e comeq} analysxs '%feachers wrmen

s
comments which relate to this bumout sub scale are presented ih section Qne. Data“on the

. oy
regression analysis for Deperéwlalwauon burnout, and the selected illustrative comments of
"teachers are presented in wetion two, Results of the regression analysis for Personal

Aecomplishment burnout, and the elected illustrative comments of teachers are presented in

secfhon three. !

2 '

-

e

-A. EMOTIONAL EXHAUSTION BURNOUT IN TEACHERS -

»

. . N . J-
Predictors of Emotional Exbaystion Burnout “
4.1. To what extens are b satisfaction, role clarity, and pb hallenge szgniﬂcam
predictors o femm\gmzwn burnout in teachers? :

o,
As shown in Table 7-1, the major statisncally significant prediftors of Emotional

¢ Exhaustion bumout for tw:h&rs were "Satisfaction with Work Load," and "Satisfaction with -
Status and Recognition.” These factors contributed 22.3 percent and an addmonal 3.4 percent

respectively (to the total vgfisnce in Emotional Exhaustion -burnout. "Job Challenge”

o ‘ ’ 162 2
-



o Table 7.1

o .
Multiple Stepwise Linear Regression Aalysis for Prediction of
Emofional Exhaustion out in Teachers from Factors of
Job Satisfactiof and Af Job Characteristics (N=628)

’

/
Factors . Mulffple R R
Satisfaction yith ' y (.
. WOl;k Load

Satisfaction with
Status and Recogrition

Job Challenge




‘ggcaler their emotional exhaustion.

"'Lu;ucally significant prednctors of Emotional Exhausti

‘oA

4 ‘1‘2{“ o . i
qr“«r: ' 14 .
w, '

)
.
~

. 4 A,n ¥
eontrigmed a furthér 0.6° peroem to the sotal variance. These f actors combined were assocmed

with 26.3 percent of the total variance in Emouonal Exhausuon burnout fog teachers. - e o

The Pearson Product- Momem correlatnqn coelficients mdncate the direction 3f

g relauonshtp between each predncwr and L‘ critenon vamblc For example the less satisﬁed

tenchers were with their work load and tl‘status and recogmuon the more they expenenced

Emouonal Exhqpsdon butnoul: Snmllarly. the less they perceived the job as challenging, the

P »
' » »
' ' ~

"' \ © ke

‘ ¢ D y .- P
The remaining (’aclors of JOb satisfaction % s jod charactenistics were not

$ burnout, possibly due to the strong .
mter correlauons among predictor factors and the remaimng f a?tors as mdncated in Tdble 7.2.
The magnitude of these correlations suggests that the gddition of other facters’to the regressiof

analysis would conuute very little to the variance already explained by e‘ajor predic:oré. '
: _ >
" A .
Ferggon (1971:403) stated that -~ . ‘ v |
If two vanables have a high correlation with e{ch other, they are measures of much
the same thmg and t pe inclusion of both, instead of either-one or the other, will
contnbute very little to'the prediction achieved. ‘ .

Results of the regressnon analysns support research findings that w‘ pressure is
.

'directIy related to Emotional Exhaustion burnout. Maslach (1982b 3) claimed that

A pattern of* émotional overload and subseqyent emotional exhausuon is at the heart
of the burnout syndrome. A person gets®dverly involved emotionally, overextends
him- or herself, and feels overwhelmed by*the emotional demands 1mposed by other
people The response to this sntuauon (and thus one aspect of burnout) is emotional
exhausuon

"~ When work load is 6ppressi§e’; some degree of Embuional Exhaustion” burnout may .
. . Lo ‘ ‘ ' . G
occur. .

'Satisfacnon with Status and Recognmon refers to the recognition, feedback, and”

sense of aeoornphshment associated vmh teachmg ‘When fwdbqk reod%uon and challenge

are in short supply, feelings of burnout may increase. For lnstanoe, Cherniss (1980b:96)
. * ~

maintained that “feedback and infarmation are critical ‘resources,’ without which a worker

‘cannot adequaiely perform his or her rolewand achieve psychological success,”. Welch et al.
& ) N ‘ b . S \
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(1982:23) mentioned that lack of feedback and recegnjjion caused teachers *to douﬁt they are

! worthwhile as professionals and as persons.” Pi;xes (1981:347) has illustrated that a,

challenging jab may serve as a potential buffer against burnout.

»

’ﬁe ilthlisncally significant predlctors of Emotnonal ﬁxhausuon burnout in
teachers were ‘?t&ctﬂ\ with Work Load," "Sausf action with Status and Recognition, *and

"Job Challcw . ) o ' &

] o
o Wiy and ldmlmstrators were requested to identify two aspects of the job whnch

. ;gon(ﬂ'n& !bl\ o gty f eelmgs of overextension and exhaustion. Comcnt analys:s of the 590

o ¥
' ‘ g . respomes fcom é!S wacHers to ‘the quesuon "Which two factors in your work contribute most

to feelings of bemg o‘krexten and exhausted by your work?" revealed ten work situations
cachcrs descnbcd as cbnmbu fnost tor feelings 6f overcxtension and exhaustion. These
;‘ work sxtuaqlonshar; ;;rowded in Table 7.3 in order of frequency of mention. Further, their
-rclauonshlq 1o the bredlctors of Emotional Exhaustion burnout, ‘identified in the ‘u

analysns of the prmdmg section, is also included as classified by the rescarcher
L . @ ) -

Work load. The greatest percentage of teachers (57 percent) commented on the
.b amount of paperwork, after-schoo! activities, and in-school duties associgte.'d with a heavy
work lo;d, ‘
A male elementary teacher (16 years of experience):
The pace that one has to set to keep up‘with curriculum actiw;;'ties and students in order -
to do a good job is exhausting. _ ‘
| A male junior-high teacher (22 years) identified extra-curricula demands as endemic to
"“the 'go-go-go’ type of schedule” in schools. A female kindergarten teacher (6 ycirs)

mentioned that "paperivork. mail, messages, surveys, junk mail, etc., add hours every week."

v

-
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Supervisory duties: pnlﬁbuwd lo an excessive work load Lunch-time-and recess supervision

were described Amkqping tasks® by a female clementary teacher (23 years). Another
female elementary teacher (30 years) measioned: "I feel overextended when I have to supervise

in a lunch room after. teaching all morning." .

The effort involved in correcting students’ work contributed to exhaustion in some

teachers. N ..

A nﬂll‘ senior - high teacher (15 ‘ﬂars) )

* Because | am an Eaglish teacher, the thing I find most difficult is the extra markhgl
“must do for one or two hours each night.

i

A; female senior-high teacher (16 years) mentioned the "amount king -- at least two

C
hours _ger night. L K , | -

The expectations of administrators, conspfants, and departments heads contributed to
. - l
Wdrk load. L _— 4
A female jemior-elementary teacher (35 years):
I belie¥that the present expectations [of] teachers [are] out of etep with reality . . .
One needs at least S0 hours of class preparation to do an excellent job. This hds never
been' possible. The work load of teachers is truly unreasonable if excellent results are
required. ‘

A mille senior-high teacher (12 yeaxQ wrote of “the "constant’ demands9 on your time,

* your emotions,” while a female eleméntary teacher (14 years) mentioned that “te‘;chers are
- . . /~ g

expected"it 'jack of all trades"xd Masters’ of all, too.”
\‘

commems provide evidence that work load was identif ied most f requently by

as contn"Bunng to feslings of overextensxon and cxhnusuoq, This f mdmg concurs with

conmbuts t stress and burput unong helpxng service professxomls

-

Interactions with students. When teachem felt unable to handle the“ iaht behaviors

and satsfy the academic needs of students, feelings of overextension and ustion often

_occurred. A female elemeniary teacher (18 years) mentioned “the amdum of effort required in

disciplining students with behavior problems.” Another female elementary teacher (6 years)
\

2 P B S

L
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‘

wrote °1 feel always trying to control 22 active students is very stressful.” A male senior-high
teacher (73 years) 'idemified "students whose 'personal problems seem unsolvablie” as

contributing to his feelings of exhaustion.
Also causing aggravation and concern for tedche( was the "I don't care” attitude of

students who refused to take responsibility for their learning. Some teachers felt they were

f ighting a losing battle. ,
Amleaenior-hightuche:(ﬂyemj: ~ , ‘ .

Constant interactions with students -- pulling at‘d pushing them to work, learh . . .
Préssure on me to 'get them to learn.’ ‘ ‘

: . | )
The finding that daily interactions Wilh‘ students contributed to feelings of \

overcxtension and exhaustion in teachers ﬁﬁpﬁomvthe claim by Maslach (1978a:56) that the
work setting of helping professionals “is ‘often emouonally difficult to handle on a continuous

J
basis - - difficult because hour after hour day aflcr day, year after year they are dealing wuh

-

people’s problems.” Similarly, Pines et al. (1981 15) stated that "burnout is the result of

- A
. :
constant or repeated emotional pressure associated wjjh»4m intense involvement with pe,oplc
. _ .
over long periods ¢f time." .
. . [ 4
. . /‘

Intraschool factors. These factors refer tp the school context variables of class size,

. Split grades, resource availability, physical working conditions, and the communication network

of the school. A female el?mcntary teacher (29 years‘) commented on class size as teadhg to

* . ‘ 4

feelings of exhaustion:

The increased enrolments ‘afe very difficylt to cope with -- so many children have .-, NS
Jemedial problems and 1 don't have timg to help on a one-to-one basis. This is unifair: W R
‘to our children! Ideal class -- 15 stndcmsg ‘teacher. - ‘%

‘ . . - l .- ) ‘ 4

A female elementary teacher (23 yeara ot r IR : 6 s

[For] the last three years {I] have had 30 or more pupils each year -- correcting work . .
is exhaustmg A ’

A fémale elememary. teacher (6 years) indicated that teaching a ‘split grade "Nasebeen

exbausting.” T » /,—. :

\.\ 1
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influehce of situational chuacterhua on dnspositionql variables. As the preoeding co
. suggest, specific work characteristics eonyibuwd to feclings of overextension ahd exha

among teachers. '

" "’ / "

Time. * The preoccupation with a perceived shortage of time to accomplish tasks

L ] ..

contributed’to feelings of exhaystion among teachers. oo .
. Aremne jusior-high teacher (7 years): ‘ o »
g . w to prepare and evaluate effectively - - very fast pace -- always a race
with'
’ -
Ky . Y remale ele!lenury teacher (8 years): o,

A shortage of time. 1 get to school early and Icave,late and still do not have enough

- time to do all the neceosary preparnation and checking.

. » h
. ~vs.e. A male senﬂ hi;h leacher 4} yun) found thie constant demand to meet dca%

Iefl "not enougg. time to revnahze ﬁuule senior-high teacher (16 years) felt exhausted
¢ .
because of "the lack of time for me to feel like a human being." -

These comments suggest that the hectic pace of teaching contribyted to feelings of

« exhaustion. The relentless dmn on a teacher's capacity to oordplete reqmred ulsks wnthout‘

. lime to "revitalize " sagging energy reserves encouraged feehngs of overextension and ..exhaustnon
in some teachers. Howarg et al. (1978.114) mainwned that increased dcmands by the job ‘

-~ seriously deplete tt}e individual's resources of a;iaptaion energy, and conu'ibute t0 burﬁout.

Ry
S ! >
¥

3, - Interpersonal relati :p;emhmu teuuonsm op be dnssaus(ms for both
“ﬂ T
ﬁchm andsadnumstrators (c 8. Fe;gusson 1984; Hiebert, 1984; Jankovic, 1983 Koff et al,,

,,1986 Swent and Gmelch 1977). \For some teichers in the sample, these relationships
y contributed to feeimp of “overextension and exhaustion, and were related to a diminished
self -concept. -

A male semor high tucher (2 ypars):

The conunud penoml e‘xm:t dau m day out with ” many people seems to exhaust

me. W g .%
SR I _—,
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Afmlejunior-hl;htMe:UyunT o '(?

Qher teachers who do not carry their share of the load. They are incomsistent in their
_ work habﬂs . .

A female elemenury teacher (12 yeats)

* aqas posgible indicators of burnout.

N
i3 L
)
K
-
P _
s
"y
!
L]
i A
)
‘

Sqff relauopshnps Somc mn not 'lmemng to my needS as a colleague and
uenenlly having that snobbith -bitchy manner.

A male junios- high teachet (25 years): » .

_Teachers and Mmtou whe thisk that they know mrythmg and don't'give a
“ 'damn’ about other teachers/students. ‘

A male s¢nior-high teacher (20 years):

Attitudes of school [administrators] and Central Office admlmstmors Both are
ignorant of the classroom ntuluon ,
I

Shapiro (1982: 222) mentioned that the often’intense mlcrpersoqal relationships \\Mhin
work teams can generate a ocmm level of stress among staff membﬂs The comments by

teachers suggest that these rehtlonshnps contributed to fi eclmgs of exhausuon and ovcrextensnon
- |

. -

~ Self -concept. Some teachars felt their failure to sausfy all the demands of othcrs

-reflocted a °‘weakness in themselves. Maslach (1982¢:42) claimed that wheq/ semce’

professnonals lay blame on some flaw mthm themsclves . . . they expenenced a sense of

.failure and a loss of self esteem Trymg to sompensate for this loss of self esteem Ied lo

feelmgs of overextension and exhaustion in many teachers For instance; a male clemenury

teacher (2 years) menuoned "the stress assocuted wnh the feeling of wantmg to do someuung o

:*absolu@ m:@ A fcmnle clemgury tuch;r (13 years) admitted that her self- -concept

contributed to feehngs of overext_ensnon. claiming that "I ov;rcxtcnd myself -- nlo-one makes
.
me do it. I do it by choice.”

A male junior-high teacher (2 years):
.1 am the biggest factor. This is my first full-time position. Sometimes I feel | am
~trying t0 accomplish 100 much in one year. In my excitement I take on too much _
' extrt work . ’ . ‘

A female elemenury teacher (14 years) Ay

+
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My own pe}ception of doing my best at_all times. 1'm a pérfectionist and if I don't
stop myself 1 could easily work 18 hours a day. .- '

,~ As indicated by the prccedmg commems. specific dnsposmonal charaucmugs in,
teachers were assocxated wnh feelings of overexlensnoq and exhausuon Such charactensucs
reflected a self -con_cepl‘dedicaled to "perfection” and corhmitment. Striving (o ach\evc this
perféction, according to »C_hcrniss'(1980b:51).‘ can be "a frusirating and dif ficult [quest]™ that ‘

[}

may contribute to burnout.

Attitudes of parents and public. Negative apd critical attitudes from parents and the

‘general public were related to feelings of frustration in teachers. A female clementary tcachcr

(17 yéars) -wrote of the "strés\gp'ut on [me] by parents of the students,” while another female
elememary teacher (23 years) resemcd the demands of parents:

Parents who expect we are their personal servants and should be ablc to cope with snck
children or undisciplined children because they [the parents] have to work.

Chapman (1983:40) referred to the incrcasingly negalive opinion the public has of educélors.
Many teachers felt a weakened sense of status because of this public criticism. A sense of

resignation often resulted.

" A female junior-high teacher (10 years):

There is no incentive to perform at the optimum level .-.-. just pressure to perform
under public pressure with little in the way of monvauon School boards and the
general public sometimes forget that teaching is indeed a noble and worthy profession.
To many teachers, teaching has become a job not a career.

- These comments illustrate that negative ‘public_opinion and unreasonable parental

expectations led to frustration, resentment, and resignation in teachers, rather than to feclings

of exhaustion. . ‘ /(\

-

Systemic factors. These factors refer to the policies and expectations of Central Office,
the Edmonton Catholic School Board and its elected off icials, and the Department of
Education. Demands from Central Office and the Dc‘i)a‘rtman of Education were highlighted

by teachers as major contributors to their feelings of ovér\exu:nsion and exhaustion. . /\



‘ Amale semor htgh tcacher(27 years) v - .o .

S

Expectatnons of somc 'head off ice' pcople -1 feel mady have forgotten the dally '
demands of ‘the classroom teacher. K

-

A female elementary teacher(24 years) : 8o -
P.ressures fro_rn outsnde e.g.v‘. Department ‘of Education testing of elementary
studen'ts' . ,. e ‘ .

¢ : 3

A female senior - mgh tea.cher (21 years) mdlcated a reduction in teacher aides

contnbuted o’ Her f eelmgs of overextenston "Havmg 10 waste a lot of time on clencal work
) N

S

because of supportjstaff reducuon"' o

These 6omn‘tents suggest that the unrealxsuc _expectations and ngld pohcres of hngher

d
administration contrtbuted o exhaustion among teachers S o
“ . - “ - . '

) ¢ “{‘ f
hanging ctmicul Changes and additions to existing- curncula forced teachers to

overextend themselves in an attempt to keep pace wrth the n\ew innovations.

A female elementary teacher (25 years).

- Inability to meet curriculum objectives. Courses are continually being added or
lengthcned None are ever deleted, vet the length of the schod! day remains the same.

¢

A female etementary teacher (28 years) mentloned thc "demands of the curriculum -- always
new additions.” Another female elementary teacher (34 years) offered similar remarks:

*Hardly have time t0*become comfortable teaching a program when a new one is introduced."
The data indicdte that changing curricula and their unique demands required many

. R . N Y
teachers to overextcnd themselves. The preceding comments reflect the findings of Welch et al.
(1982 23) that . ‘

/' \\ -

teachers who are caught in the .constant mnovanon [of changing cumcula] the

- problem of keeping up in their subject matter or educational methods, and the feeling .

of a loss of control of the profession are easy targets for burnout.

Feedback. Insufficient feedback'contributes 10 a loss of self-esteem and hastens

¥

fedlings of burnout (e;g.,' Cherniss, 1980b:96; Maslach, 1982b:19; Pines et al., 1981:117-48).

In comparison, Pines et al. (l981:ll7-118) asserted that feedback enhances the individual's
A .

feelings of meaning ‘nd success, fand improves the mordle of the organization. Teachers
F 4 .

. <

N

. oo . )

)



identified lack of positive feedback as a calBe .of their poor self-esteem and feelings "of
‘ exhati'stion. " _ . Y Do ‘ , .

.Amale senior - high teacher (17 years) . .

I am a very hard worker. l do not mind being exhausted by my work "1 think that 1
beeome fatigued when superordmates do not acknowledge the work 1 do or do not
really understand what is involved in teaching a subject. Pratse is thé-most important
aspect of keeping a persop alive f or the following day. ‘

A female junior- elementary teaeher (29 years)

Never are we told that we've done a good (or even’ adequate) job. lt's impossible 10 -
feel anyone. realizes or thinks we're doing a good Job ‘ '
As these comments indicate, teachers appearéd to receive very little positive fecdback,
and this they claimed contributed to feelings«©f exhaustion. T

The work situations ltsted above wege further exammed and classified to assess how

- »

representative they were of the three stattstically srgmf icant predtctorsof Emotional I:xhaustion

burnout in teachers as mdicated in Table 73. A relationship between a work situation and a

predictor was identified when the comments made by teachers for each work situation were

representative of the items included in-a predictor.

The stattsttcally significant predictors w Emotional }:xhaustion burnout in teachcrs

’?avere "Sattsfactton with Work Load,” "Sausfaction wtth Status and Recogmtion and )ob ,

Challenge.” *Satisfaction with Work Load" ret'ers to the amouny of work required and the
extra tasks associated with teaching. When teachers felt &heir_ work load was excessive, I eclmgs
of Emotional Exhaustion burnout developed, Work situations representative of "Satisf, action
with Work Load,” and those contnbutmg to feehngs of overextension and exhaustion, were
_ "_W.ork load.: "Interactions with students,” "Intraschool f actors.' "Time," "Systemic factors;”
-and "Changing curricula."

"Satisfaction with Status and Recognition" refers to the status,'recognition',. and sense

of accomplishment of teaching. ‘Work situations representative of a diminished sense of status,

3
]



-, . . 4

14

o 175

and those oontrlbutmg t0. feelings ol‘ overextensron and exhausuon were "I[nterpersonal
relatlonshlps o 'Sell‘ -coficept, " "Attltudes of parents and puhllc and "Feedback. "

When the jOb failed 10 provide enough challenge, .or if the demands ‘of work exceeded
indmdual copmg abiltties. feelings of exhaustion .developed. ‘Work situations related to 'Job_

Challenge” were "Interactions with students,' and :Self -_concept."

v T ‘ T L . ‘ .
B. DEPERSONALIZATION BURNOUT IN TEACHERS - .

4.3. To what extent are job satlsfaction role clarity, and challenge -slg'niﬁc'am
predlclors of depersonalization burnout in teachers? - : o

. As shown’in Table 7.4, the results of regressron analysis revealed that the statrsttcally
srgnil'icant predictors of Depersonalization burnout in teachers were "Job Challenge d |
"Satisfaction wrth Status and Recogmtion These factors contnbuted 10.2 percent and an
‘ additional 1. 7 percent respectively to, the total variance in Depersonalization burnout. The
factors combined” were associated with 11.9 percem of the total varrance in Depersonalrzauon

bumout for teachers N

The negatrve Pearson Product Moment correlation coeff ic1ents mdmte that the lm

- - —

| teachers believed their job was challengmg. and the less satisfied they were ‘with their status and
recognition, the more they. experrenced Depersonalizauon burnout As illustrated in Table 7. 2
the two predictors of Depersonalizauon bumout are subst,anttally correlated W‘lth the other
f actors of job satisf actton and of ]Ob characteris Also noticeable are the stronger negative
correlations among the predictors and thé criterion v_arrable con_rpared‘ with the other factors.
Thus the addition of other 'factorsto the regression equ'atiOn would mntribute véry little to the |
variance in Depersonalization burnout. | | |
Depersonalization burnout refers to the development of negative attitudesand cynical,

ii‘hpersonal responses towards clients, others, and of ten towards oneself. In this study, teachers

v
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| | Table 7.4 |
. N - ‘ .g" . } )
Muitiple. Stepwise Linear Regression Analysis for Predictiongf = °
< . Depersonslization Burnout in Teachers from’ Factors of ©
Job Satisfaction and of Job Charactefistics (N=628)
. T LS. , ) | Percentage
Factors - © - gMultiple R R'  Contribution r
. Job Chalienge ‘ 39 a2 102 -319
Satisfaction with S, ‘ |
Status and Recognition- T T 119 17 . - -287

“‘l
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dgveloped these .atutudes and responses becguse the job failed to provide adequate challenge ”

and recognition Poasibly the lack of challense for leache;s atema f rom the, aameneas of their _

: teacl%ng assignments, the predrcubilrw of their daily dncoumeu wilh peers admimatrators .

-and students, and the lack of 1nlellectual stlmulation in their classroom teaching
The finding that teachers. developed l'eelings*of depersonaluatlon lSecauae of a pereeived
lack; of challenge supports the claim by Chemrss (I980b 45) that -"lack of challenge ‘

underutilrzauon of abiliues ud skills and pauclty ol' intellectual stimulation-are potenually '

"'imponam eauses or b\lmout in menlal health and related fields.” Chemrss (1880b 92- 94)

.' idennfred boredom as a conubutqr lo bumout and ‘a correlate of a job thal lacks "challenge,

variety. and meaning Venmga and “Spradley (1981: 34) referred to the "stress of
undersumulauon asa consequence of dull routine, and bormg work .

he lack of status and recognmon also comributed to Depersonahzauon burnout for
teachers Research- has shown that negative or no feedback contributes to bumout (e.g. .
Cherniss, 1980b:96; “Pines ¢t al., 1981: 117 Rathbone and Benedict, 1980 56-57, Vemnga
1979:47). Maslach (1982b 19) asserted that because human service helpers of-ten dml wuh the
needs and demands of clients, “with little recognition for their time and effort, "it is not
surprising m‘a’p p'rofessi_onal helpers begin to develop a negative.' and cyhi‘car view of human
nature.” - o H s oy |

In summary, the statistically srgmficam pred.ictors of Depersonalrzauon burnout for h

teachers were ") ob Challenge,” and "Satisfaction with Status and ‘Recognmon.

44 Whlch aSpeas of the pb ldentiﬁed by teachers as contributing most tp the
» development of negative attitudes and impersonal responses are related to the .ngni ﬁcant
predictor(s) o f deperwnallzation burnout?

Teachers and administrators were asked" to identify two aspects of the job which

: _c'ontributed most to the development of negative attitudes and impersopal responses towards

A
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their clieh'u‘. Content a:\;@ly'sis of the 511 replies from 635 teachers 10 the question "Which two "
factors in your work conttibuted most to th:acvelop‘mem of negative attitudes and impersonal
responses towards your cliems?"revea;pd eight work-felated situations ‘luchm id/escribed as
.major» odntributors 1o these I'atlitudes and responses. These work situations are'preg.ented in
’Table 7.5\in order of "Trequcncy of ’memion. Further, their relationship to lhe’ signif icant
predictors of Depersonalization, burn‘oul, i_denti’f ied ‘in the regression analysis of ;hc ;;rcc_eding
section, is also included as classified by the researcher.

. - Selected comments by teachers are provided Below to illustrate each work situation that

was identified with the'developmenl of negative attitudes and impersonal responses.

r

¥ I . S ,
Interactions with students. Negative attitudes ameng students ofterr encouraged the
development of similar attitudes ‘among teachers. A femiale jum’oiwcn}ary teacher (24

years) mentioned that jnegative, rudéfand inmotivated ‘clients’ turn me off very quickly.”

"~ Afemale 'elcmentary teacher (9 years): : AN

[The students] negative attitudes; apathy. they seem to feel they need to be '
entcrtaqu at school. They have kittle or no ambition.

A male senior -high tcache_r (4 years):
Often: the lack (_)f respect shown by my students to me, to other teachers, ard to each
other fosters the development of negative attitudes. Students often expect things.lo.be
handed to them 'on a silver platter.’ They rarely scem satisfied with the services
‘provided.for them. :
Also ,cohbtributing to cynical attitudes and responses among teachers were the deviant
‘behaviors of students, along with. the special needs of some students.

A female elcfnemary teacher (14 years):

Children who are abusive, stubborn, have little self-control, and despite all efforts
refuse L0 cooperate.

A male junior-elementary teacher (7 years): .

" Rude behavior! Students who don't take into account the feclmgs of others and
jeopardize other students’ rights to learn.

A female junior- elememary teacher (3 years): \ -

Slow learning of clients. Sometimes one feels that it doesn't maucr, how much

\
v
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qbnsidernlion you give because it won't make a difference 1o them.
A female clementary teacher (14 years) .

Children who have emotiopal problems should not be in regular classes - it is hard o
enough to get things done without _them there. With them there it is ten times worse!

These comments indicate that the major work situation contributing to the dévelopment
of negative attitudes and impersonal responses among teachers was the daily demanding
lgtcraction with students. The impersonal statements and negative attitudes of teachers are

indicative of the psychological withdrawal mechanisms Maslach (i982b:3% identified among

human service helpers who become "overwhelmed by the press of people wl}o nwming,

wanbsomelhing. and are always taking something from them.” \
Attitudes of parents and public. Having to contend with unreasonable demands and

critical attitudes from parents contributed to feelings of depersonalization in some teachers.
A female elementary teacher (25 years):
Parents who demand their own way and tell you what you should be doing offend me.
Parents who come to discuss their child and other problems day after day contribute in
developing a negative attitude.
A female kindergarien teacher (9 years):
Parents who come and rant and rave because-l didn't zip up their kids’ coats. They do

not seem to understand the job of teaching and dealing| with a large number of
children at once. :

Often the indifference of parents was associated with thetdevelopment of cynical

attitudes among teachers.
A female junior-elementary teacher (11 years):
Lack of parental support -- if parents don't care enough to make sure hofnework is
done after repeated phone calls, detentions, etc., it becomes easier to tRink if they
don't care, why should I? 1've got other students to woiry about.
A female junior-elementary teacher (17 years):
Children who have parents who haven't adequately trained or prepared their children

for school. Parents who don't give a damn! They fesl the teacher can perform
miracles --"as I shouid!
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]\,'“Nmuve public opinion of weachers contributed to feelings of depersonalization among
ihe respandénts. A male elementary teacher (11 years) mentioned the “soci(etal] attitude . . .
puttlngplfunolmm nmo-ubemurm A male junior*elementary teacher (20
years) wrote of the "public’'s low opinion of educallon and educators, including govemmem
neglect.” . —_

These comments support the aueniom by Levinson (1981:76) thit burned out
individuals of len-‘isplay anger at those making demmds and develop feelings of cynicum
irritability, and neuuvuy Freudenberger (1977:98) claimed thnl bumout propnutes
negativism and despair in both the helper and the client. The findmgs of this study \mdncate

that the negative attitudes of parents and the general publie promoted similar. attitudes among

teachers.

lmrgghgg‘ | factors. Large class sizes made extra demands on teachers and hastened
feelings of depersonaliuu’on.. A male senior-high tcacﬁer (28 years) wrote of "ipepersonal
large classes,” while a female junior-high teacher (11 years) indicated ."large classe%l‘ ‘9 not
enable me to deal effectively with behavior or learning problems.” A male junior-high teacher
(13 years) believed "teaching too many students creates an impersonal classroom atmosphere.”

The numerous demands from various personnel contn’buled"to the development of
cynical attitudes among some teachers. These atumdcs'w;re typical of the dehumanization
response in human service helpers who, according to Pines et al. (1981:19), develop "negative
self -com.;epts and pessim'istic views of their work . . . and develop negative attitudes fowards
others.” | -~

A male senior - high teacher (11 years):

The expectation that you should give bul not 'they.’ 'They’ mcludes the students,
community and the board.

A female junior-elementary teacher (6 years):

e demands placed on me outside of my accepted job responsibilities, very often
leave me tired and feeling fragmented, therefore leaving me with less patience and time
for my ‘clients’ than I would like to have. o

<&
.
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A male junior-high teacher (13 years) wrote of the "'Care-less’ attitudes of some people tﬁ all
levels of the education process.”

|nterpersonal relationahios. The complacency and negativism of ‘saff monfoers
contributed to disappointment and cynicism among teachers.
A male senior-high teacher (23 years): -

My colleagues' lack of concern for meaningful swaff development activities duﬂn;
monthly staff meetings.

Similar to Rathbone and Benedict's (1980:56-57) finding that negative staff.room talk
and gossip were indicators of burnou\, a female elementary t‘cacher’ (7 yeafs) 'highligmed
*gossip or unkindness from other staff members” as the cause of her negative attitudes. A
female elemenhry teacher (one year) concurred:- 'When‘,tuchen begin to display lhcif
prejudiées through gossip in the staffroom.” |

Teachers also complained of the '&k of. support and leadership from administrators.
A female senior-high teacher (8 yeafs):

Lack of support from administration in dealing with attendance or behavior problems.
Easy to say 'If they don't care, why should 1?’

A female junior-elementary teacher.(S years): .
Often much effort on my part in helping a child is for nothing. In my previous school
(the] principal was a wimp. Wouldn't back me up; he had no backbone when it came
down to handling real problems. This created negative feelings on my part.

Self -concept. Some teachers created their own challenges by making personal goals f or
_themselves. Failure to satisfy these goals -encouraged feelings of depersonalization and
withdrawal as defenses against further failure. : ‘ T
A female junior-senior high teacher (4 years):

thn I care more than the student does for hﬁ'xself I get dtscouraged and sometimes
I give up.

a——

A female elememary teacher (12 years):

A student displaying the same patiern of ‘negative behavior' daily. | bum out more
energy being concerned and caring than the student puts into their quri



O
‘A tu/;uy& elementary teacher (13 years):

The source of [negative atittudes and impersonal responses) in my case (is) found in
me¢. not in my work

’ n#mgmbymwmmmuormp«a (1981:55) that -,
belping wrvﬁee professionals "end up detaching too much [from the job] as a defense against \
the power o{ their emotibns.” Many teachers blamed themselves for failings in their students,

l and thus developed a poor self -concept.

Foedback. The lack of positive reinforcement from superordinates and peers caused
some teachers to question their self -esteem and status. A female mmeﬁury tucl;er (11 years)
mentioned “there is very little progréss or thanks for the work done.” and a male junior-high
teacher (12 years) highlighted "the lack of acknowiedgment of a job well done.” A female
eleménur& teacher (19 yars) mentioned the “lack of intereyt in me personally or in my work
in twe classroom from fellow teachers.” .

A female junior-scnior high teacher (8 years) indicated the' impomhce of positive feedback

from Students:

[Studenls ] lack of ‘appreciatfion]’ -- i.e., seldom do they comment m the form of a
‘thanks’ but when one does, it keeps me going for weeks.

These comments suggest that feedback from others is important to a teacher’s
self -esteem, and may mitigate the development of negative and impersonal responses towards

others.
/

»~ W The policies and directives o;' Central Office and the Department of
Education contributed to nepgive attitudes among teachers. Also causing concern were the
expectations of higher administration. ‘

A female clementary teacher (11 years):

'!'befeelingthnhadotmemuuslo ‘share our mission' but on other items (for
enmple evaluation) our input doesn't seem to count for much.

A~femaleelemenurytucher(15 yun).
" Expectations of administration {(Department of Education, school boards) are



sometimes beyond human capability. ' .

A male junior-high teacher (23 years) alluded to the “lack of funding . . . time and
personnel” as oot;mmtoty factors to feelings of dopersonalization. Similarly, s fegale
junior -elementary teacher (9 yur.o) mentioned "myinerﬂciem support mte:h for ’chﬂdun -
{who] NEED diagnosing® as causing her negative response 1owards Central Office wﬁms

When teachers believed the expectations of their jobs weré altpou im‘pouible t;> atgin .
because of 7“3 policic: and limited resources, flesative attitudes and impersonal responses

-

towards the personnel responsible for these policies ,hrlled..

Time. T eachers developed cymical attitudes as a Consequence of limited ime. A female

junior -elementary teacher (10 years) mentioned the “lack of preparation time -- Xids are 'in
. e way' of preparation.”®
A femaie junior-elementary teacher (7 years): .

Lack of time to prepare lessons and the pressuke of time for each subject to start and
end. Always rushing as if the world is going to end.

This perceived shortage of u'm; interfered with the quality of instruction. Teachers
blamed th system for creating a shortage of time and so perpetuating impersonal
teacher-student interactions. '

A male junior-clementary teacher (28 years):

Curriculum that has been constructed in an ‘Ivory Tower' attitude that demands more
time than available.

A female junior-el¢mentary teacher (24 years): » ‘

The emphasis on curriculum doesn't always allow for the time to work with
individuals in a ‘personal’ way.

A male elementary teacher (16 years):
A Y

I don't feel negative and impérsonar about mry stydents. | only feel negative about not
being abie to have the time to deal with student pfoblems more efficient)y.
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The wbrk'siluaﬁons listed ’above were further éxamined and classified to assess how-

'represemalwe ‘they were of the statnsuealjy SIgmf icant prednctors of Depersonalization burnout

. in teachers as mdlcated in Table 7. 5 A relauonshxp betweeri a work situation and a ptedlctoT

~

. was identif led when the commems made by teachers for each work snuauon were represenmuve

of the items included in a Rl’CdlClOT T ‘- . . ;

y . .
_The staUStually sngmfxcant predlctors of Depersonahzauon burnout in- teachers were
' .
J ob Challenge,” and "Sausf action with Status anid Recogmuon "Job Challenge fefers to
the opportunmes provnded Leachers to use their skills and abllmes and to keep learning new
‘thmgs on the job. When tmchers f élt their _]ObS were underuuhzmg thenr abilities, or when Lhe
jOb was pg:rcewéd as (00 gicmandmg and exgessnve, neginve attitudes and impersonal responses
deycloped. jWork silugtiqns 'reprcsemativé of "Job Challenge” were "Intraschool factors”
"Self -concept,” "Systemic actors, " and *Time." |
| "Satisfaction wilh_Slams and Recognition” refers (o the sense of status, recqgnitioﬁ,
and aécomplishment teacﬁers received from the job. Work situations as-sociated‘ with a
d'eu:riorating sense of status and recognition, and those contributing to (iigg.ativ,e attiiudesvénd
impersonél responses a?eng the respondents, were 'Iptéréctiqns with students,” \"AttiFudés'of
parents and publjc.f "lnlcrp::rsonal relationships,” "Self ~conce;$t,". and "Eccdba;k." | |

0

C. PERSONAL ACCOMPLISHMENT BURNOUT IN TEACHERS

' [rﬂjg;g_[g'gj Personal Accomplis hmgm Burnout

4.5.. To what extent are job salis facuon role clarity, and pb challenge signifi cant
predlczors of personal accom pllshmeru burnowt in teachers’

As shown in Table 7.6, "Sausfact:on thh Status and Recogmuo'n ~was ‘the fxrst

statistically sngmf lcant prednctor of Personal Accomphshmem bumout to enter the regressnon

equation, comnbutmg 13.4 pcrcem to the total variance. in Personal Accomphshmem burnout.



Multiple Stepwise Linear Regression Analysis for Prediction of
Personal Accomplishment . Burnout, in Teachers from Factors of

Table 7.6

Job Satisfaction and of Job Characteristics (N=628)

186

)
(
Percentage

Factors Multiple R R? Contribution r
_Satisfaction with :

Status and Recognition .366 134 134 -.366
~ Job Challenge 398 158 2.4 2336
Satisfaction with

Advancement 413 A7 - 1.3 -.130
Satisfaction with o '
Security and Involvement 429 184 1.3 -.301
Satisfaction with

Salary and Benefits 440 . .194 «1.0 - 068




AN

Benefits. " contributing a further 1.0 percent to the total variance in Personal Accomplishment

187

Other significant prediclofs were "Job Challenge.‘ " contributing ah additional 2.4 percent to lhe'
total variance; "Satisf aclion with Advancement” and “Satisfaction with qSecurity and
Involvement,” each contributing an additional 1.3 percém; and "Satisfaction with Salary and '
‘ “ ‘1
burnout for teachers. These factors combined were associated with 19.4 percent of the total
variance in Personal Accomplishménl burnout.
The negatwe Pearson Proguct-Moment correlauon coef fi 1c1ems mdxcate that the less

&tlsf ied teachers were with each factor of job satnsf action to enter the regression equauon the

more they expcrienced Personal Accomplishment burnout. Similarly, the less they percewed the

job as challengmg the grcater their Personal Accomplishment. burnoul o
A person's work provides the individual wnh a se‘r:ie of purpose and fosters feelmgs of
self confidence and ef f icacy. If work fails to provide the f eedback and rec;gnmon necessary (o
enhance and sustain lhese feelmgs or if the work lacks suf fi 1c1em challengc then self -esteem
deteriorates. This loss of self -esteem is similar to’ aSpects of Personal Accomplishment
burnout. Chcrmss (1980a: 22) stated that  ~ . | ‘
a person's work strongly influences her self -esteem. Individuals in our soc;ety tend to

measure themsélves by what-they de- If their work is challenging and they are able to_
meet the chalienge successfully self -esteem is enhanced. » )

¢

Thg results of the regressi analysis revealed that when tcachers'beliech the job did x'fot
satisfy adequatelyllt?cir ds for status and recognition, feelings of Personal Accomplishment
burnout developed. -

"Job Challehgc" represents the extent to which the. jol; rﬁakes use of abilities and skiils,
and edcourages individuals to keep learning new things on the job: wei\)ed failure of the job
10 provid,e these challenges was related to Personal Accomplishment burnout in teachers.
Welch et al. (1-982-:24) maintained that the organizational structure of schools negates many
opportunities for challenge | |

[The structure of schools determines that] every detail to which [teachers] thought they

cquld contribute_has ‘already beeX arranged. The situation is such that they cannot use
- their own ideas in any but the most superficial ways.
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The- other ‘statistically significant predictors of Personal Aécomplishmenl burnout,

-

_namely "Satisfaction wrth Advancemem " "Satisfaction with Security and lnvolvcmcnl and
I

"Satisfaction with Salary and Benefits" are contexl variables lhat occur because of the nature of

the*job. Satisfaction with these factors was significantly relalcd to Personal Accomphshmem

burnout in teachers. s ’ \ :

. ) YWoa

~In summary, the statistically significant predictors of Personal Atcomplishment
burnout in teachers .were "Satisfaction with Status and Recognition,” "Job Challenge,”

"Satisfaction with Advancemem.® “Satisfaction with Security and lnvolvement,” and

"Satisfaction with Salary and Benefits.”

4.6. Which aspects 8f the pb identified by teachers as contributing most to feelings of a -
lack of personal accomplishment are related to lhe signifi cam predictor(s) of personal
accomplishment bumoul ?

Teachers arrd administrators were requested to identify {wo aspects of ’lhc jbb which
éontribrrtcd mqst'to feelings c;f a l.ack of personal accomplish‘menl’on the job. Co’ntenr'arnalys‘isy
of the 497 replies from 635 tcacrrers’ to the question "Which two factofs in your Work‘
contribute most to feelings of a Mck of ‘p'ersonai -a'ccomplishr‘r'\em on the job”" revealed cle'vcrr
work -related situations teachers described as contributing most to these f ce]ing's. These ‘work‘
situations are 'prcscmed inl Table 7.7 in order of fn\zqucncy of mention. Further, vlhcir
relationship to the si»gnificar’ll'prediclors_ of Personal Accom'plishmenr burnout a; indicated in- R
the regreséion analysis of the preoeding .seclion is also included as classified by the researcher.

Selected quotations by' leacpers are prpvrded to illustrate each work situation that was

identif red wrth feelings of a lack of personal accomplrshmem

Feedback. A quarter of all teachers who responded to the question above rndichléd that
lack of psitive feedback was related to feelings of a lack of personal accomplishment. -
A male ¢ entary teacher (¥6 yéars) :

A lack of recognition from authority for L-he"‘g_ood work' |'ve done. -The odd time
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© .meaning.

I've screwed up, I've known it. I have the feeling that I'm a good teacher. The kids
say I'm tops. A number of parehts like me. Even some colleagues treat me as if I'm

good, but few say it. Not too many superiors let you know where you stand (only '
' when.you screw up).

' v
[ ' . !

A 3

A female junior-senior teacher (21 years) R N >

Not enough - mterest shown by administrators [about] what 1 actually do in the
classroom and [failure to] explore my (eehngs about my duties..

. This lack of fi eedback and praise encouraged some: teachers to gtve up: work Rad lost its

AN

A fernale junipr-etementary teacher (7 yearLs):-

Very little feedbacl('from_adminisuator_s and stttdents (expected?) . . . and [little] -
parent involvement -- need to hear that 1 make a difference.- No reward for extra
time and energy compared to those who do the bare mtmmum Why bother" #

Some teachers indicated -that poor feedback “interfered wnth opportuntttes for

promotion.

1

-~

Af emaie elementary teacher (7 years):-

I feel there is little opportunity for advancement; the.few- administrative positions are, )
taken up by men not necessarily as quahf ied as women. Little or'no recogrition for
the countless number of hours put in for papgrwork, meetmgs plannmg report '
writing, and even the courses we take on our own {time]. '

A male junior- high teacher (15 years) mentroned ‘that appomtments are about as haphazard

as they can get. Manx admtmstrators have httle respect for Qarttcular interests or abilities."”

_The” lack of fmancral rewards also encduraged feelings of a lack of personal

accomplrshment - . '. ' ' -
Af emale senior - high teacher (25 years) -

There are no rewards for bemg an excellens, teacher A better salary or more free trme
. comes only with administrative post. 'Why do we value a vice principal who chases
af ter delinquent students more than 4 teacher who deils constantly wrth [them]" B <
. Maslach (1982b 19) menttoned that professronal hel‘pers recetve litte posmve 1 eedback.,.
and any feedback "is almost exclustvely negative.” In addrtton asserted Mas}ach (1982b 20)
because the accomplishritents of professignal helpers are expected, as part of the job, ' then

there is no need to provide feedback except when things,'fall short of these expectations.”

Welch et al: !(1982:23) stated that the lack of feedback led teachers "to come. lo believe that -

’

N 4 -
! C 190’
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A female 3unior elementary teacher (3 years):

. . . . . \
v \ . '
s - - ' ¢
. y . ol 1) S
o . . . R T ' : . ’ j‘“‘

nobody cares As the comments by teachers reveal poor feedbac\ combined with hmrted

]
opportunitres for advancement and insufficient. remunermon f or servtces rendered contributed

10 feelings of worth_lessnéss. powerlessness. and a*la'ck of personal accomplishment.

i
Inieractions ‘with_students. When teachers fejt incapable of altering the deviant

behaviors and attitudes of students their pers‘dnal sense of competence was threatened. ;

Students [who] never really care even af ter you have worked wrth them constantly - it
..becomes discouraging. .

t

A male junior- hrgh teacher (11 years)’ was affronted by the "lack of persorw respect from

recipients of my servrces A female ]umor hrgh teacher (one year) indicated that a lack of

-

" personal a‘tcomplishment resulted when “students show disrespegs [and] act as though they

don't care.” -

Fallure to satisfy the special needs of some students encouraged the development of a

"crisis' of Comthence" (Cherniss, 1980b:84) in teachers.

A female elementary teacher (6 years)

. )
Many students in my class have not the skills necessary 10 be there in the first place,
and I get f rustrated trying to brmg them (O par.

Af emale jum’or elementary teacher (16 years):

The dif! frculty/tmpossrbrlrty of answering all the needs (phystcal emottonal spiritual,
* educational) of each child in fny class. N

These comments suggest that the constant contact with students asd the impessibility

of satisfying all their needs cOntributed to a lack of personal accomplishment among teachers.

Self -concept. Some teachers blamed themselves for failings in their students, instead of

recognizing” the influence of situational characteristics on their sense of achievement.

Consequently. their self -esteem deteriorated.
A female junior-elementary teacher (one year): G

My own inability to get students working effectively .towards learning specific
concepts. p

-
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A mle scniot-hlgh teacher (2 years) asscried that "when st'udcms‘dd poorly on exams | tend to
blame myself or my teaching a'bilities." A fcmle clementary teacher (21 yegys) shared this
vau'iiude. cl;ilming "when students don't pfogtess it seems | 've failed.” |
Furiher. if the job failed to offer Substam‘ial‘challénges. boredom. frustration, a;\d a
~ &emoralized self -concept of ten resulted. ‘ |
A female junior-elementary teacher (11 years):
Repetition - - staying at the same grade level too long (i.e., more than 3 vears) makes
me feel a lack of accomplishment. Not that instryction or achievement is different,
- but [1] don’t feel as positive with the same results after three years.
‘A male elementary t 'V'ér._(ll' years) com;nenled on "the soul:-desuoying rcpemi;)n of it
‘[teaching] all," and a female junior‘-‘elemenlar‘y teacher (5 years) believed "therc do not seem 1o
be ‘any intellectual challenges in this j;b." A female elementary teacher (15 years) highlighted
the ‘;lack of challenge and stimulation.” .
As these comments indicate, a le.:icher‘s sense of accomplishment is largely influenced
by the challenges assbciatcd -with the job. When the job lacks sufficient chdllenge, self -concept

and sense of accemplishment are j‘eopardﬂxzéd.

Intraschool factors. The intraschool factor of large class sizes caused teachers 1o

stretch their resources and abilities, and led to a decreased sense of a‘ccomplishmcnl‘ A male
elementary teacher (11 years) meqtidned ihat "class. '-size limils- my accomﬁishmems_." A
f emalé junio}-high teacher (4 years) complained of. "tpo many kids to teach . Last year | had
175 [.studenls]. How can I do a good job?" | | | N

The physical structure 6f the \school forced 1eachefs to work in isolation f rom
colleagues: Consequently, pefsonal succeéses often went ﬁnno;iced.

A female elem'entary teacher (8 yeérs):

Everyone is always Very busy and there are times when you cannot discuss
accomplishments because we work on our own most of the day.

A male senior-high teacher (one year)v: }

The feeling of 'you're on your own' when undertaking major projects such as tearus,
dramatic productions and field trips.

je3
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{

Time. The shortage® of time was seen as leading to a loss of faith in personal
achievemerit. Teachers indicated that too little ;i\me was provided for them to establish
meaningful professional relationships with their studc"fus. “

]
A female junior-elementary teacher (10 years):

Time -- it seems time always runs out. You want to do so much with the children but
it seems the surface is only accomplished. : .
A male junior-high teacher (13 years):

-

Knowing that forty minutes & day is not sufficient to make a lasting impact on their
[the students’] lives.

Sonme-teachers suggested that the shortaée of time interfered with opportunities for
professional development. A male junior-senior h{gh tgacher (15 years) claimed .t?lere was "no
time 2r energy for outside reading and pfofessional deVel{;jamnt." a sentiment shared by a
female junior-elementary teacher (18 y‘ear_s_)‘: "Not enough time or energy to eng.age in further
study in my field.” _ . - N\

A female junior-high teacher (ll}years): |

Lack of time to get added input from other sources. For example, teaching is such a
rigid job, there is little opportunity to take mini-courses, seminars, etc.

These comments by teachers indicate that the shortage of time militated against
meaningful teacher-student interactions, prevented many teachers from undertaking
professional development courses, and contributed to a decreased sense of personal

Pl

accomplishment.

Work load. Extra duties and the constantly changing demands of a provincial
curricutum contributed to a poor sense of accomplishment among teachers.
A femile junior-elementary teacher (3 years)":

Number of hours 1 ‘put in' doesn't seem .10 relate directly to personal
accomplishment.

A female. senior-high teacher (16 years) mentioned the "pressure of quantity too often

outweighs the joy of ’quality;" A male senior-high teacher (18 years) wrote "I feel too busy. 1
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just seem to be rynning around géuing nowhere qui::kly." ,
)
A female senior - high teacher (15 years): ‘
‘ ¢
On occasions 1 feel "bogged down' by [a] curriculum that mugt be covered an

marking loads. 1 somgtimes feel I lack the time and energy to be more creative.
* & . 4
.

These commentS-suggest that a teacher's sense of accomplishment was jeo

an exacting and increasing work load.

Attitudes of parents and public. Parental and public indif feré VY
teachers. A female junior-high teacher (3 years) was disappointed by 3
appreciation of your work.” A female elementary teacher (18 years) highlighted the "declining
public respect for teachers and education in general” as contributing to her poor sense of
achievement.

A male senior-high teacher (12 years):
It seems that the media (newspapers in particular), the public (everyone 8 an expert it
seems), the Department of Education (government), are constantly telling us what a
terrible job we are doing. I do my best, but I'm starting to believe them!

A female junior -high teacher (35 years):
Low esteem for educat’ors. Everyope 15 free to stomp on them; government,
administrators, children, parenls peers. In such cn‘cumstanccs how can teachers f eel
that they are the professionals in education?

These comments by teachers support the claim by-Welch et al. (1982:19) that "perhaps

no other profession [compared with teaching] is so constantly criticized, so thoroughly held up

to public scrutiny, yet so nearly devoid of prestige.”

Systemic factors. Inadequate opportunities for advancement on a system-wide basis

led. to feelings of resentment among some teachers. A male junior-high teacher (16 years)

commented that the "promotional methods in this system do_not recognize [the] quality of

teaching or needs and interests of staff."
A f emale kindergarten teacher (7 years):
Our system does not really encourage us to improve ourselves professionally - - [e.g..]

payment for courses, income tax deductions for post-graduate courses. Lack of
opportunities for advancement. Not what you know [but] who you know.

&



Interpersonal relationships. Lack of rocogniuon from co-workers was related to 2

deflated sense of self -esteem in some teachers ’ L‘\

A male junio.r-high teacher (25 years)s

[The] mimimizing [of] one's nchnevemems/accomphshments by teachers and
administrators. Jealousy. _

A female clementary teacher (13 years): - <

———

Lack of support when dealing with difficult clients. Comments like 'Oh yes, | know'.
when they really don't or couldn 't care less! .

A female senior-high teacher (17 years) suggested a poor sense of accomplishment was caused-
by "the feeling from other teachers that my subject area is not important.”
These comments suggest that teachers need positive reinforcement from colleagués in

order to sustain their sense of personal achievement.

Classroom _teaching refers to classroom management techniques, and the dcéree of
consistency betweén major teaching assignment and training. The lack of proper training
cémribu;ed to feelings of a lack of accomplishment. Teachers felt poorly prepared to meet the
challenge. PR

A female elementary teacher (12 years):

Having to teach subjects that are not my greatest interest or those I feel I'm not
adequately trained for.

A male senior-high teacher (18 years) was concerned with the "lack of knowledge . . . in

subjects with which 1 am not familiar.”

Unseen results refers to students who have left school but then fail to keep contact with
teachers. A female clementary teacher (17 years) identified her poor serise of achievement was
related to "no feedback from later years -- how the students do."

A male senior-high teacher (13 years): t |
Very seldom seeing a physically completed prq'ect; It is satisfying in later years [to]

meet a student who has become a lawyer, doctor, {etc).

~
A male senior-high teacher (4 years):
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The results of 'educating’ are generally long-term and cannot be gauged accurately. A
sense of personal accomplishment rasely enters the picture ona day-10-day basis. -

These comments agree with the siatements by Welch et af (1982:23) that teachers
believe nobody cares and “begin to doubt that they are worthwhile as professionals and as

persons. Teaching is an occupation in which there are no tangible rewards . . . Teachers rarely

know what happens to the students witlr-whom lhéy spend a year.”

m work situations reported ibove were further examined (o ums how representative
they were of the predictors of Personal Accomplishment burnout in teachers as indicated in
Table 7.7. Procedures used to identify a ‘rclaxionship bat%n predictors and wor'k.situations
were identical (o those reported previously. '

The étalistic;ally significant prediciors of Personal Accomplishment burnout in teachers
were “Satisfaction with Status and Recognition,” "Job Challenge.” “Satisfaggion with
Advancement,” Satisfaction with Securily_ and Involvement,” and "Satisfaction witb:Salary and
Benefits.” .

Failure of the job to provide adequate status and' recognilion led to feelings of a lack of
personal accomplishment among teachers. Work situations representative of "Satisfaction with
Status and Recognition” were "Feedback,” “Interactions with studenls.'; "Self -concept, "
"Intraschool factors,” "Time," 'Attitude: of parents and public.,” “Interpersonal
relationships,” and "Unseen results.”

When teachers perceived the job made too much or too iilllé' use of their abilities and
skills, their sense of achievement declined. Work situations related to “Job Challenge” were
"Interactions with students,” "Self -concept,” “Intraschool factors,” "Time," "W'ork léad."
and "Classroom teaching.” |

Poor opportunities bforv advancement were associgtéd with feelings of a lack of )

accomplishment. Work situations related to “"Satisfaction with Advancement” were __
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“Feodback. " “Time," and “Systemic factors.”

"Satisfaction .wlth Security and Involvement” refers to the chance to help other people
and 10 tell people .what to do, the chance to use abilities, nnq the sense of job security
associated with teaching. Some teachers felt themselves umbﬁe to help students because of a -
heavy “Work !ond.‘ and deveioped a poor "Self-concept” when the job made little use of
abilities. ' |

A common complaint of teachers was the lack of financial rewards for their services.

Work (umions representative of "Satisfactiop with Salary and Benefits™ were "Feedback,”
and “Systemic faggors.” )

»

. D. SUMMARY

Results of regression analyses used to determine the extent 10 which j'ot; satisfaction,
- role clagty, and job challenge were sutislicaily significant predictors of burnout in teachers

were pressted in this chapter. Selected comments by tea'cl'jers were included to idd meaning to
the quintitative daH , '

The statistically sigr(if icant predictors of Emotional Exhaustion burnout\in teachers
were "Satisfaction with Work Load,” "Satisfaction with Status and Recognition,” and “Job
Chfllenge.‘ The suatistically significant predictors of Depersonalization burnout were "Job
Chalienge,” and “Satisfaction with Status and Recognition.” The statistically significant
predictors of Personal Accomplishment burnout were “Satisfaction with Status and
Recognition,” "Job C_hdllcnge." "§at.lsfacﬁon with Advancement,” “Satisfaction with Security
and Involvement, " and "Satisfaction with Salary and Benefits.” |

Work situations contributiné to feelings of overextension and exhaustion associated
with the significant predictors of Emotional Exhaustion burnout in teachers were “Work load. "
"Interactions with studcm;.' 'lnuaschodl factors,” "Time,” “Interpersonal rélationships.'
"Self -concept, " "Atu’tugles of parents and public,” *Systemic factors,® "Changing curricula,”
and "Feedback." '
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Work situations contributing to the development of negative attitudes and impersonal
responses associated with the significant predictors of Depersonalization burnout were
. *Interactions with students,” "Attitudes of parents and .pub.lic.‘ "Intraschool factors.”
"lrherpenoml relationships.” “Self -concept.” "Feedback.® "Systemic factors,” and "Time."
¢ Work situations contributing to feelings of a lack of pmoﬁsl accomplishment
associated with the significant prediclor—s of Personal Accomplishment bursout Qere
"Feedback,” “Interactions with students,” “Self -concc.pl.' "Intraschogl factors,” #"Timc_."

"Work load.” "Attitudes of parents and public,” "Systemic factors.” “loterpersonal

relationships.” "Classroom teaching.” and "Unseen results,”

A ' .
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PREDICTORS OF BURNOUT FOR ADMINISTRATORS

“~ The results of mul iplc stepwise li’nt_:ar regression analyses‘ used to examine ’thc §)élcnt o .’ 3

" which seven_ f a;ctgxs of job satisfaction and two f'ac;ors of job‘ éharaéleristics were statistically -
significant predictors of burnout in administrators are prescnted in this chabte'r.v lncludcd jm -
the chapler are the results of comem analyses of the written comments of admnmstralors
Thcse comments 1llustrate aspects bf the job which, accordmg to admmlstralors conmbuled
most 10 feehngs and attitudes represcnlatwe of each bumout sub-scale. As sixch the comments
provide a more complete insight: imo 1mp9rtant sources of ‘f eelings and attitudes repr_esematwe
of burnout among administrators. - o - : o
The chaﬁter is djvided into three major sections. The results of the regression analysis
for Emotional Ekhauslion burnoﬁl. as well as of the content analysis of admjnistfalo,rs' written
comments which relate to this sub-scale of burnout are presented iﬁ section one. Da{a on the
regréssiqh analysis for Depersonalization burnout, and the selected illustrative comments of -
admihistrators are presented in sectioh two. Results of thé regression analysis for Personal

Accopplishment burnout, and the selected illustrative comments of administrators are

~ presented in section three.
A .

A. EMOTIONAL EXHAUSTION BURNOUT 1N ADMINISTRATORS

Predi { mtlonlExhuhnBrno

5.1. To. what extent are job satisfaction, role clarity, and Job challenge »stgm i ficant
predictors of emotional exhaustion bumou: in administrators?

As illustrated m Table 8.1, the o%{austlcally sxgmfncant prednctor of Emouonal
Exhaustion burnout for administrators was "Sausfacubn wuh Work Load.” comnbutmg 15.0
percem to the total variance in Emononal Exhausuon bumout The negative Pearson
Product Momem correlation coeffxcnent indicates the direction. of relationship between

, » 19
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‘Table ‘8.1

Multiple Step_wise' Linea: Regression Anmalysis for Prediction of
Emotional Exhaustion Burnout in Administrators from RNactors of
Job Satisfaction and of Job Characteristics (N=128)

200

Work Load 4 ‘ .387 R 15.0

[ 24 . i
: ' ) Percentage
Factors 4 S ~ Multiple R R* Contribution r
Satisfaction with ' . ' S ,
- 387
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t

"Satisfaction with Work Loald".and Emou’oﬁal Exhaustion bu’mom. That is, the less satisfied

school .administrators were with their work load the more they. experienced this form of

burhout. o oo _

~ ¢

Because "Satisfaction with Work Load" was the only factor to enter lhe regression
equauon this SUggcsts that the remaining factors of job saus.f action and of job characiensues
were subs;anllally'correlated wnh the prcdlrctor. The Pearson correlation coefficients among
;‘Salis‘faclion , wﬁh Work Load” and all other factors | of job satisfaction and of job
characteristics, and with each sub-scale of burnout, are presented in Tabie 78.2. An inspection
. of thé Table reveals each f act/br is su‘b’staqliélly correlated with "‘Satis:f action with Work Load, "
and in nidst cases, with every othcr‘f,aclqr. :Also noticeéble is the stronger negatiye, correlation
between the predictor.factbr and Emotiénal Exhaustion burnout cémpared with all other
factors. Tbh'u‘vs. the éddi,lion‘ of other f aciors to the reg;ession analysis would contribute very
' little to’ lhc,var_ia'noe already explained by the §talisl_ically‘ significant predictor';‘

Thc arduous hburs involve& in school a‘dministration have been thoro.ugmy documented
(e.g.. Willis;,’ 1980: qucou. 1973)‘. Sometimes, these long hours, according to Welch et al.’
,(19827:497-50).‘ éomribu_te to physical and emoiional exhaustion.” The results”of this §tudy
su,pborl _resezirth findings that the gtress resulting from an excessive work load contributes to

" feelings of exhaustion indicative of Emotional Exhaustion burnout..

5.2. Which aspects of the job identified by administrators as contributing most to
Jeelings of overextension and exlmuslion are related to the stgmf canl predlctor{ s)of
emotional exhaustion burnowt?

Administrators and teachers were requested to identify two aspects of the job which
c'ontribixled most 1o their feelings of overgxtension hﬁd exhaustion. Conient analysis of the 118
replies rbm 128 administrators to the question ."Which two factors in your work "comribuié
, most 1o feelings of being overextended and exhausted by ydur work?" revealed nine work’

situations administrators described as contributing most to these. feelings. These work

‘
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snuauons are provided in Table 8 3 in order of frequency of mention. Further, their
rclauonship to the mgmficam predictor. of Emouonal Exhausuon burnout, identified in the
regression analysis of the preceding section, is also mcluded as classified by thc researchcr

Selected quotauons from admimstrators are provnded below to illustrate each work

.suuation thal was idenul‘ ied with feclmgs of overextension and exhaustion.

Work load. Extg -cufricula duties coptributed to the alieady over-taxed work load of

administrators
A male senior -high assistant principal (20 years of experience):
The fact that others quite happlly are free o lcave school at the end of the school day
while 1 am expected to stay ‘behind and attend all school functions and perform
extra-curricula duties such as coaching, [and] coordinating other meeungs and groups.

A male elememary prmcipal (34 years):

" Working in an environment where everything should have been completed 'yesterday.'
The paper 'blizzard.’ ‘ .

A male junior-high assistant principal (15 years):-

The necessity to deal with a Wide variety of thing_s coincidentally; you ca’n rérely deal
with one thing at a tife. _

Some administrators were overextended by ‘teaching responsibilities. For instante, a
female junior-elemcmary assistant principal (29 years) wrote:

I put a lot of energy into my teaching because that's the type of person I am. I am
tired at the'end of a day but you should if you ve given of yourself '

Even Lhough this assistant pnncxpal secmed satisfied wnh her teaching commitments

many administrators indicated that teaching loads interfered wuh more pressing administrative

demands. For example, a‘male clémentary 'pi'incipalg( 17 years) is'laled vt.h'a't i’too heavy a
teaching loa‘d" contrib.uted'to feelings of overextension "when also trying to keep up with
administrative duties."

A female elementary principal (17 years):

‘e

Trying to teach 70 percent of the time and be an administrator; trying to do two )obs
in the time for one.
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" The"eipecuﬂom of peers, co-workers, and superordinates aiso comﬁbutéd to .work )

-load.
. A male elementary principal (25 years):

New expéclalions are constantly being placed upon you, but previous tasks never seem
a,be withdrawn. , -

A tiementary principal (20 years):

- The expectations that principals have to have almost superior qualities -- excellent
managers, administrators, instructional leaders, evaluators, master teachers, etc.

The inorvdinate amount’ and variety ofb duli& required of school administration have
been well-documented (e.g.. Willis, 1980; Willower and Fraser, 1980; Wolcott, ¥13). In

support of these research f indings, the bneceding comments by administrators indicate t)ia; the
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heavy work load of school administration is not only a fact of school life, but is also a maj’or B

*contributor to feelings of ove‘réxtgnsion and éxhaustiqn.

lnlerpersonal relatioﬂsh@. Nebgen (1978:1)- sta.ted that in tht; school. context
"unanimity seldom, exists among ieachers, adminislratofs. parents, and studems.'. Over a
quarter Sf all adﬁninfstrators identified poor interpersonal relationships Ss leading to feelings of
exh#ustion and overextenlsion. o o
-A male junior-eiememary principal (18 years): * '

The 'pressure. cooker’ situation that you are always in as ; principal. [Demands by]
parents, trustees, Central Office, students, staff, [and a] lack of consistency in dealing
with the above. \ ; .

A -male senior-high assigtam principal- (16 years) mentioned _Lhé "constant
bombardment of people, especialiy early in the year™ as a factor contsibuting to \his feelings of
cxhaustion. A mile' junior-high assistant ﬁﬁncipal (14 years) highlight_éd "the extensive
rgminding of peopl§ of their duties as prof\ es'sion(gls; as exhausting. A

Resolving conflict situations caused by poor interpersonal relationships contributed to

feelings of exhaustion. A male junior-high principal (25 years) was ow)erextended by the need -

to. "deal with . . . conflict honestly and fairly." A male eleméntary principal (25 years)

“mentioned "situations in which [there] seem to be no solutions."

)
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. Théfe comments agree with ,Maslach's k1982_b:23) contehtion that "chronic problems
.are more emotionally draining and more cloécly ’Nnked to burnout.” As a male
junior-elementary principal '( 18 years) stated, the "pressure cooker” world of schéol
administrati'on and ihq d’ail)I/ cohtactS with people contributed to overextension and exhaustion.
Welch»ei al. (1982:47) méintained‘ that a "f)rincipal’s interactions with people are almost
always negalivc"' bccausé of _;he principal's positioﬁ_as the middlc-inan» between angry Students,

tedchers, parents, and higher administration.

Systemic factors. ‘These factors refer to the policies and expectations of Central Of }icc,
the Edmonton Catholic School Board, ané: the Departmerﬁ of Education. fhe constant strea:\
of demands from Central Office in particular contributed to feelings of ovcréxtcnsion in

. administrators. -

A male elementary principal (26 years):

Greater expedtations from C.O. with no corresponding increase in freesschool time to
deal with greater responsibilities.

A female junior-elementary principal (19 years):

Too many demands outside the school (central office, etc.) whjch take me away from
the responsibilities of my school.

A male elementary principal (16 years):

Failure of, senior administration, central office administrators to truly understand the
complexi;i&of the classroom. They are removed!

1 n;plemehting a new concept or policy in a school can be exhausting. For exampie, .
male junior -elementary principal (25 years) mentioned that "implementing a new policy in a
school can be an exhaustive procesé." A rﬁale junior -elementary assistant principal (8 ycar.s!
felt "po{averless to changé school board policy regarding major and minor issues.” '

The attitudei'of ~the Depariment .of Education. increased the burden of a male ‘

elementary principal (29 years):

The high-handed ways the Department of Education puts out new rules and
regulations without them realizing where the time in school is coming from.

*
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_As these comments indicate, when administrators perceived the demands of higher

administration as excessive and unrealistic, feelings of exhaustion and overextension developed.

Time. School admnmstrators appeared to be plagued by a shortage of time. This lack
of time to accomplish usks contributed to feelings. of exhausuon A malc junior -elementary
assistant pripcipal (15 years) felt exhausted by "[not) Having enough time to accomplish (and
do well) the things that daﬁ vbe done.” A male elementary principal (14 years) mentioned the
"minor uncxp&clcd. unplanned-for situations which must be dealt with . . . consume time and
energy.” A male elementary pri'ncipal (25 years) complained that there was "so much to do
. and so littie time to do it in.” B |

McGrath (1976:135Z) defined strcss- as the result of a situation presenting a demand
which is perceived as exceeding the person'é resources and capabilitig:s in meeting the demand.
Some administrators perceived the shortage of time created additional demands. The stress

associated in meeling these demands often resulted in feelings of exhaustion in school

administrators. - .

Aftitudes of parents and public. The manner in which parents and various publics

presented their demands contributed to overextension and exhaustion in administrators.
v\ﬁf&iﬁqlly, the demands of parents were considered unreasonable in terms of their
presentation and substantive content.

A female elementary principal (24 years):

Parents who are rude and do not even try to understand what the teacher or school is
doing [contribute to feelings of exhaustion].

A male junior-senior high principal (17 years) isolated "parent interference” as
Oontriﬁuting to feelings of overextension and exhaustion. A female elementary principal (17
years) wrote about a "very demanding parent body [which] want[s] everything immediately.”

A male senior-high assistant principal (16 years): |

~

Reporting‘to parents of the progress of their child in all facets of learning -- being
asked to be psychiatrist and psychologist as well as teacher.



Parental and public indifference exacerbated feelings of exhaustion.
A male junior-senior high principal (20 years):"

Many of the clients do not come from warm supportive homes. Result: much time,
energy spent on values, attitudes clarification.

A male elementary principal !(27 yehrs):
Lack of parental responsibility towards their children and themscives. Even when they
[parents] request help and are put in touch with helping agencies there is very little
follow through. -

Crowson and Portet-Gehrie (1980:65) described the principalship as the “pivotal
exchange point”™ of the school hierarchy. Through the principal's office, parental demands,
expectations, and concerns flow into and through the school. In the capacity as gatekeeper
between these external pressures and the collective interests c?f the school, the school
adminis@ator is required to perform a sensitive control funciion. Shmclimcs, the process of

o

reconciling parental and public demands and intraschool needs contributed to feclings of

overextension and exhaustion for some administrators.

Interactions with students. The deviant behaviors of students were a concern For

administrators. /?& ?éhgnle elementary assistant principal (17 years) wrote of the "disciplinc of
students -- e.g., having students listen instead of talk out in class.” A male junior-high
assistant principal (22 years) commented on the "nature of {the] junior-high student” as a
factor in his feelings of overextension and exhaustion. A male senior-high assistant principal
(25 years) cxperience(i similar difficulties in "dealing with [lhe]‘ behavioral problems”™ of
students.

Generally, student-related problems were not major contributors to feclings of

overextension and exhaustion in administrators.

Intraschool factors. A shortage of resources and a poor communication network were

highlighted as contributors to feelings of exhaustion among school administrators.
A male elementary principal (25 years): N

The limited resources schools have and the expertise to ‘take over' many of [their]



needs. ‘ ' :
[ ]
A female elementary principal (29 years) was concerned by "not always knowing clearly what is

expected of me.”

Changing curricula. A sma;l number of administrators indicated a concern with the
repeated alterations to established curricula. A male elementary principal (16 years) wrote of
"the many directives and new curricul{a)goming from various subject areas.”

‘
A female elementary assistant principal (20 years).

Each year [there are] new subjects or pew subject levels . . . like having to learn {the]
job all over agaih. ‘

Feedback. A lack of adequate positive fesdback did not feature as a major contributor
to feelings of overextension and exhaustion among adminislraiors. A male junior-high
assistant principal (10 years) was concerned by "not knowing if m)} superordinates have any

‘,‘.‘
plans for my advancement.” A female clementary principal (13 years) wrote of the "lack of

recognition for a job well done."

The work situations listed above were further examined and classil" ied to assess how
representative they. were of the one statistically significant predictor of Emotional Exhaustion
Burnout in administrators, as indicated in Table 8.3. A relationship between a work situation
and the predictor was identified by the rcscarche’r when the comments made by administrators
for each work situation were representative of the items included in the predictor.

The statistically significant predictor of Emotional Exhaustion burnout in
administrators was "Satisfaction with Work Load.” This predictor refers to the amount of
work required and the extra tasks associated with school administration. As satisfaction with
work load declined, feelings of overextension ax;d exhaustion - increased. Work situations

:;)

representative of "Satisfaction with Work Load,” and those contributing to feelings of

» overextension and exhaustion in administrators, were “Work load,” “Interpersonal
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relationships,” "Systemic factors,” and "Time."

™
R. DEPERSONALIZATION BURNOUT IN ADMINISTRATORS
Predictors of Depersonalization Burnout

5.3. To what extent are job sallsfaalon role clarity, and pb challenge significant
predictors of depersonalization burnowt in administrators? .

As shown in Table 8.4, the only statistically significant predictor of Depersonalization

burnout for administrators was "Satisfaction with Status and Recognition.” This factor of job

“satisfaction contributed 7.3 percent to the total variance in Degiersonalization bummout. The

negative Pearson Product-Moment correlation coefficient indicz;tés that the less satisfied
administrators were with their status and recognition, lhc'grcatcr their Depersonalization -
burnout.

The telatively small percentage of variance accounted for in Depersonalization burnout
suggests that other factors not included in this study are impouant in its development. These
faclor; may explain a substantial amount of the unexplained v‘ariancc in Depersonalization
burnout. Further, because "Satisfaction with Status and Recognition” was substantially

correlated with the remaining factors, as indicated in Table 8:2, it may have accounted for some

- of the variance in Depersonalization burnout otherwise associated With the remaining factors.

"Satisfaction with Status and Recognition” refers to the sense of status, recognition,
and accomplishment of school administrators. When adminisiralors believed their jobs did not
satisfy fully their needs for status and recognition, feelings of Depersonalizatios burnout
developed. These findings lend support to Maslach's (1982b:65) belief that individuals have
psychological neefiiﬂi/oh/require fulfillment. Failure of the job to satisfy these needs may

-
lead to burnout:

We want to be . . . admired and respected by other people. We also want to be
somebody . . . and to make our mark in the world, achieve success, and be recognized
and praised for these accomplishments . TB; strength of these needs, and the way
they are (or are not) satisfied, have. unpomm unplmuons for burnout.



Miiltiple Stepwise Linesr Regression Amalysis for Prediction of
Depersonslizatios Burmout in Administrators from Factors
of Job Satisfaction and of Job Characteristics (N=128)

Table 8.4

3
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* Percentage
Factors "Multiple R R? Contribution r
~ Satisfaction with
Status and Recognition 2N 073 =27

: 73
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5.4. Which aspects of the ppb identified by administrators as contributing most io the
development o f negative attitudes and impersdnal responses are related to the significant
predictor( s ) of depersonalization burnout?

Administrators and tuchcrs' were asked to identify two a'sms of the job which *
contributed most l~° thé‘ development of negative at}itudcﬂ and impersonal responses towards
their clients. Content analysis of the 104 replies from 128 adminislmors 10 the question
"Which two factors in your work contibute most to the development of negative attitudes and <
impersonal responses towards your clients?” revealed eight work-related situations
administrators-described as major coatributors to these attitudes and responses. These work
situations are presented in Table 8.5 in order of f}cquency of mention. Further, their
relationship to the significant predictor .of Depersonalization burnout, identified in the
regression analysis of the preécding section .. 1s also included as classified by the rcsearcher.“
Selected comments by administrators are provided bcléw to " illustrate each work

situation that was identified with the develdpment of negative attitudes and mnpersonal

responses.

ln\wmersonal relatignships. The most common complaim by administzalors was that
teachers displayed unprofessional conduct and were diffident in their responsibilities. For

_instance, a female elementary prjncipal (24 years) wrote about “staff members who are critical

-

and who are not involved in their work.”

A male elementary principal (24 years):
. '
[Teachers] unwilling to accept their respapeidilities as professionals. Some try to cut
corners and the administration continually is required to be on the alert.

A male junior-high principal (34 years):
Conflict in philosophies, laggardne'ss. inappropriate and unbecoming behaviors [of

teachers as) professionals (this is a raré occurrence. however (it} warrants comment).
" Lack of dedication and let someone clse do it!
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Often the refusal by teachers to participate in the collective philosophy of the school

* encouraged the development of negative attitudes in administrators. '

A male junior-high assistant principal (15 years):
Teachers often, take a narrower view of issues than administrators. Their attitudes
towards discipline, homework, etc. often don't include a careful assessment of other
factors influencing mdems

A male elementary pnnc1pal (28 vears):

[Teachers] disregurd for the needs or feelmgs of others (I am most important --
no-one eise counts).

~
Maslach (1982b:42) asserted that interpersonal relationships with co-workers,
supervisors, and administrators
.can‘ contribute to burnout in two ways. First of all, they are another source of
emotional stress that adds to the development of emotional exhaustion and ncgative,

- feelings about people. Second, thev rob the mdwtdual of a very valuable resource for
coping with and preventing burnout. \

The preceding comments by administrators indicate l'ha;poor fnlcrpcrsonal relaiionships with
. siaff vcan. sériously impede £he smooth operation of‘ ihe school while contributing to the
,defvélopmém of negative attitudes in administrators. The comments alsp lend support to the
' sugé&sti()n by Chemissl(1980b:1v2‘l) that "dif ferences in personal va}ues" contribute to:conflict,
lmis~tr'ust and‘ hostilitv in iinerpersonal- relationships:

Conﬂlct is caused by differences in persor' values . . . newer, more idealistic

professxonals in a human service agency ofte - oided contact with more cxpcncnced
‘staff whom [hey percelved 1o be cymcal and lacking in dedication.

IS

.’ Attitudes of. parents and public. Of major concern to admiri'isual)orslwcrc‘ the exgessive
demands 'by" some péxrems. A ma'léjum’or-high principal (30 years) mentioned "the odd parent
- who is Qnrealistic." A male junior-elementary assistant principal (14 years) commcﬁcd on -
-"parents who do not give schools credit or trust.”

A male elementary principal (15 years):

‘Parents who do not even listen to your reasons for action, but accept their child's
word as gospel truth.
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Equélly aggravating w.asvlhe scnse’of resignation and indiff erence by the gsneral public.
One male junior-eleme‘n_tary“ assistant principal’ (15 years) identified the changing values in
society as conlribuytin_g 1o this mood of indifference: "Continual deterioration of societal
values, ll;e family and moral codes/mores." ’

A male elementaty principal (26 years):

"There is only so much a teacher can do because of Lhe kind of values and amtudes that
* pervade a self |sh society. Indifference of many parents.

When ‘the demands and auiludes of parents and the public were perceived as extreme
and unwarranted, admiaistrators developed negative and cynical responses in order Lo cope with

these demands.

Intraschoo! factors. Increased demands from staff and colleagues contributed to
' ,. +feclings of depersonalization a‘mong’adminisuat'ors.
A femalc junior-elemenlary principal (19 vears):

Too many demands which take me away from the personal side -- the size of the ~
school contributes to this. : '

A malc elementary principal (2l§ears ) commented that "time [devoted to the demands
“of the curriculum] becomes the paramount ‘obsession” and contributed to negativism’ among
staff. A male elementary assistant principal (years of experience undisclosed) agreed:

"Task -orient[ed] curriculum with time constraints i’mpersonalizes [school] climate.®

: _ a,,%
Tlme Insuffi l?cm time’ brevemed son’lmxmslralors from respondmg empathetically |
to the needs of staff and studems. a - i
A male elememary principal (26 years):
Do not have sufficient time to visit teachers f requemly in their classrooms . [or} to0
talk to students on a one-to-one basns :
A male elementary principal (17 years) wrote of the "lack of time . . . of ten 100 busy to 'listen

[ e

10' the needs of clients.” A female elememary principal (24 years) mentioned the "pressure of

deadlines” contributed to her negative attitudes.
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Interactions with_students. Same administrators became frustrated and dcvelbpcd

negzﬁive and cynical attitudes when students failed to respond to their advice ana instruction.
For instanc‘_e.. a female junior-high principal (6 years) déveloped negative attitudes "wher you
try and [thg students) don't seem to care about learning.”
A male junior-high principal (20 vears):
Students do not show respect for the authority of the teachers in a willing way. It
must- be constantly impressed upon them . . . Does all the effort of the teacher rcally
mean much? . , :

One male elementary principal (21 years) blamed the values of 50cigly as coniributing
to deviant student behavior: "Chents becoming more difficult l(‘) work with or mold re: socictat
attitude shifts.” |

Thése comments suggest that when administrators Qperceivcd themselves as faiiing 10
alter th;‘ deviant attitudes and behaviors of students, they developed imlpersonal resp'onSCs and a

sense’of resignation. '

i

Syster.n.xci factors. On occasions, the policies aqg practices of Central Office and the
Deparlmcm of Education seemed unjustified and partisan. Some administrators reacted to this
belief by developing a poor self-i'magc and by blaming others.

A male elemenlary ‘principél (25 years):

Struggling in salary and work condition contracts to receive a just salary for the work
done. , .

A male elementary principal (26 years):
A percelved view that central office speaks with a 'forked tongue -- one thing is
'preached,’ but 'preacher’ doesn't do as 'he says.' This provides a context for
cynicism re: central office which can, if not controlled, spill over to school situation.
A male elementary principal (20 years) mentioned the "increased pressure of Alberta Education
" regarding student and teacher evaluation” as contributing to riegative attitudes towards others.
. . . ’
Self -concept. Failure to satisfy the goals established by others or by onesell

contributed to negative attitudes and a demoralized self -concept among some administrators.

A male elementary principal (28 years) wrote about "setting unrealistic or unattainable
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c‘xpelcwlioné [for]) those 1 wﬁrk with® as a cause of His’ nggative attitudes and loss of

self -esteem. A male eleméntary assistant principal (9 years) wrote of \;he "pressure of w'ahting
. all slﬁdcnls to accomplish at a i‘nigh level.” A malg assigtanl principal (20 years, type of school
;ﬁﬁﬁdis&losed) mentioned it was "dif fyicu‘lt 10 turn around personal behavior.” | .

' Fe.cdgg‘ck. Administrators indicated that when positivéf‘feedback was infrequent or
non-cxistcn(, negative attitudes and impersonal responées som_cfimes resulted. Often their
self -esteern declined. . A male elemenléry principai (420 vears) meﬁu:oned the "lack of positive
feedback from parents and an over-emphaéis on negative feedback.” |

A male elementary principal (24 years)':

Lack of appreciation! No p(;sitive reinforcement when things go right, you only hear
from people when things go wrong.

Thesé comments indicate that ac‘t:ording to admmmistrators, poor feedback was
associated with the development of negative attitudes and impersonal responses. The co't'nmems
lend support to Maslach's (1982b:19) claim that professional helpers "don't hear much when

_ things are going right, but they sure hear plenty when things are going wrong."

Relationship Between Work Situations and Predictors of Depersonalization Burnout

The work situations listed above were further examined and classif ied-to assess how
representative they were of tﬁe one statistically significant predictor of Depersonalization
burnout in administrators as indicated in Table 8.5. A relationship between a work situation
and the predictor was identified when the comments by administrators f01:' each work situation

- were representative of the items included in the predictor.

The statistically sighificam predictor of Depersonalizguion burnout in a‘\dmini‘st_r;tors
was "Satisfaction with Status and Recognition.” This predictor refers to the sense of status
ass;xiated with school administration, and includes the sense of praise and recognition for
doing a good job, the intellectual stimulation and sense of accomplishmém provided by the job,

one's involvement i}’decision-making processes, and the degree of accountability for the job.
\‘\
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Work silua;ibns representative of 'Satisfa{ction with Status and Recognilion."' 'ami those
contributing to the _dcvel-opme‘nt of negative attitudes and impersonal responses among
administrators were "Interpersonal relationships,” "Attitudes of parents and public,”
| "lnt'crgctibns.with‘ students,” Sgstemié factors,” and "Feedback.” Some of these situations
may represent tﬁoSe aépects of the job contributing to Depersonalization burnout which are not
represented ade’quateiy by ihe remaining factors of job satisf. qc'lion and of job characteristics.

3

C. PERSONAL ACCOMPLISHMENT BURNOUT IN ADMINISTRATORS

Predictors of Pg' rsonal Accomplishment Burnout

5.5. To what extent are job satisfaction, role clarity, and jpb challenge. significant
predictors of personal accomplishment burnout in administrators?

\ As shown in Table 8.6, "Satisfaction with Interpersonal Relaliohships" was the first
statistically sigqif icant predictor of Personal Accomplishment burnout to enter lhe regicssibn
equation, contributing 1&52 percent to the total variance in Personal Accomplishment burnout
f or administrators. cher stalis;l_icallty signif icant predicfbrs in order <;f eﬁtry into the regression
_equation were "Satisfaction with Security and.blnvolvcmem," comribulving~an additional 4.6
percent; "Satisfaction with Advancement,” contributing an additional 3.6 percent; and
"Satisfaction with Autonemy,” contributing a f uriher 3.5 percent to the total variance in

- Personal Accomplishment burnout. These factors combined were associated with 27.9  percent
of the tofal variance in Pers'onal Accomplishment burnout for administrators.

The negative Pearson Product-Moment correlation coefficients indicate that the less
satisfied administrators were with eéc_h factor of job satisfaction to enter the regression
equation, t-he greater their feelings of Personai Accomplishment burnout.

In summary, the statistically significant predictors of Personal Accom_plishmem

burnout for administrators were "Satisfaction with Interpersonal Relationships,” "Satisfaction

with Security and Involvement,” "Satisfaction with Advancement,” and "Satisfaction with
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Multiple Stepwise Linéa; Regression Analysis for Prediction of
Personal Accomplishment Burnout in Administrators from Factors of
Job Satisfaction and of Job Characteristics (N=128)

e , ’ Percentage
Factors Multiple R R? Contribution . r~
Satisfaction with
Interpersonal Rela&onshim .403 162 16.2 -.403
Satisfaction with :
Security and Involvement 456 .208 4.6 -.3719
Satisfaction with
~ Advancement 494 244 3.6 044
Satisfaction with .
~ Autonomy 528 219 3.5 -.360
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5.6. Which aspects of the jb identified by administrators g5 contributing most to
feelings of a lack of persoral accomplishment are related to the significant predlclor( s)
of personal accomplishment burnout?

*

Administrators and teachers were requested 10 identify iwo aspects of the job which
éontributed most to feelings of a lack of personal accomplishment on the joi). Content analysis
of the 99 repliés from 128 administrators to the question "Which wwo factors in your work
contribute most to feelings of a lack of personal accomplishment on ihe job?" revealed nine
work-related situations administralors described as conln’buling most to these feelings. These
work situations are presented in Table 8.7 in order of frequency of mention. Further, their
relationship to the significant predictors of Personal Accomplishfnem burnout as indicated in
the regression analysis of the preceding section is also included as classified by the researcher.

Selected comments by administraters are provided to illustrate cach work situation that

was identified with feelings of a lack of personal accomplishment.

Feedback. The lack of positive feedback and reinforcement from others contributed to
feelings of a lack of personal achievement in over 30 percent of administrators who responded
to the question stated above. .

"Being treated as a number and not as a person,” according t0 @ mMale elementary
principal (24 years), caused him to question his own "fedings and inadequacies.” The lack of
feedback was personally demoraliziné. A male junior-high assistant principal (10 years)
commented that there was "no - - norj’é:'-- never an;' positive individual feedback!” -

A male junior-high assistant pnncxpal (20 years):

Very'little recognition for good work. Very seldom does anyone say that we are doing
a good job.
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Not being acknowledged by superiors contributed 1o a loss of faith in personal
>
accomplishment.
A male clementary principal (25 years):
If you do a good job you are seldom, if ever told that this is the case, but il the least
thing goes wrong you are called for an explanation, especially if a parent kas called
Central Office.

A male elementary principal (20 ycars):

Lack of feedback from-superordinates on major tasks completed or new projects
started.

Sometimes the lack of feedback took the form of inadequate financial rewards and
opportunities for advahccmenl. A junior-high principal (23 yecars, sex undisclosed) mentioned
the "limited advancement opportunities.”

A male elementary principal (20 years):
Financial remuneratio.n [is‘] inadequate -- not much difference in salaries (aflter tax)
between a teacher and administrators, even though principals are expected to be back
at work two weeks before teachers in summer.

As the preceding comments indicate, many administrators perceived the lack of
feedback as a personal comment on their abilities and sens¢ of imporance. A loss of faith in
persomi] accomplishment often resulted. Pines et al. (1981:118) stated that positive feedback
in the form of rewards and significance is a potential buffer against burnout: "Organizations

must ‘Tecognize the needs for completion, rewards, appreciation, and mcaning. When these

. needs are satisfied, they serve as powerful buffers against tedium and burnout.”
, .

Systemic_factors. Administrators indicated their lack of input in the formulation of

policies from Central Office was related to a loss of faith in personal accomplishment. A male
elementary principal (22 years) wrote of the "lack of input into major decisions like staffing.”
A male elementary principal (25 years):

As a school administrator (1] don't have much input into major educational decisions .
. . when it counts. ’

A male kindergarten- junior- high assistant principal (15 years):

Lack of input to long range policy decisions for system (school and political, eg.,



b~

223

ATA, Alberta Ed).

Of particular concern were policies designed to control the supply of funds and services

10 schools. .

A male junior-elementary assistant principal (14.years):
Lack of money to have things for school environment, professional development and
special projects. The feeling that you almost automatically turn down projects
because you will have to raise funds.

Maslach (1982b:66) commented on the needs 1o be independent and aulonomou.s as
halimarks of personal growth. When this sense of autonomy and control was threatened,
asserted Maslach (1982b:66). personal accomplishment declined and burnout ensued:

* People who feel they have some say in their work and can exert control over il are
happier with their jobs and with themselves. But if they feel helplesss, powcdess. and
trapped (by the demands of other people or by the restrictions of the job), the betting
is that they will burn out.

Further, the inability of administrators to contribute to important systemic policies not only led
to feelings of powerlessness and helplessness, but also contributed to a decline in personal

accomplishment. Welch et al. (1982:44) claimed principals burn out implementing policies

they seldom contribute to in any meaningful fashion.

Interpersonal relationships. Some administrators questioned their personal

accomplishment when they perceived themselves as failures in interpersonal relationships. A
male junior-high principal (36 years) remarked about his sense of failure when teachers "let
[me] down.” A male junior-high principal (25 years) wrote of the "lack of cooperation among
your staff.”
A nialc junior-high as;istam principal (14 years)
Problem students and problem teachers require continual monitoring and change is
extremely slow. Mistakes are repeated. |1 only hear about problem children. Rarely
are successes shared. '
These comments indicate that administrators experienced difficulties in their

interpersonal relationships, and consequently develpped a poor sense of accomplishment.

Welch et al. (1982:48) claimed that the lack of sufficient professional training in human
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relations skills “condepwn{s] the principal to at least partial failurg all the t‘ime. )

- Work Joad. Some administrators indicated that a lack of personal accomplishment was
a consequence of an excessive work load.
A male elementary principal (14 years):

Too much teaching and administration demands lead one o feel that he is not doing
an outstanding job of teaching and/or administration. Perhaps we are spread too
thin.

The demands of "administrivia” Wgre mentioned by a male junior-elementary assistant

‘ , .
principal (15 years) as leading to a Jeflated sense of achievement. A female clementary
. principal (29 years) was "bogged down by . . . writing required‘pﬂposals."
A male junior-high principal (20 years):
As a junior-high administrator, | have to complete my administrative papcr'work
before, ‘after school, at home and [on] weekends. There is no opportunity to do these
at school during the day because of the variety of concerns, prohlents, -brought ronh
by parents, lcachcrs students.
A male jumior-high assistant principal (14 years) indicated that "at the end of the day (busy)
. . \
nothing seems to get accomplished.”
“These comments by administralofs support the assertions by Welch et al. (1982:45)
that an excessive work load and a restricted sense of autonomy are major contributors 1o
feelings of powerlessnes$ and burnoul
Faced with too much to do, wuh declining resources and dé¢caying™. aulonomy the -
satisfactions associated with being a principal are being eroded, with little to take their
.place. The result - - burned-out principals.

Time. The lack of time to enjoy satisfactory interpersonal relationships with
co-workers contributed to a declining sense of accomplishment in some administrators. A
female elementary principal (30 years) mentioned there was “not enough time to assist
teachers,” and a male junior-elementary principal (28 years) commented on “the lack of time
to really sit down and discuss issues with staff.”

Interactions with -students were affected by the shortage of time. A maie

junior-elementary assistant principal (8 years) stated there was "not enough time with the
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;tudenu -+ not enough ‘fun’ lime."
A male junior-high assistarit principal (15 years):

Lack of time 1o do a really good job of teaching and still perfonh administrative
functions e{fecgtyely.

As the preceding comments indicate, the perceived shortage of time contributed 10 a
questionable sense of accomplishment among administrators in their interactions with staff and

' students.

‘Self -concept. When administrators felt their contributions to the organizational
network of the school and the school district were considered unimportant, they lost faith in
their achievements and in their gelf -image.
A female elementary assistant principal (25 ytars):
Being asked for input which never seems to be considered in the decision:making
process. Not really havmg any control over matters which affect chems I feel 1 have ;
a lot to offer but can't contribute in a worthwhile way. h
A male clcmema‘ry assistant principal (20 years): ‘

Inability to control all the variables or identify all the variables in the decisidn-making
process. .

Failure to satisfy the néeds of students also contributed 10 a demoralized sense of
personal accomplishment.
A male junior high assistant pﬁncipal (15 years):

Frustration at being unable to provide enough help to students who need it --
especially those whose personal/emotiopal problems are affecting school performance.

Maslach (1982b:147) claimed that T g
organizations must recognize the important role that w lays in giving a worker a
sense of identity and self -worth. The institution must strive actively to do all in its
power to enhance each worker's sense of personal accomplishment and the f. eelmg that
'l work at this job because it is what 1 want to do, and not because I have to.
As the commenis by administrators indicate, and in suppo;t of Maslach's (1982b)

' statements, when administrators felt their work failed to providé adequate opportunities for

personal and professional growth, a poor self -concept resulted.
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Altitudes of pagents and public. Frequent demands by parents and various publm
caused ldmmistmoh some concern. A male senior- high assistant principal (20 years) wrote or
the “t0o high expectations from [the] public.” A male clementary assistant principal (17 years)
mentioned “overbearing parents,” and a male junior-¢lementary principal (18 years)

complamed of a "lack of earent commitment.” Thesc complaints by administrators indicate

that poor pubic opinion contributed to feelings of a lack ‘of\pcrsonal accomplishment.

’ y
Intraschogl factors. Some administrators indicated that poor communication networks
in and among schools frustrated -their sense of accomplishment.

A_female elementary assistant principal (17

i

Not being able to discuss with others
e.g.. teachers at the same grade level

r situations how l'hcy are doing things,
ther to share. (
A male junior-high principal (26 years) d the "need for improved organizational

skills. , »

Interactions with students. Deviant student behavior contributed to feelings of a lack
of achievement. “A male elementary assistant priacipal (9 yéars) wrote about "spending time on
. N 4

discipline rather than or subject matter.” A male julior-high assistant principal (25 years)

commemed'that “from year to year there is no improvement or change in student behaviors."

-The .wori situations reported above were further examined to assess how representative
they were of the significant predictors of Personal Acéomplishmcm burnout in administrators
as'indicated ifi Table 8.7. Procedures used to ideniify a relationship between work situations
and predictbrs were identical to those reported previousl'y. ‘ |

The statistically sngmhcant predictors of Pcrsonal Accomplishment burnout in
admnmstraxors were "Satisfaction wnh Interpersonal Relationships, " "Sausf action with Security

and Involvcmcm." "Satisfaction with Advancement,” and "Satisfaction with Autonomy."
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"Satisfaction with Interpersonal Relationships”™ refers to the quality‘of ‘inlerpérsdna,'l,

relationships among admlmstralors colleagues, staff, and students. When administrators felt
their interpersonal relationships wnlh colleagucs and other personnel were less than satisf actory,
feelings of Personal Accomplishment burnout resulted. Work situations rep(esemauve of
. "Satisfaction :with Interpersonal Relationships,” and' those contributing to a lack of personal

accomplishment, were "Feedback,: “Interpersonal relationships, " -'Timé:”., "Atutudes’ of

parents and public, " and "Interactions with students.”

-

N .
"Satisfaction with Security and Involvement” represents the chance to nelp other

. ‘ . '
peo;ﬂe and to tell people what to do, the chance to use abilities, and the sense of job security in

school administration. Often the opportunities to use personal abilities.and to help others were

f ruétra»ted by a heavy "Work load," and the sl%nage of "Time."

"Satisfaction with Advancement” refers to the opportunities for adva ent in the

system. Work s/&gﬂb_r}i ;élated to this predictor of Pefsonal Accomplishment bﬂrnéut. and
those related 1o a lack of persorial accomplishment among administrators were "Feedback.” and
' "Systemnc factors .
Sausfacuon ‘with Autonomy " represents the freedom to use;g;nc's judgments and
methods on the job. Failure of the job to peride,oppOrtunities for indepéndém jhdgnienl -
contributed to Personal Accomplfshfnent‘ burnout in édministratdrs. Work éituations
, : \
rep]esénlalive of "Satisfaction with Autonomy,” and those related 1o fpeﬁngs of a lack lgf
personal accomplfshmsnl weres "Systemic factors,” "Work l:oad." "Self -concept " *arfd
"Intraschool factors.” | |
D. SUMMARY W
Results of regrgssion analyses .used to determine the extent 1(; ;vhich job sati'sfactior;.
role clarity, and job challenge were statistically significant piedictors of burnput in

administrators were presented in this chapter. Selected comments by administrators were

included to add meaning to the quantitative data.
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_The statistically signif%n predictor of Emotional” Exhaustion .burnout in
administrators was "Satisfaction wiih Work ‘ll,bad.' The statistically significant predictor of
Depersonalization burnout was "Satisfaction- with Status and Recognition.” The statistically
significant predictors of Personal Accomplishment burnout were  "Satisfaction with
Interpersonal Relationships,” "Satisfaction with Securiiy and .lnvolvcmenl." “Satisfaction with
Advancement,” and "Saliéféclion with Autonomy.”

. Work situations cont-ributing to feel'mgs’ of ‘overextension and cxhaustion associaled
with the significant predictor of Emotional,AExhau\slion burnout in administrators wcrcﬁ"Work
load.". "Interpersonal relationships,” "Systemic f actors,” aﬁd "Time."

. Work situations contributing to the development of négatiVe attitudes and impersonal
respoﬁses associated with the signi'f icant predictor of Depcrso'nalizalion burnout were &
"Interpersonal relationships, " "Attitudes of parents and public.” "Interactions with students.”
"Sys*émic f actc;rs,'f a_Q_d '»”F:edback." )

- \o\:?tk is‘lmauons contribming to feelings of a lack of personal accomplishment
assdcialed with the signif icant pfedictors of Personal Ac&ompljshmenl bﬁrnout, were:
"‘Feedt;ack.’" ; é;?stemic factors,”, "lnterpersonal relationships.” "Work load,” "Time,"
"Self—lcoricept," "Attitudes of ;;‘rchls and public,” "Intraschool factors,” and "Interactions
with studemg.' ) A

s



"Chap;er IX #
y . : \
SUMMARY, CONCLUSIONS, AND IMPLICATIONS
This final chapter is divided into five?sectioriS: (1) a summary of the study, (2) a
summary of the findings, (3) a discussion of the f indings in relation to the literature and
research, (4) conclusions, and. (5) a discussion of the implications of the study for future

w ’ -

Tesearch and practice.

A. SUMMARY OF THE STUDY ‘

PurpoSes and Objectives of the Study

The ma jog purposes of the study were to describé the naiure of, burnout among teachers
and school-based administrators, to explore the differences in burnout bétween teachers and
administrators, and to examine the extent to which job satisfaction, _ro_le clarity, an_d“job

o«

challenge were statistically significant predictors of burnout. %
Five objectives were established to fulfill these purpc;ses:
1. To describe the nature d‘ burnout among teachers;
2‘. To describe the nature of burnout among administrators;
3. To analyse dif f erences in burnout between teachers and administrators;
4. To descri .;hej e;len} (] wh;oh joBatisfaction, role clarity, and job challenge were
stzx.iis'tlﬂf;y'ksignif icant predictors of burnout amon% teachers, and to examine aspects
_)of the jot; personally fderftifiéd by »leacher-s as major ,comribiuors to feclinés and
attitudes representative of burr;out as defined by Maslach and Jdpkgon (1981a:1);and
5. To describe the extent tb which job salgsfacﬁbn, role clarity, and‘t job challenge were
statistically significant predictors of burnout among ﬁ?&nistfators, and io examine
éspecls of the job_personally'idcntifiéd by administrators as major contributors lo.

feelings and attitudes representative of burnout.
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According to a number of researchers, burnout has serious\implicalions both lor
individuals and for the arganizations in which these individuals work. Consequently’; rescarch

which describes the nature of burnout, specifically in an educational context, and examines the

) - .

extent to which job satisfactioné ?’and job_challenge arc significant predictors of

v 'y «Se -
. . . AN .
. burnout provides information neces§ary for a more complete understanding of the
L
phenomenon. Further, an identification of personal and situational characteristics associated

with burnout may uncover areas in further need of research, while highlighting areas of

concern for practitioners and personnel responsible for thg general well-being of employees.

In this study, burnout was conceptualized as a co'nscqucncc df prolonged work stress,
as illustrated in the model of teacher stress by Kyriacou and Sutcliffe (1978a). The theory and
research have indicated various work conditions which contribute to stress, and which may lead
. to burnout amoﬁg employees. In particular, the conceptual framework Qf this study cxamined
the nature of burnout among -teachers and schqol-baseci administrators, the degree to which
these teachers and administrators equ‘r.ier{ced bur;loul, and the extent to which job satisfaction,
role clarity, and job challenge, as fealureé of the work setting, were significant predictors of

burnout.

Respondents o

The respondents in the study were 635 teachers and 128 school-based administrators

from a system-wide survey of the Edmonton Catholic School District.

R rch Met )|

¥

Both quantitative and qualitative data were collected by means of 72-itlem survey

questionnairg w,};ic‘h contained five sections: (a) respondent background information, (b) a job
A ‘
T -

e

s -
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satisfaction instrument,. (c) a job characteristics instrument, (d)- the Maslach Burnout
Inventory (MBI), and(¢) a ;.)X(onal comments section. -

" Quantitative data were gathered by each of the research instruments described in
s_cclion; (a) to (d). Paine (1982a:15) alluded to Christina Maslach as "the leadiné
methodologist in the area,” so it was considéréd appropriate to use the MBI she developed with
Susan Jackson (Maslach and Jackson, 1981a,b) as a measure 6f burnoﬁl among leacherﬁ and
administrators. * This inventory congisls qf the following sub-scales: Emotional Exhauslion
burnout, Depérsonalizalion burnout, anq Personal Accomplishmem Burnout. .For ea:?'l
sub-scale, scores were provided for teachers and administrators based on the intensity 6f their
feetings. Educators were ﬁot clessified as "burned out,” but wé;‘: Pla!ed on a continuum from
perceiving lower feelings of burnout to hi;ﬁcr feelings of burnqul.

The job satisfaction instrurﬂ;bn.t'.used for: collection of" quantitative data was developed
from the Minnesota Satisfaction 'Quesuonnaire: Short Form (Weiss et al., 1967). the
Satisfaction with Teaching and Em;loymem Conditions Queil'jgpnaire by Holdaway (1978a),

’gnd the Job Saljsf'action Questionnaires of Gunn (1984)“and Rice (1978). ThQ job
charac’leristics instrument was an amended version of thé instrument developed by Walsh et al.
(1980). ’

Qualitative data were collected through the open-ended response section of the
questionnaire. In Section E of the questionnaire, respondents were requested to identify two
factors of the job which comributed‘most to (1) feelings of overextensior: and exhaustion, (2)
the development of ;v:galive attitudes and impersonal responses toward clients, and (3) feelings
of a lack of persogal accomplishment.

Data analysis techniques reflected the descriptive ar;d exploratory nature of the study.
Descriptive statistical techniques such as means, slanQard deviations, and f iequencies were used
to Hescribe the sample. Exploratory statistical techniq\ues such as correlation -analyéis. ‘multiple

stepwise linear regression analysis, analysis of variance, {-test comparisons, and f actor analysis

were used to examine relationships. Open-ended responses were subjected to content analysis.
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B. SUMMARY OF THE FINDINGS

The following summary of the major findifigs is presented in relation to cach of the
\ -

- five research problems investigated in the study.

r A T rs and Administrator

Teachers reported lower le.vels of Emotional Exhaustion and Depersonalization
‘burnout, and a higher level of Personal Accomplishment burnout compared with established
'ﬁorms_. Administrators repbrled lower levels of burnout compared with the established norm
for each burnout sub-scale. |

No statistically significant differences were recorded for educatdts (icachers and
administrators) classified By total number of years as an educator, and degrec to which major
teaching assignment was consistent with training. 1n addition, no significant differences were
recorded for administrators classified by years of administrative experience, grade level taught,
grade organization of the school, and size of school. The results of the analyses of variance for

the remaining background variables are reported below.

Sex. Male educators, both teachers and administrators, reported a statistically:

significant higher level of Depersonalization burnout than female educators.

Years in current position. Teachers with six to 10 years in their current position

reported significantly less Emotional Exhaustion burnout than teachers with 16 or more years,
and less Depersonalization burriout than teachers with three to five years in their current
position. Administrators with 16 or more years in their current position recorded significantly

more Depersonalization burnout than those with 10 or fewer years in their current position.

Grade level taught. Kindergarten teachers exhibited significantly less Depersonalization
burnout than intermediate (Grades 4-6), junior-high (Grades 7-9), and senior-high (Grades

10-12) teachers, and less Personal Accomplishmeﬁl burnout than teachers from all other grade
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levels. Both junior- and senior-high teachers recorded significantly more Depersonalization

burnout than primary (Grades 1-3) teachers.

Grade organjzation of school. Elementary (Grades 1-6) and jhnior-elemenlary
(Grades 1-9) teachers recorded signif’ icintly less Depersonalization burnout than junior- and

senior - high teachers.

Size of school. Teachers in schools of 201 to 400 students exhibited significantly less

Depersonalization burnout than teachers in schools of 600 or more students.

Desire 1o leave school. Educators \.vho desired to leave cducaliox‘mirely recorded

significantly more Emotional Exhaustion and Personal Accomplishment burnout than educators

~ from all "other sub-groups. Teachers who chose to remain in the same school recorded’

significantly less Depersonalization burnout than teachers who ‘wanted another job in

education, or another job entirely.

Desire for promotion. Educators with a_high to very high desire for promotion

recorded significantly less Personal Accomplishment burnout than educators with a moderate to

very low desire for promotion.

Opportunities for promotion. Teachers with poor to fair opportunities for promotion
exhibited significantly higher levels of burnout f o? each sub-scale than teachers from all other
subgroups. Administrators with moderate oppc-tunities for promotion exhibited s{gnif icantly

more Personal Accomplishment burnout than those with good to excellent opportunities.

Frequency of interesting work. In genera sducators whose work was rarely to
frequently interesting recorded significantly more bussiout for each sub-scale compared with

educators whose work was interesting most of the time.

Ov@ll work stress. FEducators whose work was not stressful or mildly stressful

recorded significantly less burnout for each sub-scale than educators whose work was
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moderately to extremely stress{ul.

Overall job satisfaction. Generally, teachers and administrators who were considerably

to extremely satisfied with work recorded significantly less burnout for cach sub-scale
P 4

combared with all other sub-groups.

ferences i ween Administrator
' ) o
Teachers recorded significantly more Emotional Exhaustion and Personal
Accomplishment burnout than administrators. Teachers also recorded a higher level of

Personal Accomplishment burnout.compared with the established norm.

Predictors of Burnout for Teachers

The statistically significaril predictors of Emotional Exhaustion burnout in tcachers
were "Satisfaction with Work Load,” '&Qﬁact.ion with Status and Recognition,” and "Job
Challenge.” These factors combintd ;"c‘;omributed 26.3 percent to the total vgriance in
Emotional Exhaustion burnout. Work situations idemif'icd by teachers as major contributors
to feelings of overextension and exhaustion were"‘WOrk load,” "Interactions with students,”
"'imraschool factors," "Time,” "Interpersonal relationsﬁips." "Self -concept,” "Attitudes of
parents and public,” "Systemic factors,” "Changing cprricula," and "Feedback."

SLatisticélly significant predictors of Depersonalization burnout were "Job Challenge,”
and "Satisfactlon with Status and Recoénition." These factors combined contributed 11.9
percent to the total variance in Depersonalization burnout. Wdrk situations contributing to
negative attitudes and impersonal responses in teachers wére "Interagtions with students,”

. L4
"Attitudes of parents émd public,” "Intraschool factors,” 'lnterp&on&l» relationships, "
"Self -concept, " and "Feedback.” ‘

Statistically significant predictors of Personal Accomplishment burnout were

"Satisfaction with Status and Recognition,” "Job Challenge,” "Satisfaction with

Advancement,” "Satisfaction with Security and Involvement,” and "Satisfaction with Salary
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‘and(ﬂfneﬁtsf' "These factors contributed 19.4 percent to the total variancc' in Persbqal
Aci:o‘;nblishmcnl burnout. Work situations contributing to feelings of a lack of _personal
accompiishmcnl were "Feedback,” "Interactions with slpdents." "Self -concept,” "Intraschool
factors,” "Time,” "Work load,” "Attitudes of parents and public,” "Systemic factors,”

"lniergcrsonal relationships,” "Classroom teaching,” and "Unseen results.”

N

The only statistically significant predigtor of Emotional Exhaustion burnout in
administrators was "Satisfaction with Work Load." contributing 15.0 percent to the total
yariancc‘ in this burnout spb-scale. Work situations identified by administrators as contributing
o feelings of overexlénsion and exhaustion were "Work load," "Interpersonal relationships,”
"Systemic factors,” and "Time."

The only significant predictor of Depersonalization burnout was "Satisfaction with
Status and Recognition,” contributing 7.3 percent to the total variance in this sub-scale. Work
situations éonlribuling to negative attitudes and impersonal responses in administrators were
"Interpersonal relationships,” "Attitudes of parents and public,” "Interactions with students,”
"Systemic factors,” and "Feedback."

Statistically significant predictors of Personal Accomplishment burnout were
"Satisfaction With'lnterpersonal Relationships,” "Satisf action with Security and Involvement,”
"Satisfaction with Advancement,” and "Satisfaction with Autonomy.” These factors
conlri_buted 27.9 percent to the total variance in Personal Accomplishment burnout. Work
situations contributing to feelings of a Nl’ack of personal accomplishment were "Feedback,”
"Systemic factors,” “"Interpersonal relationships,” "Work load," "Time," "Self -concept,”

" Attitudes of parents and public,” "Intraschool factors,” and "Interactions with students.”

o
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C. DISCUSSION OF THE FINDINGS IN RELATION TO THE LITERATURE AND THE

STUDY CONTEXT

The findings of Ehis study lend further support for lﬁe model of burnout as an
individual adaptation to conditions of work which may be demanding, frustrating, and
stressfyl. As Maslach (1982b:3) asseried, burhout "can be considered one type of job stress.”
The data reported below indicate that the interactions between situational characteristics and
individual needs and 'perccplions contributed to differential experiences of burnout in the
respondents.

Abdel-Halim (1978, 1981) and Hamner and’To;i (1974) .indicated that individual
adaptations t6 conditions of work may be influenced by organizational level of.responsibilily.
Consequently, because leachQ_ and school administrators occupy different levels of
organimfional responsibility, their experiences of burnout may be different. Findings from this
research revealed that teachers exhibited significantly higher levels of Emou’onaf Exhaustion
and Personal Accomphshmenl burnout than administrators. Similar to the demands of work
on administrators, Lcachers work is generally busy akndl demanding, with little free time f or rest
and energy reple;nshment (e.g.. Hilsum and Cane, 1971; Hilsum and Strong, 1978; Kalker,
1984; Kyriacoﬁl and Sutcliffe, 1978b). However, ‘unlike administrators, who may have the
resources and expertise needed to redress stressful job si;uations. teachers may feel powerless to
change these situations. This sense of powerlessness, Cherniss (1980b:100) claimed, may lead
to burnout. ‘

Both male teachers and administrators reported significantly more Depersonalization
burnout than their female counterparts. This finding supports Maslach's (1982b:58) claim that
"men are more likely [than women] to have depersonalized and callous feelings about lt:xe people
théy work with." Similarly, Schwab's (19'81:123) study of 469 teachers in Massachusetts found

that male teachers exhibited more Depersonalization burnout than female teacliers.
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When teachers and adm‘mismlo:s ~ere grouped accqrding to the background variables
of total number of years as an educator, years of administrative ex.perience. and degr/ee to
which major teaching assignment wasaconsistent with training, no statistically significant
differences were recorded. These findings are consistent with rescg'rch by Schwab (1981:121)
and MacPherson (1985:166).

When teachers were grouped according to grade level taught, junior-high (Grades 7-9),
sénior-high (Grades 10-12), and intermediate (Grades 4-6) leachers.recordcd sigriificamly :
more Depersonalization and Personal Accomplishment burnout compared with kindergarten
and primary (Grades 1-3) teachers. These findings concur with Schwab's (1981:125) research
whi;h revealed that junior-high and senior-high teachers had mdre frequent and more intense
feelings of Depersonalization and Personal Accomplishment bur‘nout than other sub-groups of
teachers. Ratsoy and Friesen (1985:116) reported similar findings. Consistent with each of
these research findings, Rathbone and Benedict (1980:60) claimed that the juhior-high setting
contributes to burnout in teachers.

Similar significant differences were recorded when teachers were grouped according to
the grade organization of the school. Junior-high and senior-high teachers recorded
significantly more Depersonalization burnout than other teachers. These [ indings raise
questions bcyond the scope of this study, but which need to be addressed. Do elementary
teachers bring more posili?e attitudes to their jobs, and therefore are better prepared to cope
with the needs of their students than are secon,dar& schopl teachers? To what extent do the
maturatijonal and developmental changes in secondary school students contribute to burnout in
teachers? | |

Teachers and administrators who indicated poor to moderate opportunities for
promotion, a low to moderate desire for promotion; and rarely to frequently interesting work
{lso recorded higher levels of burnout for each sub-scale than other educators, and
substantially higher burnout scores than the corresponding norms. These findings suggest that

educators need to be stimulated and rewarded by their work. Chemiss (l980tq:44) asserted that

> .
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failure of the job to satisfy the individual needs of recognition and meaningfulness may jead to
burnout. Pines et al. (1981:67) contended that the lack of interest in work was refaied 1o
‘burnout. Findings from this sludy mdncate lhal when the needs of teachers and administrators
10 be sumulated and rewarded by their work were niot satislied adequately, higher levels ols
burnout were recorded.

Results of this study indicate that burnout and overall work sﬁcss are positively
related. G‘cncrally. the greater the work stress exhibited b_v' teachers and administrators, the
greater their Ievelsy of burnoyt. These findings are consistent with research that shows work
stress is a significant predictor of burnout (e.g.. _Chcrniss , 1980a,b; Davidson and Coopcr.'
1981; Farber, 1984a; Hendrix et al., 1985, MacPhcrson, 1985, Ratsoy and Friesen, 1985;
Veninga and Spradiey, 1981; Welch et al., 1982). When c;iucalo'rs’ ;vere grouped according 10
overall work stress, teachers gecorded higher levels of Emotional Exhaustion and Personal
Accomplishment burnout than administrators. This finding suggests that teachers are more
susceptible 10 work stress than school administrators, or that their pé;ccplion; of work stress
may be inﬂuenced by their work roles. For instance, administrators may have dcvélopcd,
specific coping mechanisms because of their work experiences and length of service, and so
registered lower levels of work stress and burnout éorﬁparcd with teachers. |

In gcneral. both teachers and administrators exhibited hiéhcr mean scores on Personal
Accomplishmen; burnoulvcompared with the other two sub-scales. This finding supports
research by Ratsoy and Friesen (1985:150) who found that teachers and school - based
administrators in the Edmonton Public School Districi were a,bove the normt on Personal
Accomplishment burﬁout. _ | : k)

Personal Accomplishment burnout may be the consequencé of a cumulatiyc adaptation '
by the individual to a\work situation that lacks interest, that 1s emotionally draining, and that
fails to provide. positive feedback, recogm’tion.:” and opportunities for advancement. Unlike

feelings of exhaustion, which appear to occur because of imcnse“(vork pressure, . feelings of a

lack of personal accomplishment may be related to recurring work conditions that fail to satisfy '
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inGividual needs For instance, being confromed with the same clamoom and the same
administrative demmds each year may heighten the mdnvid\nl educator's *nse of dns‘coment

and contribute to a loss of faith in personal achievemem. Chermqs (1980b:92) mentioned that:
“for mahy individuals who work in the human services tﬁe main problem is not overload,
conflict, or ambiguity, bui boredom. Their work ﬁ‘!zes lack ch:llenge, variety, and meaniné.'
In this conl.exl. Personal Accomplishment burnout among educators in the samplc may be more
representative of lack of satisfaction with work to fulfill personal needs rather than u;e result
of work stress.
' Findings from this sfudy indicate that feelings of Pers;)nal Aﬁccomplishmcnl bun;out
were higher for educators in the first year of a new appointment, and for educators with 11 or
more years in their current position. This finding is consistent witﬁ research by Carroll and
White (1981:137), Cherniss (1980a:8), Farber (1984a:329), and Welch et al. (1982:8) who

maintained that the loss of idealism and commitment to work occurs relativ&y eafly in the

careers of helping service profcssnonals Welch et al. (1982:8) stated that as emplayees reahzc.

their expectations of fulf xilmg work experiences will never be satisfied, "the result ﬁwond-m; .

[develop).” _ 2 4
) }E « ;\a . “g) ';““ 2 Fo
- » ’.""

Burnout and job satisfaction. Research on the relationship job satisfaction

. % oy,

and burnout has been mcons1stent For instance, Anderson and lwamch ¢ ) Blaigc (1982},

-y,
.Brookings et al. (1985), Jayaratne and Chess (1983) and Parasurmhp Aluttg (1984{)
I WAL

found a significant negative correlation between job satisfaction ang ’burﬁout However,

K

g Wely high level of .
job satisfaction.” On the other hand, Meier (1984:218) claxme@%

Farber (1983:9) suggested that burnout often occurs "in the context o‘f |
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Results from this study support the research which indicates that job satisfaction and

burnout are inversely related. Funhef. this study e'xplorcd‘ in detail the relationship between
job satisfaction and burnout by using seven [ adors of job satlisfaction as predictors of each

sub-scale of burgout. In this fashion, a complete understanding was obtained of the

relationship between work conditj suting 0. job satisfaction and those related to

feelings of burnout. More. 0 variance in Emotional Exhausti‘on and Personal
Accomplis’llxmen‘t burfiout. for teachcrs was explained by the job satisfaction factors of
"Satiéfaclion &flh Work Load," and "Sw'sh_ction with Status and Recognition” respectively.
~ .
The less satisfied teachcrs’werc with their work load and their status and recognition, the more
they experienced Emotional IEwaustion and Personal Accomplishmcnt burnout. An inspection
of the items included in each predictor indicates that teachers’ experiences of burnout were
infiuenced by their satisfaction with the amount of work required, the extra tasks of the job,
she degree of status, recognition, and intellectual stimulation in the job, and the sense of
accomplishment ’and praise associated with teaching. Job satisfaction was also a significant
predictor of each burnout sub-scale among adminigmor;:, These findings lend support to the

L)

assertion by Carroll and White (1982:42) that burnodt occurs because of "the dynamic

" interaction of personaland environmental variables.” ,

By

Further analyses revealed that educators who were considerably to extremely satisfied
with work exhibttéd less ‘burnout for each sub-scale compared with educators who werc
dissatisfied to moderately satisfied. According to Cherniss (1980b:33), the causal relationship
appears to be that "burnout can greauly affect job satisfaction.” Althoug.h this study did not
examine causal reiationshipé. the significant inverse relationship between job satisfaction and

;
burnout provides evidence for more detailed examination of this relationship.

Burnout and job characteristics. Job characteristics refers to the factors of 'Rogc
Clarity" and "Job Challenge” originally used together in research by Walsh et al. (1980).
"Role Clarity” represents the absence of role ambiguity, and is defined by cleasly-stated

performance standards, unambiguous orgafizational goals, and clarity in communication

-
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among Lo- workers *Job Challenge” refers to provisions made for md'wndualgto use their

" abilities and skills on the job, and to keep learning new thimgs at work. i ‘

Reseai'ch indicates that role clarity, job satisfactionStress, and burnout are related

(c.g.. Baum e al.. 1981; Ivancevich and Donnelly, 1974; Kahn et al. 1964; Riaes, l981)

‘Speclﬁcally’ Kahn et al (1964 380) stated that "the mdnvndual consequences of amblgunty e

.

[mclude] ow job satisfaction, low self -confidence, a high sense of futility, and a h;gh score on .

the tension index.” . '

Research by MacPherson (1985), Ratsoy and Friesen (1985), Schwab (l981.). and
. -

" Schwab and 1wanicki (1982a) revealed a significant’positive relationship between role embiguily

v ) -

and burnout for educatprs. For human service workers generally, Cherniss (1980b), Maslach

(1982b,c), Perlman and Hartman (1980), and Welch et al. (1982) assserted that increased role.

_amblguu) leads 1o anxiety and burnout in employees.

Findings l‘ rom this research reveal that "Role Clarity” was not a statglcall\ signifi 1can§

?

predictor’ of burnom for both teachers and admlmstralors These f 1ndmgs are consistent wuh :

'lhose of Bedeian et al. (1981:255) who. found no sxgmﬁcant relauonsh ips among role

' ambiguity, organizational level, job dissatisf actionf}ﬂ'd’ job tension for 202 male and [ emale

. a
nursing personnel. ~
. AR <
"Job Challenge™ may be™Sesn as @ characteristic of the job design, or as an intrinsic
1 4

,individual characteristic. The job may provﬂle extrifisic challenges because it allows lndlvidnals :

the f reedom to exercise their abnl-nes and skills, while encouraging them to learn new skllls for

“- )
the ]Ob In contrast, the _]Ob rhay be percewed as mlrm? challengmg because it mouvates

<

employees 10 euend themselves as a form of self-gratification. For instance, Beehr et al,
\ 4. o .

(19‘76:41) clalmed that "challenging work 1ncreases intrinsic rewards to be gained for successful

perl' ormanoe }
/
“When work lacks both extrinsic ahd, mtrmsxc challenge frustration, boredom, and

bumout may result. As Pines et al. (1981:35) mentioned, "people burn out . . from being
unaercmllenged . '.: frorn nok%lly feeling well utilized.” Results from regression analyses

N ' @

-

-
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revealed that "Job Challenge” was a signific’ant}predictor"of bu g teachers,"and t‘hé .
majér predictor of Depersonalization burnout. This finding supports rcsearch by Jayaratne
and Chess (1983: 137) who found "a lack of job challenge .was posxuvel) related o
Depersonalization burnout for 553 social workers in the United States./ Further research may

exfpllore why "Job Challenge™ was a predictor of burnout in teachers but not in administrators.
. 4 P . .

Work silugtiohs contributing to feelings and attitudes representative of burnout. This

s.e‘ctio%i";ef ers to those work situations personally identified by the respondents as contributing
,16 feelings of overextension and exhaustion, to the development of negative attitudes and
impersonal responses towards clients, and to eelings of a lack of personal accomplishménl.

Job context variables were sources of overeXter}sion and exhaustion associated with
Emotional Exhéustion burnout among the respondents. Both teachers anci administrators felt

overextended by the \.volume'and pace of their duties, and by the expectations of co-workers
. . : * [ ]

and superordinates to comple}e more tasks with successive school years. These f indings Suggcsl
that the educator's varied work load may contribute to stress and burnout (e.g.. Baum et al.,
1481 Edelwich and Brodsky, 1980; Hicbert, 1984; Maslach, 1978b, 1982¢). -

Interpersonal relationships with co-workers, studen&s. parentsey and various publics

were also mentioned as sources of overextension and exhaustion. In the review of the literature

hd

it was reported that imerpersonil relationships and conflicts are major causes of stress and/or
burnout in educators (e.g., Fergusson, 1984; ‘Hicbczrt.' 1984; Jankovic, 1983; Koff et al., 1980;
Swent and Gmelch, 1977). Schulcr. (1980:198) asserted Lhat"when "interpersonal relationships
are not satisfactory to,the individual stres's is often the result.” Shapiro (1982:222) stated that

"the often intense interpersonal relationships within work teams can generate a certain level of

PR

. . . N 1 ..
stress among staff members." Consistent witlithese rernarks, both {eachers and administrators
: 0 . ‘ s v\ ’

in this study repofted their interactions with staff, studems-.“paams, and personne) in highct
1 .
admmlstrauon contributed to feelings of 0verextex§|on and exhaustxon associated with

»

Emotional Exhausuon -burnout, These findings concuf wnh Maslach s (1982b:3) research

which revealed that feelings of "emotional overload and subsgjem emotional exhaustion”

v
I
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arose from the social interactions among staff and clients.

"Intraschool factors,” "Tirﬁe," and "Systemic factors” rcpreﬁt jdb context variables
which determine howl;v”educalors are to perform lh%ir tasks based on the limited resources and
quahty of working conditions they have at thejr dlsposal The inability to alter and 1mprove
these condmons and to écrease their resource’ allocauons was related l‘o feelmgs of
overextension and exhaustion in many of the respondents. Feeling powerless to alter one's
work coﬁdilions Cherniss (1980b:100) maintained, "would comribule to greater stfess and_the '
maladaptnve copipg pattern associated with- learned helplessngss and bumoul Farbcr
(1984b: 324) mentioned that "burnout can be regarded as the final step in a progress:on of

unsuccessful attempts to cope with negative stress conditions.” When educators percewed thq ‘
work situation presented a demand which' exceeded their abilities and resources f or'mééting that
demand, feelings of oVerextenéion and exhaustion developed. Thus, the findings of this study
are consxstem wnln rescarch which indicates that burnout is a consequence of the interaction
between situational and dispositional variables. For instance, Maslach (1978a 114) and P&es

et al. (1981:61) a‘ssertcd that burnout is best(understood in terms of the influence of

_situational characternsucs on Individual characlernsucs @

!t

The developmem of negative atutudes and 1mpersonal responses associated with
Depersonalization burnout was also related to work conditions many educators felt qnable to
control or change. Teachers f ouqd that deéling with‘ the deviant behaviorsQand uncomr;lzomising
attitudes of students led to feelings of deperscinalization and cynicism. In contrast,
administrators blamed the attitudes of staff as contribuﬁng to their negative attitudes. These‘
findings are consistent with Freudenberger's (1977:90_) definition of burnout which "includes
~ such ;ympfoms as cynicism and negativism.” Moreover, feéﬁng powerless to alter their

physical working conditions, improve their interpersonal relationships, and enhance their

self -esteem contributed/to the development of negative attitudes and impersonal responses -

¢ ¢ '

among the respondents. “ . C
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ln"vsome cases, the attitudes of te;lu::her_s and ad;ninistrators in 'rcsponsﬂe to work
conditions were similar in nature to “intrapsychic psycﬁological def'enées" agaiﬁst job stress.
.Cherr‘niss (1980b:47) referred to” these psychological defenses as the actions of \'vilhc?rawal. »
detathmem. I(l)wen'ng of goals, avoidancé. and biafniné ‘others. Lazarus and Launier

(1978:317) identified the intrapsychic modes of denial, intellectualization, and avoidance. The '

_comments of some educators indicated that instead of suffering from guilt and frustration

v

. because of their perceived failure in coping with stressful work conditions, these respondents

withdrew from the situation, or blamed the u‘ncompro‘l,nising attitudes of parents and the
general public as preventing them from achieving better tesults. Both withdrawal and blame,
according to Cherniss (1980b:19), are characteristic burnout r'e'sponses.lo stressful working
conditions. o B v’, : |

The lack of sufficient positive individual feedback was identified by both teachers and
4administrat\ors a$ the major contributor to feelimgs of a lack of personal a,ccdmplishmcnvl
associ:ted with Personal Accomp‘lishmem burnout. A person's self-concept is enhancéd .By
p.ositive and constructive feedback, while negaiive feedback bolsters Feeiings of incpmpelcnce
and failure and contributes to burnout. Maslach (1982b:19) identified the "almost exclusively
negat.ive [feedback]” " of the helping professions as-.a major source of f ru'suagion. ‘
disenchantment, and burnout. Pines (1981:204) stated lhgl "feedback about work prov‘ides'. E
individwals with information about their levels of performance and guccess and is crucial for
.théir sense of meaningfulness and achievement at work.", Recgiving inadequaI”c feedback was
related to a loss of faith in personal ;momplishmept ,‘?‘&“‘."ﬂ of the respondents.

B&ﬁ leéchers anq adminisuators repor;é# a‘ fack of achievement in dealing with
students’ p,roblems. in their interactions with co-workers.\ahd in their responses to intraschool
and systemic factors such as class size and policy implcmentat'fon. However, instead of blamm; *
situational factors as nmajor contributors to feelings of inai’géquacy, some of the respontents

over-estimated the importance of dispositional characteristics. These findings concur with ~

Maslach's (1982c:42) belief that helping service professionals lose much of their sense of

L3

R



245

L4

gt, _ self -esteem because they "lay blame on some flaw within themselves" relative t¢ situational

% variables.
L

) MacNeill (1982:78) $tated that "much work still needs to be done in the descriptive
& o
fmm of burnout research, particularly in the area of identifying variables that are intrinsic to

human service work that may affect burnout.” The findings of this study have partly fulfilled

-

{his need by identifying work situations personally identified by teachers and scho&l-based

administrators as major contributors to feelings and attitudes representative of burfout.

a
Jere

o ~
e D. CONCLUSIONS

- L4

1. Teachefs in the sample from the Edmonton Catholic School District recorded lower
levels of Emotional Exhaustion and Depersonalization burnout, and a higher level of Personal

Accomplishment burnout compared with the established norms.

’2. Administrators in the sample from the Edmonton Catholic School District recorded
lower levels of burnout for each sub-scale compared with the established norms. ‘ .g‘ "

* . 3. Teachers recqr_ded _significantly more Emotional Exhaustion and Personal

" Accomplishment burnout than administrators.

v

-

4. Higher-levels of burnout for each sub-scale were recorded by teachers whc; indica‘ted
a desire to léave education, \;ho perccived poor opportunities for promotion, whose work was
' rarelN;o occasnonally mtcrestmg whose work was moderately to extremely stressful, and who
were. dissausfned 10 moderately satisfied with work. Further, significantly hngher levels of
Emouonal Exhaustion l?urnout were recorded by teachers with 16 or more years in their current
. position, and senior-high teachers. Significantly higher lévels of Depersonalization burnout
were recorded by males, teachers with 11 to 15 years in their current position, senier-high
te;ichers, and teachers in schools with enrolments of 600 or more students, and fewer than 200.

Significantly higher levels of Personal Accomplishment burnout were recorded by intermediat.

-
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(Grades 4-6) teachers, and teachers whose desire for promotion was low t0 moderate.

- . ]

5. Higher levels of burnout for'each sub-scale were recorded by ddministrators whose

work was rarely to occasionally interesting, and who were slightly to considerably satisfied with

~work. Further, significantly higher levels of Emotional Exhaustion burnout were recorded by

administrators who wanted to leave education, and whose Work was very 10 extremely stressful.
Significantly higher levels of Depersonalization burnout were recorded by males, administrators
with 16 or more years_in their current position, and administrators whose work was very (o
extremely stressful. Significantly higher levels of Personal Ac};omplishmem burnout were
recorded by administrators who wanted to leave education, whose desire for promotion was

very low to moderate, and who indicated moderate opportunities for promouon.

6. "Satisfaction with Work Load," and "Satisfaction with Status and Recognition”
were stgtistically significant predictors of Emotional Exhaustion burnout in teachers.
"Satisfaction with Status and Recognition™ was a éignificam predictor of Depersonalization
burnout. - "Satisfaction with Status and» Recognition,” "Satisfaction with Advancement,”

"Satisfaction with Sccu(ity and Involvement,” and "Satisfaction with Salary and Benef its” were

. significant predictors of Personal Accomplishment burnout.

a >

7. "'Satisfaction u;ith Work Load" was the statistigally siénﬁam predictor of
Emotional Exhaustion burnout in administrators. "Satisfaction with Status and Recognition”
was the significant predictor of Depersonalization burnout. "Satisfaction with Interpersonal
Rélationships." "Satisfaction wih Security and Involvement," Satisfaction with Advancement,”

and "Satisfaction with Autonomy" were significant predictors of Personal Accomplishment

burnout.
8. "Role Clarity” was not a statistica_lwgnit;ieam progileb s nout for both
teachers and administrators. - T e
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9. 'J@Allenge was a stausucally significant predictor of each bumout sub-scale

-

for teachers and the major predictor of Depersonahzauon burnout.

7
10. Work situations personally identified by teachers and administrators as major *

contributors to feelings of -overextension and exhguslion were ‘a heavy work load, time
constraints, intraschoo! factors, negative attitudes of students, parents, and various publics,
and systemic factors. Work situations contributing most 1o the development of negative
altitudes and impersonal responses werle interactions with studems.‘ negative and indifferem
attitudes from parents and various publics, poor interpersonal relationships, and ncga.tive
fugback. Work situations contributing most to feelings of a lack of per.;»onal accomplishment
were negative feedback, interactions with students, colieagues, parents, and va;ious publics,

work load, time, and systemic factors.

E. IMPLICATIONS FOR RESEARCH AND PRACTICE

Theor rch , v

The analysis of the multidimensional nature of burnout, as described in.the review of
éhe literature in Chapter 2, has been expanded in this study through an examination of the
extent to which job satisfaction, role clarity, and job challenge were significant predictors of
‘burnout. Further, the concept of burnout as an individual response to stressful and demanding
work conditiops was examined through a content analysis of the written comments of the
respondents. Thesd comments revealed work conditions contributing to feelings and attitudes

¢

representative of bumout

Burnout is thc result of a ?ruwed inabflity to cope with work conditions whnch ‘ :
be demanding, unrewardmg. tress?ul routine, : a&d unchallengmg Lazarus; and
(19834249) claimed umt copmg gsyg key mednaung\compommﬁ a stresst‘ul smmti
encounter, and "refers to the way a pcrson construw the éxgmf 1caw an encounter for ﬁxs or’ -

'.‘c. . {
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on experienced burnout. Results from this study suggest that whil
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her well-being. that is, as irrelevant, benign, harmful, threatening, or challenging.” In this

study. burnout was seen as a maladaptive form of copiné. with work su?s. Educators became

physically and emotionally exhausled.l developed negative attitudes and impersonal re;ponscs.

and exper;}‘e‘ni,;a;l a loss of self -esteem in goping with job demands. Further rescarch is needed

to examine how the coping strategies uéeo"by teachers and administrators vary in their content
L. ,

and in their success in mitigating individual experiences of burnout.

This study examined the extent to which job satisf’ acliqn. rol; clarity, and job challenge
were predictors of burnout. This examination may be limited in scope, as data were gathered
by survey questionnaire. ~There*‘;re. a longitudinal study using a combination of research
methods may uncover {)lhcr potential sources of burnout not fully addressed in lhis study .
Future research may examine whether aspects of the job relaled.'to feelings of job satisfaction,
role clarity, job challenge, and burnout amon.g educators apply to other groups of employees.’

ldentifying work conditions unique to educators may provide information needed to implement

specific remediation and intervention techniques in dealifig with edycator burnout.

The Maslach Burnout Inventory (MBI) was developed with a~sQncept of burnout that

emphasized the role of situational variables as opposed (o the influens¢ of individual variables
Emotional Exhaustion .

work conditions, both
.

burndul appeared to be the consequence of stressful an
Depersonalization and Personal Accomplishment buinsni seefed to be more representative of
the motivational needs -of individuals‘ to be stimulated, chalienged, an'd.rewardcd by work.
Future research may require an amended version of the MBI that takes imp gonéidcralion the

needs of individuals to be challenged by work that is interesting and which of fers substantial

‘ recognition and rewards. These suggestions are consistent with research fmdings by Brookings

et al. (1985:149) who found that "personal accomplishment is larg&ly independent of
emotional exhaustion and depersonalization.” The authors (1985;149)» recommended that
"future research should explore the specific factors -- both within and ou;siifc the job setting

which influence each component.” Findings from this study suggest that both

7
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Depersonalization and Personal Accomplishment burnout rr\ay be related more to factors
contributing to satisfactiorr with yvork, while Emotional Exhaustion burnout is more closely .
associated with factors contributing to work stress. |
A finding of this study was that administrators whose work"ivvas not siressf ul or mildly
stressful also rccorded the hlghest level of Personal Accomplishment burnout. This finding
supports rescarch whxch suggests that some stress is necessary if individuals are to achleve
success and function effectively (e.g., Baum et al., 1981; Howard et al., 1978. Selye, 1980,
' 1982). Future research could examine why the absence of suff icierrt work stress was related to
a higher level of Personal Accomplishment burnout in administrators relative to the other two
sub- scales. The influence of organ’imional level of responsibility’ may. have a bearing on
| results. Fundamental dlf ferencesﬁr the work roles of teachers and admrmstrators may cxplam
dif’ ferenccs in the relanonshrr/ between work siress and burnout for educators. Further the

¥ -

* influence of¥ispositional characteristics warrants attention. Are administrators more resilient
a

(] w {ress than teachers, and thus require more work stress to perform effectively?

V-

indings from this study are consistent with the claims by Pines et al. (1981:15) and Veninga
’(1979:45) that burnout is ‘consequence of the failure to satisfy one's expectations.
inistrators &ho perceived a poor sense of personal accomplishment may have lacked the -
Jzr

¢ n

'ncé sary amount of work stress needed 10 stimulate motivation and commitment to work.
"Role Clarity"” was not a su'rtistically significant predictor of burnout for teachers and
| administrators in this study. "Job Challenge" was a significant predictor of burnout in teachers
‘but rrot in administrators. . These findings suggest that "Role Clarity” and "Jolr {:hallenge" may
hr;vc been of less immediate concern to the respondents than were the everyd;,’fodsideratigns
of work load, interpersonal relationships, and the need for recognition an/ . back Future
studies could investigate whether "Role Clarity” and "Job Challenge ", ﬁare "more predictive of
burnom among other employee groups. and at periodic times of thé y;ar. If the findings of

’future mearch are consistent with those of this study then the utility in using "Role Clarity"

and "Job Challenge " as predictors of burnout needs to be addressed. >
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Walsh et al. (1980:255) stated that role clarity is "an intervening psychological state”

_ which contributes to job chalienge and job satisfaction. In this study, both "Job Chailenge”

and job satisfaction mify have explained most of the variance in burnout otherwise attributable
to "Role Clarity.” Thus, future research may explore the influence of "Role Clarity” on

burnout when used independently of "Job Challcﬁ'gc" and job satisfaction.

This study examined the nature of burnout among teachcrs and school-based

administrators. No atteipt was made 1o assess the influence of burnout on home life, nor the

reciprocal impact of extra-organizational stressors on the work roles of teachers and
administrators. There is potential for research that examines the relationship between

extra-organizational sources of burnout for educators, and intra-organizational sources of

burnout. This examination may uncover valuable intervention and remediation strategics in

dealing with burnout among educators.

Implications for Practice’

1. A major finding of this study was that burnout among teachers and administrators
was significantly related to factors of job satisfaction. For both groups, "Satisfaction with
Work Load." and "Satisfaction with Status and Recognition™ were significant predictors of
burnout. Thus, a/reduction in or more equitable distribution of work load, and the provisioh
of adequate ﬂ(Z constructive feedback should assist in moderating burnout among the
respondents. Shapiro (1982:224) ﬁighlighled the benefits to be gained fron{ varying tasks and
responsibilities associated with work load:

" Flexibility in workload [may moderate burnout in three ways] . . . First, work will not
appear too routinized, and tedium can be alleviated by concentration on different sets
of tasks demanding different skills and levels of involvement. Second, for staff
members involved in stressful jobs, a regular respite or change of pace afforded by
other work responsibilities can reduce the intensity to manageable proportions. Third,
a variety~of tasks helps staff members gain a sense of ongoing mastery of new
learning . . . a varied workload may reduce burnout at the same time it contributes to
productivity.

2. "Job Challenge™ was a significant predictor of burnout among teachers. Increasing

the opportunities for teachers to use their abilities and skills at work while they learn new
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things associated with the job may enhance job challenge and assist in reducing lhheir levels of

burnout.

| 3. Both teachers and administrators reported a greater desire to stay in the same school
lhan- to change schools. Nonetheless, those 33 percent of teachers and 26 percent of
administrators who desifed to change to anothgr job in education or to change fields completely *
aléé exhibited the highest levels of burnout for each sub-scale. Thus, steps could bc.'instigalcd
to identify reasons for this desire to leave education and its relationship to burnout. Maslach
(1977:4) claimed that cases of personal burnout can influence organizational climate”and
productivity, a view adhe'ted to by Carroll and White (1982’:43). Based on these statements,
the desire among educators Lo leave school may not only contribute to burnout, but also have
the potential to adversely affect school productivity and morale.

4. Educators who perceived ;hcy had poor to fair opportunities for promotion also
recorded the highest levels of burnout f8r each sub-scale. This finding suggests that school
boards and senior administrators may try to include as part of their school organization and
their district philosophy various prospects for change and promotion among teachers and
administrators. These opportunities may reduce césés of burnout associated with boredom.‘
routinization, and dead-end career paths.

5. The frequency of int‘e‘resting work was related to burnout. Both teachers and
administrators wfxo reported their work was frequently interesting or interesting most of the
“time recorded the lowest levels of burnout for each sub-scale. This finding suggests that action
could be }aken to stimulate more interest in work for many of the respondents. Pine; et al.
(1981:150) recommended that one way to motivate interest in work is "to have employees
change tasks periodically . . . [and] that people add variety and challenge to their life and
work.” A responsibility exists for school boards, Central Office personnel, and related
administrators to provide opportunities for teachers and school-based administrators tq addw

variety and meaning to their work roles, thereby increasing interest in work and possibly

mitigating feelings of burnout.
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6. Overall work stress and overall job satisfaction were related to burnout among the
régponden;s. The gmleri the work stress and the less the job satisfaction, the more teachers
and administrators experienced burnout. Measures ma'y be implemented to provide -
opportunities for educators to attend stress-reduction workshops and in-service activities in the
district. These measures may assist educators: in identifying potcmialr sources of stress and
burnout, and in evaluating the eff ectiveness of their individual coping strategies in dealing with

‘ work stress and burnout. vFurthcr, increasing the potential for educators to be satisfied with
work by enhancing positive feedback, increasing iniellcclual challenge, and providing adequate
fecognition for services rendered should reduce feelings of burnout. '

7. Interactions with students, a héavy work load, poot ir;lcrpersonal rclau’onships, and
the negative attitudes of parents and various publics were identified by the respondents as
contributing to feelings an‘d attitudes rep}esenlalive of burnout. A more open communication
network among schools, Central Of fice, and parents may encourage more parents to 'ake an
active role in the education of their children. This communication network should make
parents and othe:r interested parties more empathetic to the special needs and pressures of
educators, and possibly stimulate positive feedback to teachers and administrators. In addition,
increased resource allocations may lead to improved work conditions and to lower levels of

burnout among educators.

F. CONCLUDING COMMENT

Mo-st of the theory and research re.veal that burnout is a consequence of work stress.
This relationship was borne out by this study. However, when burnout was Studied in relation
to the work-related variables of job satisfaction, role clarity, and job challenge, other
signif icant findings were apparent. In particular, the major obses¥ation from this study is that
burnout among teachers and administrators in the sample from the Edmonton Catholic School
District was related to job satisfaction and "Job Chalienge.” The less satisfied educatdrs were

with their work load, status and recognition, and interpersonal relationships, and the less



- should stimulate 'feclings of personal accomplishment. Training in human relations skills and

N I
~ . ‘E

~ challenging their work, the more they experienced ‘burnout. Spectfially. tucben and * \

“ ! )
administrators exhibited a hngher than normal level of Personal Accomplishment bumout bnod\

on the esubhshed norm. This finding indicates that measures could be tak¢n to alleviate "~ |

_feelings of a lack of personal achievement among educators. Increased positive feedback,

combined with enhanced opporfunities for teachers to use their abilities and skills at work

ihc provfsiun of greater input into systemic policy matters should encourage a heightened sense
of personal accomphshmenl among administrators. An improved sense of personal
accomphshm may stimulate commnment to work, encourage more beneficial and producuve
inlerpcrsoml relationships with colleagues and clients, and moderate the potential of teachers

and administrators (o burn out.
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JOB’ SURVEY
for .

EDUCATIONAL PERSONNEL

September, 1985

F

Portions of this survey have been reproduced by special
permissior. of Consulting Psychologists Inc., Palo Alto,
California 94306 from the MBI by Christina Maslach
Susan Jackson Copyright 1981. Further reproduction of
any portion of this questiomnaire is prohibited without
the consent of the publisher and/or researcher.



. SECTION A . .
’\. ]
BACKGROUND INFORMATION -
Please CIRCLE the appropriate rumber or fi11%in the blank. <o
- ]
1. Position: .
1. Teacher tIncludes Department Head) : o
2. Priml'pnl . . / .—‘/
3. Assistant Principal . Y .
4. Other (Librarisn, counselor, etc,) - s
2. Gender: ) . I
1. Male \| . 2. Female 6
N
3. Total rumber-of Years as an educator, including teaching and
. admnistratiom. Include the current year as a full year:
years 7-8
4. Jotal number of years in your currert position. Include the
current year as a full year:. P
years X 9 - 10
5. If a princi or assistant principal, identify_ the years of
administrati rience that you have. Include the current .
year as a full yegz
years 11 - 12
6. If teaching; identify what percentage of your major teaching L
assigrment {s consistent with your training:, : /
1. none 4. S1-75"% e
2. 1-25% - 5. 76 - 100%_
3. 26 - 50 % H
7. Grade level at which you do most of your work:
1. Kindergarten 4. Grades 7 - 9
. 2. Crades1-3 ' 8. Grades 10'- 12
3. Grades 4'- 6 6. Other (Please specify) 14
8. If you were free to choose would you tend to:. )
1. Stay in the same 'job 3. Change to another job in
‘ B education '
2. Change schools 4. Change fields completely 11}
9. In relation fo your peers, how would you rate your desire for
promotion? > ‘
1. Very low | . 4. High
2. Low 5. ‘Very high
3. Moderate 16
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10. How would you rate your gpportunities for promotion within your
school system?
. 1. Poor ' 4. Good <
2. Fair~ ‘ 5.. Excellent ~
3. M;)deratel ‘ '
11.+ How often do you find your work interes&yg?
1. Rarely * 4. Frequently
2. Seldom- 5. Most of the time
‘3; Occasionally T
12. In general, how sti‘essfu_l do you find your work?
1. Not stressful 4. Considerably stressful
2. Mildly stressful 5. Very stressful
3. Moderately stressful 6. Extremely stressful
13. Grade organization of your school:
1. Grades 1-6 (or K~6) 5. Grades 7-12 .
. 2. Grades 1-9 (or K-9) - 6. Grades 10-12 '
3. Grades 1-12 (or K-12) 7. Other (Please specify)
“4. Giades 7-9. = /’
14. Size of school (student rmumbers): —
1. Léss than 100 6. 501 - 800
2. 101 - 200 7. 801 - 1000
4£3. 201 - 300 8. 1001 - 1500
4. 301 - 400 9. 1500+
5. 401 - 600 |1

cC

17

18__

19

20



SECTION B
JOB SATISFACTION QUESTIONNAIRE

Please rate your degree of satisfaction with your job according

to the following scale:

Slightly  Moderately Considerably
Dissatisfied Satisfied Satisfied  Satisfied
0 1 2 3

CIRCLE the selected number.

In your present position, indicate how you feel about each of the;é aspects:

s ow NP

“n

O 00~ O

10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
2.
25.
26.
27.

Job security . . . . . . . . o ., : .
The chance to help other people . |

The chance to tell people what to do

The opportunity to use your abilitieg oo
Fringe benefits .

Your salary. . . . . o .o+ ot e
The amount of work required -

Advancement opportunities . , \
Freedom to use your own judgment . . . . . i
Freedom to use your own methods . \
Relationships with subordinates .
Relationships with colleagues . -.
Relationships with superordinates‘.

Methods used in promotion .

Methods used in evaluating perf nce

Extra tasks associated with your ition .
Physical working conditions . |
The praise you get for doing a good fob .
Degree of autonomy

Sense of accomplishment .

Degree of involvement in important decisions

" Degree of accountability for your work

Your status in the community
Recognition by others of your work
Social relationships at work

Intellectual stimulatiom . . . . . « « .« .« « .+ .« .

Overall satisfaction with your job

Satishied

0

DOOOO0,00000000000000%OOOO

.

—

[ S T T

—

e o

o B

NNNNNMNNTQNNNNNNNNM}\)NNN{\J

v ./;

3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
3
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SECTION C .
JOB CHARACTERISTICS

. Please rate the degree to which you can identify with the
work-related items, according to the following scale:

Not At - '
All Rarely Sometimes Frequently Often A.ways

0 1 2 3 4 5

CIRCLE the selected rpmber.

1. It is clear what is expected of monmy job . . .. 0 1 2 3 4
2. My supervisorsmakes it clear how 1 should do my work O 1 3
3. Expected performance standards are clearly stated | 01 4
4. My supervisor makes sure his people ‘have clear goals

to achieve . . . . P ¢ A A 2

5. Onmy job I get a chfa'ﬁce to use my skills and
- abilities . . . e e v ... 0 12 3,45

6. My job requires that I keep leaming new things . 0 | 2 3 &

\‘
SECTION D
VIEW OF YOUR JOB
The purpose of this section is to discover Yg you view your job

and the, people with whom you work closely. In this4section, the term
ipients' is used to refer to the people for whom you provide your
ervice, care, treatment, or instruction. When answering, please think
of -these people as recipients of the service you provide, even though
you may use another temm in your work. -
The follmng section contains 22 statements hbout job-related
feelings. Please read each stat t carefully and decide if you
feel this way about your job. If you have never had this feeling
write "0" (zero) in the "HOW STRONG'' colum before the statement. If
you have had this feeling indicate how strong the feeling is w you
experience it by writing the rmumber (from 1 to 7) that best describes

how strong you feel about it.

HOW STRONG: O 1 2 3 4 5 6 7
~Never Very Moderate Ma jor,

Mild, Very
barely Strong

noticeable

49
50

52

i,

54
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VIEW OF YOUR ‘JOB '

Please indicate how strongly you have experienced each job-reluted
feeling, according to the following scale. Indicate the strength
of your feeling by writing the appropriate number on the line
preceding each statement

HOW STRONG: O I 2 3 4 \ 5 6 7
Never Very Moderate : Ma jor,
Mild, Very
barely -~ © Strong
! noticeable ' £

NOTE: ''recipients" refers to those people for whom you provide servi.c
or with whom you work closely, i.e., students or teachers.

HOW STRONG
0-7 Statements: e
li——ro I feel emottonally drained from my work. 55
2. — I feel used up at the end of the workday. “s6
3e—— I feel fatigued when I get up in the moming ard have to 59 -
face another day on the job.
4 — I can easily understand how my recipients feel about things. 58
Si—— I feel I treat some recipients as if they were impersonal ,
. objects. o ‘ 59
6. — Working with people all day is really a strain for me. 60
7 — I deal very effectively with the problems of my recipients. 61 /
8 — I feel burmed out from my work. 62 /
9. — I feel i'm positively influencing other people's lives /
‘ through my work. _ 63
10— I've become more callous toward people since I took this job. b4
11.—— ° I worry that this job is hardening me emotionally. 65
12.—:—— > I feel very energetic. , h6 -
13— I feel frustrated by my job. a1
14.——  I.feel I'm working too hard on my job. h8
15 —— I don't really care what happens to some recipients. A9
16, —— Working with people directly puts too much stress on me. 70
17— I can easily create a relaxed atmosphere with mv recipients. 71
18— I feel exhilarated after working closely with my recipients. 72
19, —— I have accomplished many worthwhile things in this job. 73
20— I feel like I'm at the end of my rope. 74
2], —— 'In'my work, I deal with emotional problems very calmly. 75
22 I feel recipients blame me for some of their problems. . . 76
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SECTION, E | 256
PERSONdh COMMENTS

Please respond to the questions below. You are encouraged to be“l ' _'.‘5
frank and forthright in your responses and are assured that all f

returns will be treated confidentially. 'y
NOTE: 'clients" refers to those people for whom you provide service or - ‘
with whom you work closely, i.e., students or teachers. B
1.. Which two factors in your work contribute moﬁt to feelings of beiﬁg 4 '
ove:extended and exhausted by your work? ‘ ] @
(a.) ' Lo
~
g - b ‘\T -
(b.), T

‘ ]
[

2. Which two factors in your work contribute most: to the development of
negative attitudes and impersonal responses towards your clients? -

(a.)

(b.)

f il

3. Which two factors in your work contribute most to feelings of a lack
of personal accomplishgent on the job? " &

— ~
(a.)
(b.) T B ‘ ‘
; I\ 3
L)

THANK YOU FOR YOUR .COOPERATION

5 Ll
W ke i e
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University of Alberta ' Department of Educational Administration
Edmonton . Faculty of Bducation 288
Canada T6G 2GS~ " 7.104 Education Building North, Telephone, (403) 432-5241

T23 September, 1985
Dear Principal;

Encloged is a questionnaire for you and ®ach of your certificated
staff members. The questionnaire deals with certain aspects of the work
role! of you and your staff.. This rgsearch is being conducted with both
the approvgl and assistance of Central‘iffice, the Edmonton Catholi;
School District, and the Department of Educational Administration, the
University of Alberta. Would you king%y distribute a copy of the
questionnaire to each staff member? ’ ¢

Thank-you for ydur assistance in this research project;

Sincerely,

st

-

James C. Sarros

Research Supervisor,
Department of Educational Administration,
University of Alberta.

x

~P.S. It is very important for the study that I receive a completed

questionnaire from every member of your certificated staff. Thank-you.

i
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University of Alberta Department of Educational Administration
Edmonton Faculty of Education 289

e s

Canada TeG 2GS 7-104 Education Building North, Telephone (403) 432-5241

23 September, 1985

Dear Educator;
I am on leave from the Victorian Education Department, Australia,
and in the second year of the doctoral program in Educational Administration
at ;he University of Alberta. My research is concernid with how aspects
of your job as a principal, assistant principal, or teacher may lead to
///—”h sense of Satisfaction and challenge. Some features of your relationships
with teachers and/or students also are examined.
Permission to conduct this reseaé&h has been Jranted by the Research
and Test Coordinator, Edmonton Catholic School District, the Division of
_ Field Services, the University of Alberta, and the Educational Administration
. Research Ethics Review Committee, the University of Alberta.
I realize that you are busy, but it is important to obtain responses
from as many educators as possible if the results a;; to be meaningful.
Your assistance in completing the questionnaire should help in obtaining
a more accurate picture of the job of principals, assistant principals,
and teachers in this province.
when you have completed the questionnaire, would you please return
it to Central Office through the I.M.C. Delivery Service envelope provided.

No reports of this research w111 reveal the identity of principal,

assistant principal, teacher, or school, even by code number. A major

report of the'findinqg will be mailed to Central Office for circulation
to school-based individuals and schools wanting details of the results.
The following schedule has been proposed for the circulation and

return of the questionnaire:

Job Survey for Educational Personnel

Posting to schools . . . . . . . . Monday, 23 Sepfember

- Arrival at schools . . . . . . . . Wednesday, 25 September
Return of completed questionnaires
to-Central Office by . . . . . . . Wednesday, 2 October

Thank-you very much for your as?istance,in this research project;
it is most important for the study to receive a completed questionnaire

from you.

Sincerely,

(l_; vvtlc Wv‘é

James C. Sarros



Unlvehity of Alberta : Dopart’mﬂ;( of Educational Administration

Edmonton Faculty of Education 290

e

7

Canada T6G 2GS 7-104 Education Building North, Telephone (403) 432-5241

30 September, 1985
Dear

On 23 September, 1985, Central Office mailed a questionnaire
to -you dealing with the job satisfaction and challenge of
school principals and teachers. Some features of your
relationships with teachers and/or students also were examined.
Accompanying each questionnaire w;s an addressed envelope for
return of the quest{dnnaire to Central Office.

I Yould appreciate a reminder to your staff to complete
the questionnaire {f they have not already done so. A high
rate of return will make the data representative of educators
in Edmonton, and therefore more meaningful and valuable in
unders;anding the nature of the work role of you and your staff.

Thank-you very much for yourx assistance. A copy of the
report will be mailed to the Central Office of the Edmonton

Catholic School District, and will be made available to any

school-based individual wanting details of the results.

il fony

Janes C. Sarros

Sincerely,
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CONSULTING PSYCHOLOGISTS PRESSMNC. .
§77 COLLEGE AVENUE .
PALO ALTO, CALIFORNIA 94306

Mr. James C. Sarros
Department of tducational Administration
University of Alverta

Canada T6G 2GS \

(.

In response to your request of 14 March 1985 permission is hereby granted you 10
renroduce 700 copies of the “"strength' part of the Maslach Burnout
Inventory Scale. ; -

This permission is valid if you intend to have your dissertation put
on to microfilm. \

subject to the following restrictions:
(a) Any material used must contain the following credit hnes:

“Reproduced by special permission of the Publisher. Consulting Psychologists Press.
Inc.. Palo Alto. CA 94306,

MASLACH BURNOUT INVENTORY

{ publhcanion)

by Christina Maslach and Susan E. Jackson Copyright 1981

(author)

from

Further reproduction is prohibited without the Publisher's consent.” .
(b) None of the matenidls may be sold or used for purposes other than those mefitioned above.,
(c) One copy of any material reproduced will be sent to the Publisher.

(d) Payment of a reproduction fec of __ten cents (10¢) per copy

at 3 totzl of & 70,00

t

Please remit without further notice and mail to my attention.

(e (

.

PSYC%)GISTS PRESS. INC. N )
h TEpnl O oe 2.5 /Lpicll 199,
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CONSULTING PSYCHOLOGISTS PRESS, INC.

577 College Ave. (P.O. Box 60070). Palo Alto, California 94306 (415) 857-1665

-

Mr, James C. Sarros
218 Michener Park
Edmonton, Alberta
Canada T6H 4M4

L. . r
L
In response to your request of December 8, 1985 permission 1s hereby granted vou to
tDate)

reproduce another 700 copies of the "strengtﬁ" part of the MBI.

- - subject to the following restrictions:

(a)

\ (b
(c)

d)

(el

Anv material used must contain the following credit hnes:
- .

“Reproduced by special permission of the Publisher. Consulting Psychologists Press. Inc..
Palo Alto, CA 94306, )

MASLACH BURNOUT INVENTORY
pubixcation’

by Christina Maslach and Susan E. Jackson - 1981

author:

from

Further reproduction 1s prohib:ted without the Publisher’s consent B

None of the materials may be sold or used.for purposes other than those mentioned above.
One copy of any matenal reproduced will be sent to the Publisher.

Payment of a reproduction fee of __Len Cents per COpy (10¢)

Taal: $70.00

Please remit without further notice and mail to my attention. Be sure to identify mat®rial

for which payment is made.

CONSULTING PSYCHO

By

)
/

%ﬁ/ Date _13 December 1985




