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“A key dislocation for academics: We train as researchers 
but spend our days managing the emotions of late 
adolescents, haggling over budgets, and figuring out 
how to use Moodle’s gradebook.”

https://www.chronicle.com/article/The-40-Year-Old-Burnout/237979



The Day I Knew I was Burned Out, Valarie Strauss described 
it by saying “Everything felt like an emergency… There 
was no time to think.”

https://aboutleaders.com/professor-burnout/#gs.RQS7dDc



https://www.facultyfocus.com/tag/avoiding-faculty-burnout/



https://www.universityaffairs.ca/opini
on/the-black-hole/crash-burn-5-
stages-postdoctoral-collapse/ https://www.universityaffairs.ca/features/feature-article/slow-professor-revisited/



https://campustechnology.com/articles/2017/04/05/the-hidden-costs-of-active-learning.aspx?m=1



What are the primary factors 
that support or hinder well-
being in your workplace?



Context

Expectations for ED to be 
‘agents of change’ across 
multiple levels (Gibbs, 2013; 
Green & Little, 2016)

A ‘hazardous’ field due to 
unending organizational 
change, financial constraints 
and ever-changing expectations 
(Nilson et al., 2011)

n=210



“A state of physical, 
emotional and 

mental exhaustion 
resulting from a 

prolonged response 
to long-term 
exposure to 
demanding 
situations.”

Emotional 
Exhaustion

Depersonalization 
or cynicism

Perception of 
reduced personal 
accomplishment

Maslach & Jackson 1981 ; Maslach et al., 1996 ; Pines & Aronson 1988; Sabagh et al., 2018 

Burnout



Factors that Promote Well-Being

13

14

22

24

26

27

58

59

60

74

0 10 20 30 40 50 60 70 80

Promotion/Opportunity

Professional Development

Resources

Feeling Valued/Apreciated

Meaningful Work

Flexibility

Autonomy

Institution/Administration

Management

Colleagues



Colleagues
• “My immediate coworkers are talented, hard-

working, capable, trustworthy, and fun to talk to”
Management

• “I have a supervisor, the dean, who respects, 
appreciates and acknowledges the importance of 
workplace well-being.”

• “The working relationship with my Managers and 
trust in their capabilities.”

Institution/Administration
• “a forward-thinking institution and an institution 

willing to invest in support resources.”

Participants’ Comments



§ Social Support/Relationships (, Kutsyuruba et al, 2019; 
McClenahan et al., 2007; Rothmann et al., 2008; Van Emmerik
2002)

§ Job control (Fernet, Guay, and Senecal 2004)

§ Participation in decision-making (Pretorius 1994)

§ Workplace rewards and opportunities for growth (Rothmann et 
al., 2008)

§ Intrinsic motivation, caring, coping humour, coping abilities and 
personality (Sabagh et al., 2018)

Well-Being



What Hinders Well-Being? 
Colleagues
“Even though it's not common, seeing colleagues demonstrate 
non-inclusive, non-educative (e.g., "fixed mindset) beliefs or 
values, can take the wind out of my sails”
“Professional jealousy and backbiting from colleagues”

Institution/Administration
“It's clear where there is incongruence between what is stated 
and what is enacted. That disconnect comes across to me as 
disingenuous and leads to a lack of trust in our leadership for 
me.”

Workload 
“The workload is too great for all of us in our unit. We all do it anyway, skipping 
lunches and putting in a lot of unpaid overtime. That's the culture.”



Management
“A management structure that is disorderly, unsupportive, and 
inefficient”

“Favouritism: those who are liked and play the game and who 
don't question or complain are rewarded with projects that are 
likely to improve their profile.”

What Hinders Well-Being? 



Strategies Implemented by the 
Participants



“Simply refusing to buy into the lie that the person who is 
most tired "wins”” or that “busyness and burnout are 

expected and valued”

Photo by Pettycon, Pixabay



Pfff
In my specific role, I’m 
not aware of any. But 
whenever there’s a 
staffing 
review/reorganisation at 
the institution we’re 
always reminded there’s 
a free counselling service 
we can access.

Nothing. They 
just keep piling 
on more stress

None 
whatsoever, 
which is telling!

“The institution has policies but they are only useful if people can 
feel like they can actually voice their concerns without having to 
have an exit plan”
“The unit tries to have a culture but it is like a cold dead fish 
reminding you of your "place" in the hierarchy”

Strategies in the Workplace
None. Threats of 
being made 
redundant does 
not help the 
situation at all.



Suggested Strategies
Supportive administrative & institutional practice

‘avoid re-structuring in favor of cross-departmental’
‘flatten hierarchy’
‘the institution needs to take a good hard look at everything that 
everyone does, and stop doing 30% of it because it’s not work doing’

Effective centre leadership & management
‘greater transparency about workload’
’regular formative feedback that is authentic and supportive of my 
growth’

Attention to wellness
'show dealing with stress and burnout is a collective rather than 
individual responsibility...most causes are systemic/structural eg.
unhealthy working practices, output demands, competition, 
performativity of being busy’



will/can take to prevent burnout 
and promote well-being?

What is one 
action that:

You

The work
place

This 
community
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