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tenns of the frequency and intensity of Emotional Exhaustion. Depersonalization, and Personal Accomplishment.
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DIFFERENCES IN BURNOUT AMONG OREGON HIGH SCHOOL
BASKETBALL COACHES WITHIN CATEGORIES OF SELECTED VARIABLES

CHAPTER I

Introduction

Over the past few years the term "burned out" has become popular
for describing what happens to a number of persons engaged in those
professions with a high degree of people contact.

Because so many

superficial aricles on the topic have appeared in the popular literature, many consider burnout a

fad.

However, it would be un-

fortunate to dismiss as faddish a phenomenon that has affected so many
in their attitudes toward work, their colleagues, and life in general.
Burnout does exist among educators.

It is a common reaction to

job stress which transforms sensitive, thoughtful and dedicated
professionals into calloused, careless, and unmotivated individuals.

Willard McGuire, National Education Association president, recently
stated that teacher burnout is a "major new malady that has afflicted

thousands in the teaching profession and threatens to reach epidemic
proportions if it is not checked soon" (McGuire, 1979, p. 5).
High school athletic coaches represent an important sub-group in
today's educational institutions.

Coaches are highly visible in the

community, and they often carry additional responsibilities and pressures which accompany their elevated status.

Coakley (1982)

believes that the role of teacher/coach has a built-in potential
for stress.

Many coaches are citing "burnout" as the reason they

are vacating their often prestigious positions.

Coaching burnout
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in our

schools may also result in lower productivity, reduced job

satisfaction, and most important, a negative attitude among coaches
toward student-athl etes.

Statement of the Problem

The central focus of this study was to determine the differences
in perceived burnout among high school basketball coaches when grouped
by selected demographic and job-related variables.

The study investi-

gated how high school coaches in the sample differed on perceived burr-

out as characterized by the frequency and intensity of emotional exhaustion, depersonalization, and personal accomplishment when grouped
according to the following selected variables:
age
sex

school size

sex of team coached
number of years at present job
total number of years in the coaching field
additional coaching responsibilities
3.

extent of teaching responsibilities
amount of time devoted to basketball during the season
(hours per week)
amount of time devoted to basketball during the offseason (weeks per year)
winning percentage

perceived adequacy of the basketball budget
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The objectives of the study were as follows:
to achieve a better understanding of the individual,
social, and institutional variables th1..t either promote

or reduce the occurrence of burnout among high school
coaches.

to determine where differences exist between levels of
perceived burnout and within categories of selected
demographic variables among high school basketball
coaches.

to develop implications for reducing the evidence of
burnout and its related symptoms among secondary school
coaches.

Hypothesis

Support of the following research hypothesis at the .05 level of
significance is sought in this study:

There are significant differences in the levels of
perceived burnout as described by the frequency and
intensity of emotional exhaustion, depersonalization,
and personal accomplishment, and within categories of
selected demographic variables among. Oregon high
school basketball coaches.

Limitations

The limitations of this study were as follows:
1.

the population consisted only of varsity high school

basketball coaches currently employed in the state of
Oregon.

It would be inappropriate to generalize to a

population of subjects which differs from the group
studied.

The responses offered by the subjects may be relative
to the time of year that the survey was completed.
The self-reporting nature and lack of control of the

testing environment may have limited the validity of
responses.

Assumptions

The conclusions of this study were based upon the following
assumptions:

The Maslach Burnout Inventory is a valid and reliable
instrument for measuring the level of perceived burnout
among high school basketball coaches.

The respondents were capable of honestly assessing
their own feelings and attitudes at the time of
completing the survey instrument.
The subjects were a representative sample of the
population of which they were a part.

Need for the Study

Although there has been a proliferation of articles written about
burnout, no systematic research has been conducted to examine the
incidence,

correlates, and causes of burnout among high school

athletic coaches.

Burnout is a complex social, psychological, and
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physiological problem that requires more penetrating study than
most writers have given it.

Penman and Hartman (1982) found that no

references to burnout appeared in the literature prior to 1974, and
only two studies explored the underlying dimensions of burnout or
provided data beyond the descriptive level.

They also stated that

"only a limited number of studies have researched the statistical
relationships between burnout and i.ndividual, organizational, and

outcome variables" (Penman and Hartrnan, 1982, p. 284).

Significance of the Study

Athletic coaches have long been faced with pressure and stress.
created by diversified and demanding role expectations.

The con-

sequences of burnout are potentially very serious for teachers,

coaches, students, and the educational institutions in which they
interact.

Not only can burnout lead to a deteriorization in the

quality of service provided by coaches, it also appears to be a factor
in job turnover, absenteeism, and low morale (Maslach and Jackson,
1978, 1979, 1981).

Furthermore, burnout seems to be correlated with

various self-reported indices of personal dysfunction, including
physical exhaustion, insomnia, increased use of alcohol and drugs,
and marital and family problems (Freudenberger, 1974, 1975).

An investigation of the burnout phenomenon among high school
coaches would be important because the findings may reveal that there

are certain individual and job related variables that significantly
increase or reduce the incidence of burnout.

This study may also give

direction to future researchers who wish to study the causes and
possible prevention of burnout among coaches and others in a variety
of occupational settings.

Design of the Study

The subjects for this study consisted of 204 Oregon high school
varsity basketball coaches employed during the 1982-83 school year.
The sample was randomly selected from a total population representing

256 high schools listed in the Oregon High School Coaches Association
Directory.

The subjects were asked to complete a two-part instrument consisting of

1) The Maslach Burnout Inventory (MBI), and 2) a Demographic

Data Sheet.

The major measuring instrument, the MBI, was developed by

Maslach and Jackson (1981) through their work in the helping professions.

This instrument provides a measure of perceived burnout in

terms of the three subscales of Emotional Exhaustion, Depersonalization,
and Personal Accomplishment.

For each of these subscales, separate

scores are provided for the frequency and intensity with which feelings
are experienced.

Persons with high scores on the Emotional Exhaustion

and Depersonalization subscales, and with lower scores cn the Personal
Accomplishment subscale perceive themselves as burned out.
One-way multivariate analysis of variance (MANOVA) was used to
test if differences existed within the various burnout factors and the

selected demographic variables.

Twelve separate one-way MANOVAs were
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conducted for each demographic variable as the independent variable
and the burnout measures serving as the dependent variables.

The

Statistical Package for the Social Sciences (SPSS) (Nie, et. al.,
1975) MANOVA procedure was used to conduct the one-way MANOVAs.

When there was an overall significant difference across groups, the
univariate ratios were examined to identify those dependent variables
(burnout measures) where the univariate F was significant.

Definition of Terms

The following definitions are included in order to provide the
reader a clearer understanding of certain terms used in the study.
Burnout:

A syndrome of perceived emotional exhaustion and

cynicism that occurs frequently among individuals who do "peoplework° of some kind.

The key aspects of the burnout syndrome are

increased feelings of emotional exhaustion, negative attitudes about
one's clients, and the tendency to evaluate oneself negatively,

particularly with regard to one's work with clients (Maslach and
Jackson, 1978, p. 5).
Coach:

The person who improves the skill of an athlete or team,

gets them ready physically and mentally for competition, and advises
them during that competition(Bennett, Howell, and Simri, 1975, p. 130).
Depersonalization:

about one's clients.

The negative, cynical, and impersonal feelings

A decreased awareness of the human attributes of

others and lOSS of humanity in interpersonal interaction (Maslach and
Jackson, 1978, p. 2).
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Deprivational Stress:

The psycho-physiological stress response

caused by states of boredom (Girdano and Everly, 1979, p. 73).
Distress:

A concept popularized by Hans Selye to differentiate

the stress which is inherent in all reactions, positive and negative,
from the more chronic debilitative stress of negative events.
Emotional Exhaustion:

The feelings of being emotionally over-

extended and exhausted by one's work (Maslach and Jackson, 1978,
Flow:

p. 5).

A dynamic state -- the holistic sensation that people feel

when they act with total involvement (Csikszentmihalyi, 1975,
Helping Professions:

p. 36).

A vocation requiring specialized knowledge

and training in which the service of assisting and supporting of their
people is a primary function.

Interpersonal communication and caring

is an essential part (Webster, 1973, p. 1181).
Off-Season Activities:

Supervised/organized basketball activities,

such as pre-season, post-season, and sumer practices, scrimmages,
weight-training programs and games.

Optimal Stress Level (Eustress): The maximal point where stress
increases and health and performance also.increase

(Girdano and Everly,

1979, p. 135).

Personal Accomplishment:

The degree of feelings associated with

ones competence and successful achievements in working with people
(Maslach and Jackson, 1978, p. 5).

Recipient: One who receives a service (Webster, 1973, p. 1895).
For the purpose of this study, recipient refers to the student-athlete
from whom the helping professional

provides instruction and coaching.

9

Role:

A set of expected behaviors for an individual who occupies

a specific position within an organization or a set of relationships
(Coakley, 1982, p. 194).
Stress:

The nonspecific response of the body to any perceived

demand (stressor) made on it (Selye, 1974, p. 14).

Stress includes

a fairly predictable arousal of psycho-physiological (mind-body)
systems which,

if prolonged, can fatigue or damage the system to the

point of maTfunction and disease (Girdano and Everly, 1979, p. 5).
Stressor:

An event or condition that may be purely physical,

social, or psychological -- including anticipation and imagination --

and that triggers a stress reaction (Girdano and Everly, 1979,

p. 14).
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CHAPTER II

REVIEW OF THE LITERATURE

The review of the literature is presented in seven major
sections.

First, the definition of burnout and its various mani-

festations are examined, followed by a section reviewing the concept
of stress.

Section three reviews the stress response in relation to

the burnout phenomenon.

Next, a theoretical model of burnout is

presented as a transactional

process consisting of job stress, worker

strain, and psychological accommodation.

The final three sections of

the chapter explore the major sources of burnout on three levels of
analysis:

organizational, individual, and cultural.

Qefinition of Burnout

A review of the literature indicated that since burnout has only
recently received much attention, there is yet no commonly accepted
definition of the concept.

Freudenberger (1974, p. 159) defines

burnout using the dictionary definition, 'to fail, wear out, or become exhausted by making excessive demands on energy, strength, or
resources."

He suggests that burnout is a state of emotional ex-

haustion related to overload in which the individual exhibits signs
of stubbornness, inflexibility, negativeness, and depression.
Maslach and Jackson (1981, p. 99) define burnout as a "syndrome
of emotional exhaustion and cynicism that occurs frequently among
individuals who do 'people work

of some kind."

A key aspect of the

burnout syndrome is increased feelings of emotional exhaustion, that
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is, the feelings of being emotionally overextended and exhausted by
one's work.

As their emotional resources are depleted, workers feel

they are no longer able to give of themselves at a psychological
level.

Freudenberger (1974) described it as a feeling of fatigue and!

or increased physiological symptoms such as headaches, gastrointestinal disturbances, sleeplessness, and a lowering of body
defenses.

Another aspect is the development of negative and cynical

feelings about those with whom one works.

Maslach (1981) implies such

negative reactions to clients may be closely linked to the experience
of emotional exhaustion.

A third aspect of this definition of burnout

is the tendency to evaluate oneself negatively, particularly with
regard to one's work with clients.

Workers feel unhappy about them-

selves and dissatisfied with their accomplishments on the job.
The meaning of burnout expands further when one examines the mani-

festations of burnout that have been mentioned in the literature.
Table 1 lists those signs and symptoms most often associated wIth job
stress and worker burnout in human service programs.
Cherniss (1980) suggests that the various definitions of the burnout concept can be reconciled and proposes that burnout is a transactional process consisting of three stages.

The first stage involves an

imbalance between resources and demands (stress).

The second stage is

the immediate short term emotional response to this imbalance,
characterized by feelings of anxiety, tension,. fatigue, and exhaustion
(strain).

The third stage consists of a number of changes .in attitude

and behavior, such as a tendency to treat those with whom one works in

a detached fashion.
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TABLE 1

SIGNS AND SYMPTOMS OF JOB STRESS
AND WORKER BURNOUT IN HUMAN SERVICE PROGRAMS

High resistance to going to work every day.
A sense of failure.
Anger and resentment.
Guilt and blame.

Discouragement and indifference.
Negativism.

Isolation and withdrawal.
Feeling tired and exhausted all day.
Frequent clock-watching.
Great fatigue after work.

Loss of positive feelings toward clients.
Postponing client contact, resisting client phone calls and
office visits.
Stereotyping clients.

Inability to concentrate on or listen to what client is saying.
Feeling immobilized.

Cynicism regarding clients; blaming attitude.
Increasingly "going by the book."
Sleep disorders.

Avoiding discussion of work with colleagues.
Self-preoccupation.

13

TABLE 1
(Continued)

SIGNS AND SYMPTOMS OF JOB STRESS
AND WORKER BURNOUT IN HUMAN SERVICE PROGRAMS

More approving of behavior-control measures, such as
tranquil izers.

Frequent colds and influenza.

Frequent headaches and gastrointenstinal disturbances.
Rigidity in thinking and resistance to change.
Suspicion and paranoia.
Excessive use of drugs.
Marital and family conflict.
High absenteeism.

Reprinted from Cherniss (1980)
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There seems to be reasonable concurrence that burnout includes
psychological withdrawal from work in response to excessive stress
or dissatisfaction.
becomes merely a job.
live.

It refers to a situation when one's "calling"
One no longer lives to work, but works to

Loss of enthusiasm, excitement, and mission are all symptoms.

One factor common to most definitions and descriptions of burnout
is stress.

When searching for causes, the literature suggests that

job stress is a logical starting point.

The Nature of Stress

According to Hans Selye, the noted authority on stress, "complete
freedom from stress is death" (Selye, 1974, p. 20).

Selye defined

stress as "the non-specific response of the body to any demand made
upon it" (Selye, 1974, p. 14).

He asserts that stress cannot be avoided

and may be associated with pleasant or unpleasant experiences.

When

stress is mis-managed, it may result in unpleasant or damaging

"dis-

tress."

On the other hand, Selye claims that there is a maximal point

where stress increases and health and performance also increase.

He

call this optimal level "eustress."
Graphically, optimal stress and distress can be shown as a curvilinear relationship depicted in Figure 1.

Figure 1 shows that as stress

increases, so do health and performance, until a point of optimal stress
is reached, where stress and health are maximized in a synergistic
relationship.

However, the shaded area represents distress, where stress

continues to increase, yet health and performance suffer.
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OPTIMAL STRESS

*

STRESS

Figure 1.

Optimal stress in relation to distress
(Girdano & Everly, 1979)
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Although Selye's definiton is the most widely accepted, there is
no universally agreed upon meaning of stress in the literature.

While

Selye was one of the first to take a physiological approach, others
have preferred to view the concept of stress more holistically.

Lazarus and Launier (1978) define stress as a situation in which
environmental demands tax or exceed the resources of an individual.

Accordingly,whenever one encounters a demand, resources must be
activated to meet it.

When demands and resources are relatively

balanced, stress is minimal.

However, when the balance is destroyed

because the demands increase or the resources for meeting them
diminish, then stress develops.

This stress should mobilize the

individual totake action that ultimately corrects the imbalance
between demands and resources, thus, reestablishing psychological and!

or physiological homeostasis.

A demand, or stressor, is an event or condition that may trigger
a stress reaction.

Demands may be situational, physical, social, or

psychological, and can be external (for example, formal job require-

ments) or internal (for instance, personal values, goals, and attitudes).

When a demand is not met and neutralized somehow, harmful

consequences may develop (Lazarus & Launier, 1978).

McGrath (1970) indicated that the level of stress one experiences
depends upon the perceived consequences of failure to meet a particular
demand.

The more important the consequences, the greater will be the

stress.

Also, when the imbalance between demand and resources threatens

to produce greater harm, the stress will increase.

Thus, level of
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stress is a function of the perceived discrepancy between resources
and demand, and also the perceived degree of harm that might occur
if the demand were not met.
The literature su.ggested that excessive change is a factor

which is harmful to one's health because it severely disrupts the
homeostatic equilibrium.

Holmes and Rahe (1967) compiled a list of

positive and negative life events which seemed to contribute to the
stress reaction.

Developing the Social Readjustment Rating Scale

(SRRS), they assigned a weighting unit to each life event indicative
of the amount of stress it caused.

The weighting units were called

Life Change Units (LCUs), and ranged from a high of 100 LCUs (death
of a spouse) to eleven LCSs (minor violation of the law).

Although

both desirable and undesirable events may cause change, negative or
distressful events are usually the most harmful as they are the more
disruptive for a longer period of time.

They often stimulate negative

thoughts which linger in the mind, producing a secondary effect by
stimulating fear and self-doubt (Girdano & Everly, 1979).
Holmes and Rahe hypothesized that the higher the total number of
LCUs, the higher the degree of stress.

However, since everyone's

perception of a life event differs, a distressful life event for one
individual

might be positive for another.

Life event scales must

also be made appropriate for different populations, changing social
values, and across cultures.

Levels of stress may be related to the ability to predict and
control one's environment.

Lack of control and an inability to predict
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importantevents have been known to produce considerable psychological
stress.

McGrath (1970) demonstrated the relation of uncertainty to

stress.

He reported that stress was highest for those individuals Who

perceived

that they were uncertain about whether they would win or

lose and lowest for those individuals who thought that winning or
losing was a certainty.

Implicit in McGrath's example of winning and losing is the importance of outcomes.

For even if winning oriosing was uncertain,

there would be little stress if the outcome was unimportant.

Sells

(1970) states that the nature of an important outcome is determined

by an individual's needs and values, their relative importance, and
the degree of correspondence between the outcome and the needs and
values.

What is an important

outcome for one individual 11ay, there-

fore, not be important for another.

Additionally, the relative

importance of an individual's needs and values may change, so that

what is an important outcome today may not have the same potential
importance as it will tomorrow.

Thus, stress becomes a dynamic

condition.

One usually thinks of stress in connection with a situation where
demands exceed resources.

However, psychological stress can also

result when resources greatly exceed demand.

The cormion psychological

response of "deprivational stress't (Girdano & Everly, 1979, p. 137) is

a sense of boredom and stagnation.

The majority of research on burnout

has tended to neglect the contribution of boredom to burnout, but
recent studies and theory (Csikszentmihalyi, 1981) suggests that lack
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of challenge, underutilization of abilities and skills, and a
paucity of intellectual stimulation are possible factors contributing
to burnout.

Figure 2 helps recapitulate the assertion that stress is not
something to be avoided.

The diagram illustrates the stress pro-

duced by different degrees of stimulation, from understimulation
(deprivation) to overstimulation (excess).

Note that the stress level

is lowest during indifference, but never goes down to zero.

Also,

deprivation of stimuli and excessive stimulation are both accompanied
by an increase in stress, sometimes to the point of distress.

The Stress Response and Burnout

Selye (1974) described the body's reaction to a stress producing
stimulus (stressor) as a three stage mechanism termed the "general
adaptation syndrome (G.A.S.)."

During the initial "alarm reaction"

stage, defense mechanisms in the body are activated, followed by an
increase in the rate of breathing, higher blood pressure and heart
rate, and other biochemical changes.
During the second, or "resistance stage," the body resists and
adapts to the stressor.

If the stressor is not too overwhelming, the

signs of the alarm stage fade and the body adjusts its
as resistance rises above normal

.

internal activity

The length of the resistance period

is dependent upon the intensity of the stressor and the body's innate
adaptability capacity, or"adaptation energy" (Selye, 1974, p. 26).
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HIGH

LOW

DEPRIVATION

(understimulatlon)

EXCESS

(ov.rstImuatIon) HIGH

EXPERIENCE CONTINUUM

Figure 2.

Theoretical model showing the relation between stress
and various types of life experiences(Selye, 1974, p. 20)
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Following long-continued exposure to the stressor, adaptation
energy is depleted, and the body enters the "stage of exhaustion."
The exhaustion stage is marked by a return of the symptoms of the
alarm reaction stage.
or death may occur.

Also, disease, malfunction of the organ system,
Sometimes exhaustion of one weakened system will

shift resistance to a stronger system, forcing that system into the
adaptation process.

Thus, adaptation to a prolonged stressor may be

recognized as a type of disease process.

Selye referred to stress-

related diseases, such as ulcers, hypertension, diabetes, cardiovascular-renal, and arthritis, as "diseases of adaptation."
Selye (1974) pointed out that, unfortunately, a person only has

a finite supply of adaptation energy during a lifetime.

Also, he found

no objective proof that one's supply can be replenished.

Thus, adapt-

ationenergy canbe used like a valuable resource; either squandered
recklessly, or used wisely and sparingly, only for things that are
worthwhile and cause least distress.

The physiological stress reactions associated with coaching are
well documented in recent studies.

Measuring the stress on the

cardiovascular system, Gazes (1977) found heart rates 63 beats per
minute above resting rates for basketball and football

coaches during

games. McCafferty (1978) concluded that there is considerable stress
on a coach's heart during competition.

Psychological adaptation to stress is commonly referred to as
coping.

When an individual perceives an imbalance between demands and

resources, he or she is motivated to initiate actions to remedy the
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situation.

Coping can involve active attempts to modify ohe's

relationship with the environment so that the demand is lessened or
the resources increased.

Lazarus and Launier (1978) refer to this

form of coping as "active problem-solving."

A second form, palli-

ation," is purely intrapsychic, and involves a lowering of emotional
distress through modification of perception, attitudes, and goals.
The authors classified regular sleep, exercise, biofeedback, hypnosis,

medication, and the use of alcohol and tranquilizers as examples of
palliation.

The burnout syndrome involves a clear choice to use excessive
intrapsythic psychological defenses rather than, appropriate palliation

and active problem-solving methods of coping.

Thus, the way in which

an individual chooses to cope with stress seems critical for the
emergence of burnout.

These ideas about the general nature and dynamics of stress are
essential in investigating the causes of burnout in the work setting.

Job stress is a condition arising from the interaction of people and
their jobs and is characterized by changes within people that force
them to deviate from their normal functioning (Beehr & Newman, 1978).

When one's psycho-physiological equilibrium is disrupted because of
job related occurrence, job burnout can result if the job stress is
mismanaged.

When victims experience excessive and prolonged levels of job
stress that cannot be alleviated through effective coping and active
problem-solving, the burnout process progresses to evidenced changes

a
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in attitudes and behavior, such as detachment from the job, apathy,
cynicism, and rigidity.

These changes often provide an escape from

the stressor and ensure that further stress will not be added to the
anxiety already being encountered.

For example, maintaining

a

detached relationship with students may serve as a defense mechanism
for a teacher whowants to limit the stress that might otherwise
occur.

Maslach (1976) researched various mechanisms used by burned-out
helpers to detach themselves from clients.

She found evidence of

impersonal, stereotyped, and superficial communication; use of
derogatory labels in referring to clients; inflexibility with work
procedures; and physical withdrawal through the use of desks, office
partitions, etc.

In addition, burnout is a process that is self-reinforcing.

Teachers, for example, discover that discouragement and
withdrawal

most likely will result in more role failure because enthusiasm,
optimism, and involvement are often necessary for success in their
work.

A Burnout Model

Figure 3 presents a model which depicts the transactional
process
of burnout.

The model incorporates the relationships among job stress,

coping, burnout, and the salient elements of
Csikszentmihalyi's (1975)
theoretical model of flow.
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The dynamics of burnout have been described as a process
beginning with a situation conducive to job stress, or a reaction
to a situation in which there is an imbalance between demands and
resources.

An individual's abilities and skills may not be suf-

ficient to meet perceived or real organizational demands.

Or, an

individual's work may not meet his or her expectations, goals, or
values, whereby creating an inadequate fit between the person and
the work environment.

When the demands and resources are balanced,however, a state of
healthy tension exists.

Csikszentmihalyi (1975) describes a

similar situation as the "Flow State", which is dependent entirely

on one's perception of their capacity to cope with the demands imposed
by the environment.
Flow is a "peculiar dynamic state -- the holistic sensation that
people feel when they act with total
1975, p. 36).

involvement" (Csikszentmihalyi,

Flow activities produce neither boredom or anxiety, but

present constant challenges which are stimulating and intrinsically
rewarding.
"flow":

People who enjoy what they are doing enter a state of

they concentrate their attention on a limited stimulus field,

forget personal problems, lose their sense of time and of themselves,
feel competent and in control, and have a sense of harmony and union
with their surroundings (Csikszentmihalyi, 1975).

Although original flow research centered mostly on play activities,
flow can be experienced in any setting that conforms to the theoretical
model.

"A flow activity is one which provides opportunities for action

26

which match a person's skill, limits the perceptual field, excludes
irrelevant stimuli, contains clear goals and adequate means for
reaching them, and gives clear and consistent feedback" (Csikszentrnihalyi, 1975, p. 182).

The flow concept may suggest a major change

in the understanding of the dichotomy between work and play.

Perhaps

the essential difference is not between "play" and "work" as culturally

defined activities, but between "flow experience" and the experience of
"situational stress."

For example, flow states can be structured into

various facets of a person's life -- in the home, at work, or in
leisure

activities.

The flow created in one's home may help reduce

the stress created in one's work, or vice versa.
Moving to the second stage of the burnout model, an individual
shifts from a state of flow to one of perceived stress.

Overload

stress or deprivational stress may occur, dependent upon a person's
background and personality as well as role and organization variables.

Since little research exists which reviews transition from stage one
to stage two, the relationships in the model concerning the effects of
individual and organizational variables on perceived stress represent
a multitude of research hypotheses.

A discussion of these variables

as possible sources of burnout will be presented later in the literature review.

Stage three of the model depicts the coping response to stress which
seems critical to burnout.

Burnout involves an ineffective way of

coping with job related stress, one which emphasizes withdrawal, detachment, avoidance, inordinate lowering of goals, and blaming others
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(Cherniss, 1980).
coping

Burnout seems to emerge when defensive modes of

are used in excess, rather than in healthy balance with

active problem-sol ving strategies.

The final stage represents the completion Of the process;
a multifaceted burnout experience consisting of emotional exhaustion,
depersonalization, and loss of personal accomplishment.

It should

be noted that burnout is not necessarily total or permanent.

Job

stress need not lead to severe strain and the ineffective coping
mechanisms associated with burnout.

Behavioral changes may be mild

and temporary; a result of a bad day when stress becomes excessive.

Generally, the greater and more chronic the stress and the more
helpless the individual is to change the situation, the more likely
burnout will occur.

Role Structure as a Source of Burnout

The role structure of the work setting is one of the most
important factors influencing job stress and burnout.

Simply defined,

'a role is a set of expectations for an individual who occupies a
specific position within an organization or a set of relationships1
(Coakley, 1982, p. 194).

Figure 4 depicts the individual as the

enactor of roles in several social systems, including the work
organization.

Usually, roles include some freedom in role performance, so that

different individuals can fill the same role without experiencing
stress.

Yet, certain role structures tend to create more stress and

28

Recreational
I Organization

Figure 4.

Roles in several Social systems.
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strain than others.

Also, some role structures provide more

stimulation and greater individual involvement and satisfaction
than others.

The Coach and Role Conflict

Kahn (1964) discovered that role conflict was an important
factor in work settings that contributes to stress and the depersonalization associated with burnout.

Role conflict is defined as the

incongruity of expectations associated with a role.

Several types

of role conflict have been identified by Kahn (1964):
Intrasender role conflict:

a single role sender.

incompatible expectations from

For example, a high school basketball

coach hired for his or her coaching expertise is often
expected to excel as a classroom teacher.
Intersender role conflict:

expectations from one role sender

that are incompatible with those from another role sender.
For instance, coaches who are expected to listen to advice

from administrators, fans, alumni, parents, and faculty often
experience this kind of conflict.
Person-role conflict:

incompatibility between the expectat-

ions held by the role incumbent and the expectations otherwise
associated with his or her position.

For example, job duties

may conflict with an individuals personal preference, as for
a coach who must cut several determined players because of
squad size limitations.
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Interrole conflict:

role pressures arising from one

position are incompatible with the role demands stemming
from a different position.

Conflicts between work and

family demands are examples of this type of role conflict.
Role overload:

expecting one to engage in several role

behaviors, all of which may be mutually compatible, but
which exceed one's time and effort.
Role underload:

expecting the role incumbent to engage

in a limited variety or quantity of behaviors.

Role overload may contribute to increased stress and burnout
because of its impact on coping.

McGrath (1970) observed that

effective coping with stress requires time.

If healthy problem-

solving forms of coping are disrupted due to the intrusion of new
demands, the individual will tend to fall back on more psychologically
defensive coping behaviors.

Maslach (1976) found that if there is a

high degree of role overload in a job, one needs structured "breaks"
to escape and "work through" the demands.

Otherwise, emoticnal

exhaustion anQ burnout are more likely.

Moore (1980) foundthat high school principals who worked sixty
hours or more per week scored higher on the Emotional Exhaustion and
Depersonalization scales of the Maslach Burnout Inventory than
principals who worked fewer hours.

These findings suggest that role

overload, as measured by time spent on the job, may contribute to
stress and burnout.
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Locke and Massengale (1978) assessed the extent and intensity
of selected role conflict by teachers/coaches at the college,
secondary, and middle/elementary levels.

Results showed that

conflicts related to role-overload were most commonly perceived
and most intensely experienced. Burned-out football coach Dick Vermeil

attributed overload as an important factor to the eventual resignation
from his $250,000 per year position.

Often working day and night

during the season, Vermeil admitted,
Instead of 17 to 20 to 24 hours, I should
have moderated it. I should have kept it
to 14.
I worked time to death ... and it
killed me.
(cited in Smith, 1983)

Another major problem facing coaches is that they must live up to
the expectations of so many different people.

Snoek (1966) discovered

that inter- and intrarole conflict potential increases depending on
two factors:

1) the extent of the diversity of role relationships,

and 2) the extent of the responsibility associated with the position.

Most coaches are held totally responsible for the success of their
teams and therefore, would be likely to experience this type of role
conflict.

Also, as Figure 5 shows, expectations for a coach1s

behavior originate from a variety of sources.
Riggins (1979) researched the teacher/coach behavior potential
and problems associated with occupational role conflict.

He found

that the tendency to ignore or overlook the possible dichotomy between
the role expectations and role performance of the high school teacher/
coach is a serious professional concern.

Grace (1972) also recognized
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Expectations for the role of coach originate from
a variety of sources (Coakiey, 1982, p. 194)
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the incidence of role conflict among teachers attempting to keep
up with new developments in their subject and at the same time
attempting to play a full part in extracurricular activities.
Coakley

(1982, p. 208) gives a hypothetical example of a

potential conflict situation faced by a coach in a school setting:
Fellow faculty members expect the coach to
be an educator and to give priority to the
academic needs of student-athletes, players'
parents expect priority to be given to the
social and personal development of their sons
or daughters, alumni expect the coach to field
a winning team regardless of anything else;
administrators expect the coach to handle a
team and players in a way that will provide
good public relations for the school, players
expect special treatment or the opportunity
to express themselves as individuals both on
and off the field; those in other counter roles
have additional expectations.

Role Pressure and the Coach

Lewin (1976) argued that achieving a sense of efficacy and
psychological success in one1s life leads to enhanced self-esteem,
a desire to set higher goals, and greater commitment and motivation.
"Psychological success" occurs when there is a challenging but

attainable level of aspiration, the goal is defined by the person,
the goal is central to the person's self concept, and the person
works independently to achieve the goal.

Argyris (1957) showed that

when a person is in a work situation in which success occurs rarely,

or the conditions for psychological success are not present, the
person may resort to heavy use of psychological defense mechanisms
associated with burnout.
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Two conditions required for psychological success are task
accomplishment and the ability to predict and control the environment.

Unfortunately, coaches are often faced with

the dismal

prospect of being held totally accountable for the outcomes of an
activity characterized by uncertainty

(Edwards, 1973).

This creates

a situation in which the coach is asked to control events that are
ultimately uncontrollable.

The pressure and stress associated with coaching may most often
be created by the role expectations of success as measured by winning.
Despite many of the platitudes uttered by parents arid school officials,

coaches are often employed to build
build character.

winning teams rather than to

Many parents are concerned that their children's

team be a winner and that their sons and daughters develop the skills
necessary to excel in future sport participation.

Some even view the

coach as the key to their child's future success in sport and in life
in general

.

This expectation creates considerable pressure (Coakley,

1982).

Coaches seeking employment in a high school are often considered

based upon their win-loss record rather than their teaching credentials.

The coach's abilities as a teacher are usually a concern for

administrators only when the team does not win consistently.

School

officials also equate winning with the positive values of athletics,
and associate losing with the negative.
pressure for the coach.

This also creates more
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Individual Factors in Job Stress

In addition to the sources of job stress associated with one's

role structure, the needs, expectations and characteristics of
individuals can be important.

Because people differ in their

vulnerability to stress and in their coping effectiveness, the
consideration of these individual factors are essential in an
analysis of burnout.

An individual factor that makes one more susceptible to stress
in the work situation is the "Type A" personality.

Friedman and

Rosenman (1974) found certain individuals prone to a striving,

competitive, time pressured lifestyle, while others are characteristically more calm and relaxed in their approach to life.

The

driven, pressured style, or "Type A" personality, has been shown to
experience more stress related illness, especially coronary heart
disease.

Friedman and Rosenman (1974) describe the "Type A syndrome"

as

a particular complex of traits, including
excessive competitive drive, aggressiveness,
impatience, and a harrying sense of time
urgency.
Individuals displaying this pattern
seem to be engaged in a chronic, ceaseless,
and often fruitless struggle -- with themselves,
with others, with circumstances, with time, and
sometimes with life itself.

The "Type A syndrome" is regarded as a coping type of deeply
ingrained personality trait.

Although

research has not been published

linking burnout to the "Type A" personality, there may be a high
relationship.
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Many high school coaches are likely to be "Type A" personalities.

Several studies have suggested that those in the helping

professions, such as doctors, psychologists, and teachers, are
more prone to "Type A" than those in other fields (Friedman, 1978).
Most coaches can be characterized as competitive and highly achievement oriented.

They often set themselves targets which require a

high degree of personal effort and skill for their attainment.

Also,

they tend to evaluate their own performance against high internei
standards of excellence.

This tendency may be both satisfying and

stressful to the individual.

Two personality traits that affect reactions to stress are
flexibility and rigidity.
flexible

Kahn, et. al. (1964) reported that

individuals were more susceptible to role conflict in work

organizations, and they reacted to role conflict with more manifest
anxiety, tension, and worry than did rigid individuals.

However,

rigid individuals seemed to cope less effectively than their more
flexible co-workers when stress did occur.

The rigid were more likely

to withdraw socially, become more compulsive in their work habits, and
more prone to use denial and projection.

Thus, while flexibility may

make a person more susceptible to stress, it may also contribute to
healthier, more adaptive coping responses.

Research has not been conducted investigating the relationship
between the individual characteristics of the coach and burnout.

Age

and sex are two personal variables found to be associated with burnout
in the human services.

Masiach and Jackson (1978) found that younger

workers scored higher on two measures of burnout than did older

37

workers.

Anderson (1980), using the MBI to measure burnout among

teachers, reported younger teachers (20-34 years) perceived stronger,
more intense feelings of emotional exhaustion than their older (over
40 years) co-workers.

Conflicting results of a similar study on

burnout among school principals indicated that age was not a significant correlate with burnout (Moore, 1981).
Research linking sex differences to burnout has produced differ-.
ing results.

Among human service workers, Maslach and Jackson (178)

found that females scthed higher in Emotional Exhaustion and lower on
Personal Accomplishment as measured by the MBI.
higher on Depersonalization.

However, males scored

Schwab (1980) found sex differences

among teachers for Depersonalization and Personal Accomplishment
which parallel those of Maslach, and did not find a sex difference in
Emotional Exhaustion.

Another individual factor that may contribute to the level of job
stress is the impact of previous experience.

Perhaps the most obvious

generalization is that prior experience with the task, the stress, and

the situation attenuates the effects of stress (McGrath, 1970).

Al-

though research generally supports this position, Anderson (1980) found
teachers with 13-24 years of experience have more sense of personal
accomplishment than.teacherswith 25 years experience, and also more
than teachers with only 5-12 years experience.

This might suggest that

attitudes about work are closely related to maturational/developmental
stages, or

passages

in on&s life.

Research investigating the

relationship of burnout to the amount of previous work experience has
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not been conducted among high school coaches.

In addition, sex,

age, and other personality and demographic variables need to be
explored further to determine their relationship with burnout.
In particular, there should be an analysis of these correlations

within occupations since many variables may be confounded with the
type of work.

Cultural Sources of Burnout

An investigation of the burnout phenomenon would be incomplete
without considering various cultural forces.

School athletic pro-

grams and coaches do not exist in a social or cultural vacuum; there
is a larger context that greatly affects day-to-day functioning.
Cherniss (1980

,

p. 143) states that "various social and institutional

forces operating at the level of the larger society greatly influence
both the individual and the organization."

He also proposes that

burnout probably has always been a problem in the human services, but

various changes in the social and political climate of the country have
made people more aware of the problem now and more insistent about
doing something to rectify it.

Loss of Confidence in Formal Institutions

Writers have suggested that during the last twenty years there
has been a growing dissatisfaction and disenchantment with formal
institutions

(Cherniss, 1980; Sarason, 1979).

These events include

the civil rights movement, the assassinations of the Kennedys and
Martin Luther King, the Vietnam war, and Watergate.

Professionals
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in many public service fieldstoday enjoy less public confidence and
receive more public criticism than ever before.

Unfortunately, as

the public has lost confidence in professionals, many professionals
have also lost confidence in themselves.

As workers find it more

difficult to experience a sense of competence in their roles, there
may be a tendency to experience conflict and stress in their jobs.

Work and Self-Actualization

Sarason (1977) named the period after World War II the "Age of

Psychology," for people became concerned about the issues of meaning,
fulfillment, and authenticity to a greater extent than ever before.

New attitudes toward work also emerged, and many people in America came
to believe that "something more" than good pay and security was needed
in their jobs.

To be truly satisfying, a job also had to provide

opportunities for self-actualization as well as economic security.

Professional burnout and the current popularity of the phenomenon seem
to be the product of relatively new attitudes and values about life
and work.

The concern with self-actualization has led to new and high

expectations for work among many professional educators, and these
expectations may contribute to the seemingly high incidence of burnout.

Competition and Success in Sport

As in the larger society, there is a tremendous emphasis in
American sport on competitive success.

As Robin Williams stated,

"the comparatively striking feature of American culture is its
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tendency to identify standards of personal excellence with competitive
occupational achievement" (cited in Eitzen, 1978).

Two quotes by

Vince Lombardi, legendary coach of the Green Bay Packers, exemplifies
this emphasis on winning in American sport:
"Winning is not everything.

It is the only thing."

"I will demand a commitment to excellence and
to victory, and that is what life is all about."
Such a heavy emphasis on winning creates additional demands on
coaches and school athletic programs.
are not successful.

Coaches are fired or quit if they

An Arkansas study showed nearly 100 per cent of 141

high school coaches who left the profession did so because they failed
to win (Garrison, 1958).

Lackey (1977, p. 23), on the other hand, con-

cluded in a more recent study of coaching disengagement,

that "winning

is not as important a factor in dismissal as many coaches suggest."

In

fact, the converse may be true, that success makes the pressure more
intense.

After winning the Superbowl, coach Dick Vermeil stated that

"winning only made the pressures worse (cited in Smith, 1983)."

The Work Ethic

A highly regarded value in American culture and sport is the work
ethic -- the goal of individual achievement must be accomplished through
continuous hard work and sacrifice.

Strong identification with this

value as a means to success can create additional pressures and stress on
an individual.

Reflecting on his commitment to hard work, burned-out

Vermeil commented that as a young man he was fascinated by the thought
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of working 24 hours straight.

Such attitudes among many coaches

certainly could contribute to role overload.

The Need for Progress

Another cultural value that places additional demands on
Americans is the desire for continued progress.

Americans are not

satisfied with the status quo; they want growth (bigger buildings,
faster planes, bigger profits, more business).

In sport, coaches,

athletes, and fans also place a central value on progress.

"Continued

improvement in mastering new techniques, winning more games, or setting
new records is the aim bf all athletes and teams"(Eitzen, 197a).
example, great runners undergo many
time they run competitively.

As an

pressures to set new records each

The demands come from the fans, the press,

promoters, and often from the athletes and coaches themselves.

Summary

The review of literature presented the theoretical rationale which
underlies this study.

The chapter began

with a section presenting

preliminary attempts to define the concept of burnout and initial research efforts in this area.

The literature indicated that although

writers have difficulty agreeing on a singular definition, most suggest
that burnout is a complex, interactive process beginning with job
stress that results in feelings of emotional exhaustion, withdrawal,
cynicism, and low self esteem.
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Because stress was identified as an underlying factor in the
burnout phenomenon, the literature review next examined the nature
of stress and the stress response.

Using Selye's research as a

base, modern stress researchers define stress as a situation in
which environmental demands exceed, or underutilize the resources
of an individual.

When demands and resources are relatively

balanced, stress is minimal.

Also, the level of stress one

experiences depends upon the perceived consequences of failure to
meet a particular demand.
The next section described the stress response and its relationship to burnout.

Selye described the bodys physiological reaction

to a stress-producing stimulus as a three stage mechanism, termed the
'General Adaptation Syndrome (G.A.S.).H

Psychological adaptation to

stress is coninonly referred to as coping.

The literature revealed

that the burnout syndrome involves a clear choice to use excessive
intrapsychic and defensive coping mechanisms rather than appropriate
palliation and active problem-solving.

Thus, the way in which an

individual chooses to cope with stress seems critical for the
emergence of burnout.
Incorporating the salient elements of Csikszentmihalyi's

'flow"

concept, this researcher next presented a theoretical model which
depicted the transactional process of burnout.

The model described

the dynamics of burnout as a process beginning with an imbalance of

perceived demands and resources, resulting in a state of either
deprivat-lonal or overload stress.

Use of ineffective modes of coping
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with stress will lead to a multifaceted burnout experience consisting
of feelings of emotional exhaustion, depersonalization, and

loss of

personal accomplishment.

The next three sections of the chapter explored the major sources
of burnout on three levels of analysis:
and cultural.

organizational, individual,

The literature indicated that the role structure of the

work setting is one of the most important factors influencing job
stress.

High school coaches are particularly susceptible to the

stresses and strains caused by role conflict and role pressure.
The literature also presented evidence that the needs, expectations and characteristics of individuals can be important sources of
job stress.

Research has shown "Type A" personalities experience more

stress related illness, especially coronary heart disease.

Individual

characteristics, such as sex and age were determinants of burnout among
certain

occupational workers.

However, no studies were fbund investi-

gating these individual factors among high school coaches.

The last section of the review of literature examined the cultural
sources of burnout in America.

Some feel that a loss of confidence in

formal institutions has contributed -to greater stress among publ ic
employees.

Another possible source of stress is the growing concern

for self-actualization, hence, leading to new and high expectations for
work.

In sport, American values of competition, success, progress, and

the work ethic have placed additional demands on athletic coaches at
all levels.
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The review of literature suggested that there are many important
factors influencing burnout.

No studies were found which examined this

phenomenon among high school coaches, although much has been written
about the stress and pressure associated with teaching and coaching.
An investigation of burnout among high school coaches may produce
findings which reveal that there are certain

individual and job

related variables that significantly increase or reduce the incidence
of burnout.

This study may also yield findings which will increase

understanding and knowledge of burnout among coaches and others in a
variety of occupational settings.
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CHAPTER III

METHODS AND PROCEDURES

The Population and Sample

The population for the study included all Oregon High school
varsity basketball coaches employed during the 1982-83 school year.

A total of 471 coaches representing 256 public and private secondary
schools were identified in the Oregon High School Coaches Association
Directory.

High schools that did not provide an interscholastic

basketball program were not included in the population.

The total sample was comprised of 204 respondents who were randomly selected from the field population.

It was determined from the

sample size tables for the F-statistic (Cohen, 1969, p. 376) that

this sample size assured a power level (i-B) of .80 when

p

.05,

and an effect size (Y) of .30, consisting of not fewer than 31 in
each of the matrix cells.

This sample size was determined adequate

in order to avoid Type II errors,

A computer printout of random num-

bers was used to select the actual sample to which the survey instrument was mailed.

Instrumentation

A two-part research instrument consisting of a. demcgraphic data

sheet and the Maslach Burnout Inventory was used in the study.

The major measuring instrument, the Masiach Burnout Inventory
(MBI), was developed by Maslach and Jackson (1981) through their work
in the helping professions.

The instrument provides a measure of per-
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ceived burnout in terms of the three subscales of Emotional Exhaustion,
Depersonalization, and Personal Accomplishment.

The Emotional Exhaus-

tion subscale assesses feelings of being emotionally overextended and
exhausted by one's work.

The Depersonalization subscale measures

an unfeeling and impersonal response towards the recipients of one's
instruction or coaching.

The Personal Accomplishment subscale

assesses feelings of competence and successful achievement in one's
work with student-athletes.

The MBI consists of 22 items in the form of statements about
Each item is rated on two dimensions

personal feelings or attitudes.

--frequency (how often one experiences these feelings) and intensity
(the strength of these feelings).
1

The intensity rating ranges from

(very mild, barely noticeable) to 7 (major, very strong).

frequency rating ranges from 1

The

(a few times a year) to 6 (every day).

A place is provided for the respondent to check "never" if the feeling
or attitude is never experienced.

Maslach and Jackson (1981) conceptualized burnout as a continuous
variable, ranging from low to moderate to high degrees of perceived
feelings.

It should not be viewed as a dichotomous variable, which

does or does not exist.

A high degree of burnout is reflected in high

scores on the Emotional Exhaustion and Depersonalization subscales and
in low scores on the Personal Accomplishment subscale.

A moderate

deg'ee of burnout is reflected in moderate scores on the three subscales.

A low degree of burnout is reflected in low scores on the

Emotional Exhaustion and Depersonalization subscales and in high scores
on the Personal Accomplishment subscale.

Normative data have been
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collected using the MBI and are shown in Table 2. (Maslach & Jackson,
1981, p. 2).

Scores are considered high if they are in the upper

third of the normative distribution, moderate if they fall in the
middle third, and low if they are in the lower third.

Scores for

each subscale are considered separately and are not combined into a
single, total score.

A1so, the frequency and intensity scores for

each subscale are considered separately.

Because of the impreciseness of the low, moderate, and high
categorizations, the full range of numerical scores were utilized for
statistical analyses in this study.

Also, to minimize the reactive

effect caused by widely varying beliefs about burnout, the respondents
were not made aware that the MBI was a burnout measure.

Thus, the

test form was labeled "Human Services Survey" and was presented as a
survey of job-related attitudes and not linked to burnout in any way.

The MBI was constructed through factor analysis procedures which
reduced a 47 item format to a 3-factor structure consisting of 22
items.

A sample of 1025 human services personnel was used in the

development of the instrument and included:

police officers, nurses,

teachers, counselors, social workers, physicians, psychologists,
psychiatrists, agency administrators, probation officers, mental
health workers and attorneys.

The 3-factor structure was replicated

with a sample of 469 teachers (Iwanicki & Schwab, 1981).
When correlations were determined between the frequency and
intensity dimensions across individual items, they ranged from .35 to
.73, with a mean of .56.

Although these results suggest a moderate

relationship between how often one experiences various feelings and
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TABLE 2

CATAGORIZATION OF MBI SCORES

Range of Experienced Burnout

MBI Subscale

High
Low
Moderate
(lower third) (middle third) (upper third)

Emotional Exhaustion
Frequency

< 17

18-29

> 30

Intensity

< 25

26-39

> 40

Frequency

< 5

6-11

> 12

Intensity

<6

7-14

>15

Frequency

> 40

39-34

1 33

Intensity

>44

43-37

36

Depersonalization

Personal Accomplishment

from Maslach & Jackson (1981)
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how intensely they are felt, this relationship is far from perfect.

Present research (Maslach & Jackson, 1981) has indicated that these
two dimensions sometimes show different patterns of correlations with
personality and situational variables.

Table 3 includes the sub-

scales of the MBI.

Reliability coefficients for the MBI were based on different
samples than used in the item selections to avoid unsuitable inflation
of the reliability estimates.

The internal consistency was computed

by Cronbach's coefficient alpha (N = 1316 for frequency, N = 1789 for
intensity).
follows:

The reliability coefficients for the subscales were as

.90 (frequency) and .87 (intensity) for Emotional Exhaustion,

.79 (frequency) and .76 (intensity) for Depersonalization, and .71
(frequency) and .73 (intensity) for Personal Accomplishment (Maslach
& Jackson, 1981).

Todetermine the test-retest reliability of the instrument, it
was administered to a group of graduate students in social welfare, and
administrators in a health agency (N
separated by a 2-4 week period.

53).

The two test sessions were

The reliability coefficients obtained

ranged from low to moderately high for the three subscales, and all
reached significance beyond the .001 level (Maslach & Jackson, 1981).
Concurrent validity was substantiated by correlating an indivi-

duals MBI scores with behavioral ratings made independently by a
person who knew the individual well, such as a co-worker or a spouse.

Data on co-workers was obtained from a group of 40 mental health
workers who provided anonymous behavioral evaluations of co-workers
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TABLE 3

SUBSCALES OF THE MASLACH BURNOUT INVENTORY

A.

Emotional Exhaustion
1.

1 feel emotionally drained.

2.

I

3.

I feel fatigued when I get up in the morning and have to face
another day on the job.

6.

Working with people all day is really a strain for me.

8.

I feel burned out from my work.

feel used up at the end of the work day.

I feel frustrated by my job.

I feel I'm working too hard on my job.

B.

16.

Working with people directly puts too much stress on me.

20.

I feel like I'm at the end of my rope.

Depersonalization
5.

I feel I treat some recipients as if they were impersonal
objects.

I've become more callous toward people since I took this job.
I worry that this job is hardening me emotionally.
1 don't really care what happens to some recipients.
22.

C.

I feel recipients blame me for some of their problems

Personal Accomplishment
4.

I can easily understand how my recipients feel about things.

7.

I deal very effectively with the problems of my recipients.

9.

I feel I'm positively influencing other people's lives through
my work.
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TABLE 3
(Conti nued)

12.

I feel very energetic.

I can easily create a relaxed atmosphere with my recipients.
I feel exhilarated after working closely with my recipients.
I have accomplished many worthwhile things in this job.
21.

In my work, I deal with emotional problems very calmly.
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who had also completed the MBI.

The evaluations asked how "emotion-

the person was and how he or she reacted to clients as a

ally drained

way of validating the Emotional Exhaustion and Depersonalization subscales.

As predicted, people who were rated by the co-worker as being

emotionally drained, appearing physically fatigued, and frequently complaining about clients, scored higher on Emotional Exhaustion and Depersonalization (Maslach & Jackson, 1981).

Spouse evaluations were collected by surveying 142 policemen and
The wives were asked to indicate the frequency of several

their wives.

of their husband's behaviors that were predicted to be reflective of the
MBI subscales.

When each wife's ratings were compared with her husband's

MBI scores, the resulting correlations were in line with the predictions.

Police who scored high on Personal Accomplishment were rated by their
wives as coming home in a cheerful and happy mood, and took pride in
their work.

Police who were rated by their wives as coming home angry,

upset, tense, anxious, exhausted, and complaining about problems scored
high on the Emotional Exhaustion subscale (Maslach & Jackson, 1981).
Further evidence of concurrent validity was demonstrated by cor-

relating MBI scores with the presence of certain job characteristics that
were expected to contribute to experienced burnout.

Barad (1979)

confirmed predictions that the greater the number of clients one must
deal with, the higher the burnout scores on the MBI.

Also, in a study

of 43 physicians, those who spent all or most of their time in direct
contact with patients scored high on Emotional Exhaustion (Maslach &
Jackson, 1981).
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Scores on the Job Diagnostic Survey (JDS) (Hackman & Oldham,
1974, 1975), which assesses certain basic job dimensions, were corre-

lated with MBI scores when both instruments were completed by 91 social
service and mental health workers.

One dimension, "feedback from the

job staff," measures the degree to which performing work activities
gives the employee clear-cut information about job performance.

High

scores on this job dimension correlated with low scores on Emotional
Exhaustion and Depersonalization, and high scores on Personal Accomplishment.

The degree to which the job requires the employee to work

closely with people is measured by another dimension, "dealing with
others."

High scores on this dimension were weakly correlated with

Emotional Exhaustion.

High scores on "task significance," a job

dimension which assesses the degree to which the job has a tangible
impact on the lives of other people, correlated positively with
Personal Accompl i shment.

Evidence of the discriminant validity of the MBI was obtained by
distinguishing it from other psychological measures that might be confused with burnout.

One such measure was predicted to be experienced

job satisfactionas measured by the JDS.

However, when scores from

the MBI and the JDS of 90 mental health workers were correlated, the
idea that burnout is synonymous with job satisfaction was rejected.

Additional validation of the MBI was provided by correlating perceived burnout with various personal outcomes or reactions.

Positive

relationships resulted when burnout scores were correlated with such
variables as meaningfulness of work, personal growth, desire to leave
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one's job, absenteeism, peer and co-worker satisfaction, time spent
with one's family, insomnia, increased use of drugs and alcohol, and
one's desire to be alone (Maslach & Jackson, 1981).

Data Collection Procedures

A two-part research instrument was used to collect the data for
this

study (Appendix B).

The Maslach Burnout Inventory and a Demo-

graphic Data Sheet were mailed to a randomly selected group of 300
Oregon high school basketball coaches.

Included in the mailing was a

cover letter explaining the nature of the research project and a sep-

arate sheet of detailed instructions concerning the instrument (Appendix A).

The letter intentionally did not mention the wori "burnout,'

but indicated that it was a survey relative to how high school coaches

perceived their jobs in relation to various personal and job-related
variables.

Respondents were assured of their anonymity, and were re-

quested to complete and return the questionnaire within five days in
the enclosed, stamped envelope.

The packets of materials were mailed during the first week of
April, 1983.

Within three weeks following distribution, 204 usable

instruments were obtained.

No follow-up procedures were employed.

The

data from these instruments were then coded and key-punched for statistical analysis.

Statistical Procedure

One-way multivariate analysis of variance (MANOVA) was used to
test if differences existed within the various burnout factors and the
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selected demographic variables.

Specifically, twelve separate one-

way MANOVAs were conducted with each demographic variable serving as
the independent variable and the frequency and intensity measures of
Emotional Exhaustion, Depersonalization and Personal Accomplishment.
serving as the dependent variables.

The selected demographic variables

were grouped across various levels according to:
age

sex

sex of team coached
school size

number of years at present job
total number of years in the coaching field
additional coaching responsibilities
extent of teaching responsibilities

amount of time devoted to basketball during the season
(hours per week)
amount of time devoted to basketball during the off-season
(weeks per year)
winning percentage

perceived adequacy of the basketball budget
The first step in the analysis was to examine the overall multivariate F ratios for each independent variable.

The overall multivariate

F compared the demographic group profiles, and situations having a significant F indicated that the groups differed on the perceived measure
of burnout.

Second, when the overall multivariate F was significant, the univariate F ratios were examined.

Ea:h univariate F compared the means
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for a particular burnout factor across groups.

A significant uni-

variate F indicated that a particular burnout measure significantly
differentiated between levels of the demographic groups.

The Statistical Package for the Social Sciences (SPSS), Second
Edition (Nie, et al., 1975) was employed for all analysis procedures.

The analysis was executed at the Mime Computing Center at Oregon State
University.
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CHAPTER IV

PRESENTATION AND ANALYSIS OF DATA

Data reported in this chapter are divided into two parts.

The first part presents information from the Demographic Data
Sheet of

the

survey instrument, including a frequency

distribution within demographic and job-related variables.

The

second part concerns the analysis of the research hypothesis
utilizing one-way multivariate analysis of variance (MANOVA)
procedure.

Significance was sought at the .05 level of confidence.

Descriptive Data

Respondents are categorized

y age in Table 4.

Of the

participating ccacnes, 74.0 percent were 40 years of age or younger.

TABLE 4.
Age

Under 30

RESPONDENTS BY AGE
31-35

36-40

41 or older

Frequency

51

55

45

53

Percent

25.3

27.3

22.0

26.0

Cumulative
percentage

25.0

52.0

74.0

100.0
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Data for respondents grouped by sex are reported in Table 5.
Male coaches comprised 84.3 percent of the sample, which is
representative of the high school varsity basketball coaching
population in Oregon.

TABLE 5.

RESPONDENTS BY SEX

Sex

Male

Frequency

Female

172

Percent

32

84.3

The distribution of respondents
depicted in Table 6.

15.7

according to school size is

Coaches in schools with a population of 600 or

less students comprised 64.2 percent of the sample.

TABLE 6.

School Size

RESPONDENTS BY SCFOOL SIZE

200 or less

201 - 600

601 and over

Frequency

76

53

75

Percent

38.2

26.0

36.8

Cumulative
Percentage

38.2

64.2

100.0
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Table 7 presents the data concerning the categories of
respondents according to the sex of team.

Coaches of boys

teams constituted 51.5 percent of the sample.

RESPONDENTS BY SEX OF TEAM COACHED

TABLE 7.
Sex

of Team

Boys

Frequency

105

Percent

Girls
99

51.5

48.5

The data concerning the categories of respondents by years of
coaching experience are found in Table 8.

Coaches with 6-10 years

experience accounted for 32.9 percent of the sample.

Coaches with

15 years experience or less represented 73 percent of the sample.

TABLE 8.

Years in
Coaching

RESPONDENTS BY YEARS OF COACHING EXPERIENCE

1

- 5

6 - 10

11 - 15

over 15

Frequency

37

67

45

55

Percent

18.1

32.9

22.0

27.0

Cumulative
Percentage

18.1

51.0

73.0

100.0
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number of years in

Characterization of respondents by the

their current position is reported in Table 9.

More than three-

quarters-- 78 percent -- of coaches indicated they held their
current position for seven years or less.

Nearly one-half -- 46.6

percent of respondents have been in their current position for three
years or less.

TABLE 9.

RESPONDENTS BY NUMBER OF YEARS IN CURRENT POSITION

Years in
Current Position

4

7

8 and over

Frequency

95

64

45

Percent

46.6

31.4

22.0

46.6

78.0

100.0

Cumul ative

Percentage

The distribution of respondents according to the number of sports
coached in addition

to basketball is depicted in Table 10.

Nearly

two-thirds -- 65.2 percent -- of all varsity basketball coaches have
additional coaching responsibilities.
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TABLE 10.

RESPONDENTS BY NUMBER OF SPORTS COACHED
IN ADDITION TO BASKETBALL

Number of Sports

2 or more

0

1

Frequency

71

71

62

Percent

34.8

34.8

24.4

Cumulative
Percentage

34.8

65.6

100.0

The extent of theparticipant's teaching responsibilities is shown
in Table 11.

Over 90 per cent -- 92.6 percent -- of coaches reported

being full-time teachers.

Only 4 of 204 respondents reported no

teaching responsibility.

TABLE 11.

RESPONDENTS BY EXTENT OF TEACHING RESPONSIBILITY

Teaching
Responsibilities

Frequency
Percent

Full Time

189

92.6

Part Time

11

5.4

None

4

2.0
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Respondents grouped by the number of hours worked per week
on basketball activities during the season are shown in Table 12.
Over three-quarters -- 75.8 percent -- of all coaches reported
working 20 hours or more.

TABLE 12.

Hours
Per Week

RESPONDENTS BY NUMBER OF HOURS PER WEEK
DEVOTED TO BASKETBALL DURING THE SEASON

under 20

20 - 24

25 - 29

30 or more

Frequency

48

61

38

57

Percent

24.2

30.9

19.1

25.8

24.2

55.1

74.2

100.0

Cumul ati ye

Percentage

Categorization of respondents by number of weeks devoted to
supervised off-season basketball

activities is displayed in Table 13.

Coaches spending at least five weeks during the off-season (preseason, post-season, summer) on basketball represented 67.0 percent
of the sample.
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TABLE 13.

Number
of Weeks

RESPONDENTS BY NUMBER OF WEEKS DEVOTED TO
OFF-SEASON BASKETBALL ACTIVITIES.

0 - 4

5

- 9

10 - 14

15 or more

Frequency

67

58

44

35

Percent

33.0

28.6

22.7

16.7

Cumulative
Percentage

33.0

61.6

83.3

100.0

of

The distribution

is depicted in Table 14.

respondents according to winning percentage
Coaches with better than a .500 winning per-

centage constituted a 59.8 percent

of

of

the sample.

Only 15.2 percent

the responding coaches reported winning percentages

TABLE 14.

Winning
Percentage

RESPONDENTS

<

.300

BY

of .300

or less.

WINNING PERCENTAGE

.31O-.500

.510-.700

.710-1.000

Frequency

31

51

88

34

Percent

15.2

25.0

43.1

16.7

Cumulative
Percentage

15.2

40.2

83.3

100.0
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Information regarding respondent distribution by perceived
adequacy of the basketball budget is presented in Table 15.
Nearly three quarters -- 73.5 percent -- of coaches indicated
their basketball programs received h*adequateu funding.

TABLE 15.

Perceived
Adequacy of Budget

RESPONDENTS BY PERCEIVED ADEQUACY
OF THE BASKETBALL BUDGET.

Inadequate

Frequency

34

Percent

16.7

Adequate

More than
Adequate

150

20

73.5

9.8

Analysis of Data

Support of the following research hypothesis at the .05 level
of significance was sought in this study:
There are significant differences in the levels of
perceived burnout as described by the frequency
and intensity of emotional exhaustion, depersonalization, and personal accomplishment, and within
categories of selected demographic variables among
Oregon high school basketball coaches.
The hypothesis was tested by conducting a separate one-way
multivariate analysis of variance (MANOVA) for each demographic
variable serving as the independent variable and the burnout factors
serving as the dependent variables.

Specifically,

twelve separate

MANOVAs employed the frequency and intensity of Emotional Exhaustion,
Depersonalization, and Personal Accomplishment as dependent variables.

Tables 16-27 summarize the multivariate analysis of variance
comparing burnout subscale means when coaches were grouped according
to demographic and job related variables.

As the tables indicate,

resultant overall multivariate F values were not significant at the .05
level for the demographic and job related variables examined in this study.

Thus, the hypothesis that significant differences in burnout existed within each of the groups was not supported.

Table 25 shows multivariate analysis of variance comparing burnout
subscale means when coaches were grouped by number of weeks devoted to
off-season basketball activities.

The overall multivariate F value

(p = .042) in this case was significant at the .05 level.

However, the

univariate values across each dimensional subscale of Emotional Exhaustion,
Depersonalization, and Personal Accomplishment, were not less than the .05
level.

These results indicated that the burnout factors supported between

group differences when examined collectively.

However, insignificant

univariate values indicated that when examined individually, burnout subscale values did not significantly differentiate between groups.
The full range of mean scores were used when performing the
statistical analysis in the study.

If desired, the MBI scores may

also be treated as aggregate data and can be compared to the normative

data (page 48).

A high degree of burnout is reflected in high scores

on the Emotional Exhaustion and Depersonalization subscales and in low
scores on the Personal Accomplishment subscale.
burnout is reflected in moderate

A moderate degree of

scores on the three subscales.

A low

degree of burnout is reflected in low scores On the Emotional Exhaustion and Depersonalization subscales and in high scores on the Personal
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Accomplishment subscale.

Scores are considered high if they are in

the upper third of the normative distribution, moderate if they are
in the middle third, and low if they are in the lower third.

For

the convenience of the reader, each mean score has been coded as

low (L), moderate (M), and high (H), utilizing the numerical cut-off
points shown in Table 2.
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TABLE 16
MULTI VARIATE ANALYSIS OF VARIANCE
COMPARING BURNOUT SUBSCALE MEANS WHEN
COACHES AREGROUPEDBY AGE

SUBSCALE

Under 30
years
(N = 51)

31 - 35 36 - 40
years
years
(N = 55) (N = 45)

frequency

19.18(M)

17.95(M)

16.82(L)

15.21(L)

DEPERSONALIZATION
frequency

8.51(M)

7.75(M)

7.69(M)

5.66(M)

PERSONAL
ACCOMPL ISHMENT
frequency

38.96(M)

36.40(M)

37.67(M)

38.28(M)

EMOTIONAL
EXHAUSTION
intensity

27.27(M)

28.62(M)

25.40(M)

21.92(L)

DEPERSONALIZATION
intensity

11.31(M)

12.36(M)

11.51(M)

8.47(M)

PERSONAL
ACCOMPL ISHMENT
intensity

42.39(M)

40.76(M)

40.87(M)

41.87(M)

dimension

over 40
years
(N = 53)

EMOTIONAL
EXHAUSTI ON

.O5

L = Low
M = Moderate
H = High

Multivariate
F

p = .189
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TABLE 17
MULTI VARIATE ANALYSIS OF VARIANCE
COMPARING BURNOUT SUBSCALE MEANS WHEN
COACHES ARE GROUPED BY SEX

SUBSCALE
dimensions

Male
(N = 172)

Female
(N =
32)

EXHAUSTION
frequency

17.14(L)

18.75(M)

DEPERSONALIZATION
frequency

7.56(M)

5.80(L)

37.56(M)

40.10(H)

25.69(M)

27.15(M)

11.04(M)

9.60(M)

41.33(M)

42.85(M)

EMOTI ONAL

PERSONAL
ACCOMPL I SHMENT

frequency
EMOT IONAL

EXHAUSTION
intensity
DEPERSONAL.IZAT ION

intensity

PERSONAL
ACCOMPL I SHMENT

intensity

*p

L

.O5

Low

M = Moderate
H = High

Multivariate F
p

.191
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TABLE 18
MULTI VARIATE ANALYSIS OF VARIANCE
COMPARING BURNOUT SUBSCALE MEANS WHEN
COACHES ARE GROUPED BY SCHOOL SIZE

SUB SCALE

dimension

200 or less
students
(N = 76)

201-600
students
(N = 53)

601 or more
students
(N = 75)

EMOT I ONAL

EXHAUSTION
frequency

16.99(L)

16.73(L)

17.51(M)

6.90(M)

7.25(M)

8.04(M)

PERSONAL
ACCOMPL ISHMENT
frequency

37.60(M)

37.25(M)

38.43(M)

EMOTIONAL
EXHAUSTION
intensity

25.56(M)

26.42(M)

25.57(M)

10.14(M)

11.87(M)

11.13(M)

40.86(M)

41.25(M)

41.83(M)

DEPERSONALI ZAT ION

frequency

DEPERSONALI ZAT ION

intensity

PERSONAL
ACCOMPLISHMENT
intensity

-.

.05

L
Low
M = Moderate
H
High

Multivariate F
p = .641
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TABLE 19

MULTIVARIATE ANALYSIS OF VARIANCE
COMPARING BURNOUT SUBSCALE MEANS WHEN COACHES ARE
GROUPED BY SEX OF TEAM COACHED

SUBSCALE
dimension

Boys
(N = 105)

Girls
(N = 99)

EXHAUSTION
frequency

17.35(M)

17.23(M)

DEPERSONALIZATION
frequency

7.75(M)

6.99(M)

frequency

37.79(M)

37.83(M)

EMOTIONAL
EXHAUSTION
intensity

26.78(M)

24.83(L)

IZATION
intensity

11.71(M)

10.04(M)

PERSONAL
ACCOMPLISHMENT
intensity

41.89(M)

41. 12(M)

EMOTI ONAL

PERSONAL
ACCOMPL I SHMENT

DEPERSONAL-

p

-.O5

Low
M = Moderate
H = High
L

Multivariate F
p = .562
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TABLE 20
MULTI VARIATE ANALYSIS OF VARIANCE
COMPARING BURNOUT SUBSCALE MEANS WHEN COACHES ARE
GROUPED BY YEARS OF COACHING EXPERIENCE

- 5

years

6 - 10
years

dimension

(N= 37)

EMOTIONAL
EXHAUSTION
frequency

11 - 15
years

over 15
years

Multivariate F

(N =67)

(N =45)

(N= 55)

p= .715

19.35(M)

18.12(M)

16.22(L)

15.79(L)

8.14(M)

7.67(M)

7.18(M)

6.69(M)

PERSONAL
ACCOMPLISHMENT
frequency

38.49(M)

37.45(M)

37.80(M)

37.80)M)

EMOTIONAL
EXHAUSTION
intensity

26.70(M)

27.85(M)

23.87(L)

24.40(L)

10.27(M)

11.61(M)

11.28(M)

10.07(M)

40.97(M)

41.96(M)

40.98(M)

41.65(M)

SUBSCALE

1

DEPERSONAL-.
I ZAT ION

frequency

DEP ERSONALI ZAT ION

intensity
PERSONAL
ACCOMPL I SHMENT

intensity
*p

L =Low
M
Moderate
H = High

72

TABLE 21

MULTIVARIATE ANALYSIS OF VARIANCE
COMPARING BURNOUT SUBSCALE MEANS WHEN
COACHES ARE GROUPED bY NUMBER OF YEARS IN CURRENT POSITION

O - 3
years

years

8 years
and over

Multivariate F

(N=95)

(N=64)

(N=45)

p=.249

EXHAUSTION
frequency

18.47(M)

17.09(L)

15.09(L)

DEPERSONALIZATION
frequency

7.79(M)

7.05(M)

7.00(M)

frequency

37.45(M)

38.52(M)

37.56(M)

EMOTIONAL
EXHAUSTION
intensity

26.59(M)

26.36(M)

23.49(L)

IZATION
intensity

10.38(M)

11.81(M)

10.71(M)

PERSONAL
ACCOMPLISHMENT
intensity

40.72(M)

42.91(M)

41.07(M)

S UB S CAL E

dis ion

4 -

7

EMOT IONAL

PERSONAL
ACCOMPL I SHMENT

DEPERSONAL-

.::

.05

L = Low
M = Moderate
H = High
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TABLE 22

MULTIVARIATE ANALYSIS OF VARIANCE COMPARING
BURNOUT SUBSCALE MEANS WHEN COACHES ARE GROUPED
BY NUMBER OF SPORTS COACHED. IN ADDITION TO BASKETBALL

SUBSCALE
dimension

0

1

2 or more

71)

(N = 71)

(N = 62)

EXHAUSTION
frequency

17.37(L)

17.62(L)

16.84(L)

DEPERSONALIZATION
frequency

7.58(M)

7.08(M)

7.50(M)

37.39(M)

38.01(M)

38.04(M)

EXHAUSTION
intensity

26.78(M)

24.93(L)

25.79(M)

DEPERSONALIZATION
intensity

11.92(M)

9.56(M)

11.27(M)

PERSONAL
ACCOMPL ISHMENT
intensity

41.20(M)

41.63(M)

41.63(M)

(N

EMOT I ONAL

PERSONAL
ACCOMPL ISHMENT

frequency
EMOTI ONAL

p
:::.

.05

Low
Moderate
H = High
L

M

Multivariate F
p = .928
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TABLE 23

MULTI VARIATE ANALYSIS OF VARIANCE COMPARING
BURNOUT SUBSCALE MEANS WHEN COACHES ARE GROUPED
BY EXTENT OF TEACHING RESPONSIBILITY

SUBSCALE
dimension

Full-time
(N = 189)

Part-time
(N = 11)

EMOTIONAL
EXHAUSTION
frequency

17.34(L)

19.20(M)

12.50(L)

DEPERSONALIZATION
frequency

7.45(M)

6.90(M)

6.50(M)

PERSONAL
ACCOMPLISHMENT
frequency

37.69(M)

39.30(M)

38.00(M)

EMOTIONAL
EXHAUSTION
intensity

26.04(M)

25.40(L)

20.50(L)

DEPERSONALIZATION
intensity

11.15(M)

8.20(M)

8.00(M)

PERSONAL
ACCOMPLISHMENT
intensity

41.35(M)

43.90(L)

41.25(M)

<

.05

L =Low
M =Moderate
H = High

None

(N4)

Multivariate F
p

.871
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TABLE 24

MULTIVARIATE ANALYSIS OF VARIANCE COMPARING
BURNOUT SUBSCALE MEANS WHEN COACHES ARE GROUPED
BY NUMBER OF HOURS PER WEEK DEVOTED TO
BASKETBALL DURING THE SEASON

SUBSCALE

Under 20
hours

dimension

(N

EMOTIONAL
EXHAUSTION
frequency

17.04(L)

38)

30 hours
or more
(N = 57)

17.39(L)

20.42(M)

15.32(L)

6.23(M)

7.64(M)

9.58(M)

6.61(M)

37.88(M)

37.62(M)

37.13(M)

38.40(M)

intensity

23.21(L)

25.34(L)

31.39(M)

24.85(M)

DEPERSONALIZATION
intensity

8.88(M)

11.39(M)

13.66(M)

10.25(M)

41.75(M)

41.07(M)

39.92(M)

42.74(M)

DEPERSONALIZATION
frequency

48)

20 - 24
hours
(N

61)

25 - 29
hours
(N

-

PERSONAL
ACCOMPL I SHMENT

frequency
EMOTIONAL
-EXHAUSTION

PERSONAL
ACCOMP Li SHMENT

intensity

< .05

L = Low
M = Moderate
H = High

Multivariate F
p = .865
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TABLE 25

MULTI VARIATE ANALYSIS OF VARIANCE COMPARING BURNOUT
SUBSCALE MEANS WHEN COACHES ARE GROUPED BY NUMBER
OF WEEKS DEVOTED TO OFF-SEASON BASKETBALL ACTIVITIES

10 - 14
weeks

15 weeks
or more

MultiVariate F

(N= 58)

(N =44)

(N=35)

p = .042*

18.51(M)

16.41(L)

17.59(M)

16.06(L)

.524

7.13(M)

6.76(M)

8.14(M)

7.94(M)

.516

PERSONAL
ACCOMPLISHMENT
frequency

36.96(M)

38.16(M)

38.61(M)

37.86(M)

.511

EMOTIONAL
EXHAUSTION
intensity

25.19(L)

27.45(M)

25.66(M)

24.60(L)

.703

DEPERSONALIZATION
intensity

9.84(M)

12.34(H)

11.09(M)

10.31(M)

.276

41.30(M)

41.24(M)

41.18(M)

42.60(M)

.734

SUB SCALE

O - 4
weeks

dimension

(N= 67)

EMOTIONAL
EXHAUSTION
frequency
DEPERSONALIZATION
frequency

PERSONAL
ACCOMPLISHMENT
intensity

p

...O5

L = Low
M = Moderate
H = High

5 - 9
weeks
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TABLE 26
MULTI VARIATE ANALYSIS OF VARIANCE
COMPARING BURNOUT SUBSCALE MEANS WHEN COACHES
ARE GROUPED BY WINNING PERCENTAGE

Multi-

SUBSCALE
dimension

(N = 31)

.310- .500 .510- .700 .710-1.000 variate F
34)
(N = 51)
(N
88) (N
p = .205

EXHAUSTION
frequency

19.40(M)

19.41(M)

16.13(L)

15.53(L)

DEPERSONALIZATION
frequency

7.56(M)

7.92(M)

7.17(M)

6.88(M)

frequency

37.52(M)

37.84(M)

36.90(M)

40.23(L)

EMOTIONAL
EXHAUSTION
intensity

26.36(M)

29.51(M)

24.35(L)

24.24(L)

DEPERSONALIZATION
intensity

10.48(M)

10.78(M)

11.27(M)

10.32(M)

PERSONAL
ACCOMPL ISHMENT
intensity

40.96(M)

41.49(M)

41.05(M)

43.14(M)

.

.300

EMOT I ONAL

PERSONAL
ACCOMPL I SHMENT

p

<.05

L = Low
Moderate
H = High
M
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TABLE 27
MULTI VARIATE ANALYSIS OF VARIANCE
COMPARING BURNOUT SUBSCALE MEANS WHEN COACHES
ARE GROUPED BY PERCEIVED ADEQUACY OF THE BASKETBALL BUDGET

SUBSCALE
dimension

Inadequate
(N = 34)

Adequate
(N = 150)

More than
Adequate

Multi-

(N =

p

20)

EMOTI DUAL
EXHAUST I ON

frequency

15.47(L)

17.82(M)

16.45(L)

7.59(M)

7.39(M)

7.00(M)

PERSONAL
ACCOMPLISHMENT
frequency

37.59(M)

38.19(M)

35.30(M)

EMOTIONAL
EXHAUSTION
intensity

25.32(M)

25.87(M)

26.40(M)

DEPERSONALIZATION
intensity

12.44(M)

10.57(M)

10.75(M)

41.35(M)

41.61(M)

40.70(M)

DEPERSONALI ZAT I ON

frequency

PERSONAL

ACCOMPLISHMENT
intensity

p
.:.

.05

L = Low
M = Moderate
H = High

variate F
.505

79

CHAPTER V

SUMMARY, CONCLUSIONS, AND IMPLICATIONS

Summary

The central focus of this study was to determine the differences
in perceived burnout among Oregon high school basketball coaches when
grouped by selected demographic and job related variables.

Findings

helped achieve a better understanding of the individual and organiz-

ational variables that either promote or reduce the occurrence of
burnout among high school coaches.

Additionally, the study sought

to cive -direction to future researchers who wish to study the causes

and possible prevention of burnout among coaches and others in a variety of occupational settings.

A random sample of 204 varsity basketball coaches responded to
the Maslach Burnout Inventory, a twenty-two item questionnaire which
provides a measure of perceived burnout in. terms of three factors of

Emotional Exhaustion, Depersonalization, and Personal Accomplishment.
For each of these factors separate scores are provided for the fre-

quency and for the intensity with which feelinqs are experienced.

According to Maslach and Jackson (1978), coaches with high scores on
the Err.otiunal Exhaustion and Depersonalization subscales and low scores

on the Perscnal Accomplishment subscale would perceive themselves as
burned cut.

Thus, coaches are not classified as

burned out

or "not

burned out,' but rather, placed on a continuum from more to less burned
out.

Coaches were grouped according to the following demographic and
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job related variables:
age

sex

school size
sex of team coached

number of years at present job
total number of years in the coaching field
additional coaching responsibilities
extent of teaching responsibilities
amount of time devoted to basketball during the season (hours
per week)

lO.

amount of time devoted to basketball during the off-season
(weeks per year)

winning percentage

perceived adequacy of the basketball budget
A basic overview of the Oregon high school varsity basketball
coach was offered by the following demographic statements:

Of sample coaches, 74.0 percent were 40 years

of

age or

younger.

Male coaches comprised 84.3 percent
Schools with a population

of 600

of

the sample.

students or less accounted

for 64.2 percent of participatina coaches.
LL

Coaches with 6-10 years experience constituted 32.9 percent

of the Lample, while coaches with 15 years experience or less represented 73.0 percent.
5.

More than three-quarters (78 percent) of coaches sampled

indicated they had held their current position for seven years or less.
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Nearly one-half (46.6 percent) had been in their current position
for three years or less.

Nearly two-thirds (65.2 percent) of participating coaches had
additional coaching responsibilities other than basketball.
Over ninety (92.6) percent of responding coaches were fulltime teachers.
S.

Over three-quarters (75.8 percent) of sample coaches report-

ed working 20 hours or more per week on basketball related activities
during the season.

Coaches spending at least five weeks on supervised off-season
basketball activities represented 67.0 percent of the sample.
Of sample coaches, 59.8 percent had better than a .500 winning percentage.

Nearly three-quarters (73.5 percent) of the respondent
coaches perceived their basketball budgets as "adequate.11

Multivariate analysis of variance did not support the hypothesis

that significant differences in perceived burnout exist among Oregon
high school basketball coaches when grouped by the selected demographic
and job related variables.

Additionally, mean scores for the burnout

subscales indicated low to moderate levels of burnout when all demo-

grapnic categories were compared against noinative data presented in
Table 2

(page 48).

Conclusions

The review of literature indicated that burnout is a complex phenomercn involving the dynamic interaction of individual, organization-
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al, and cultural factors.

This research concentrated on burnout in

relation to selected personal and job-situational variables of the
high school basketball coach.

It is important to note that this study

has examined the concept of burnout as defined by Maslach and Jackson
(t978), and as measured by the Maslach Burnout Inventory.
Burnout is viewed as a perceived state of emotional exhaustion
and cynicism that can occur among coaches.

It includes the tendency

to evaluate oneself negatively, particularly with regard to ones work

with stunt-athletes.
Based on the results of the analysis, there was little

evidence

that coaches differed significantly in perceived levels of burnout
when grouDed according to various individual and job related variables.
Furthermore, the sample of coaches showed only low to moderate levels
of burnout as measured by feelings of emotional exhaustion, depersonalization, and personal accomplishment.

Implications

Wrile significant differences in burnout were not found among

participating high school basketball coaches, implications can be
drawn from the review of past research and the findings in this study.
The following discussion

includes

some practical considerations, in-

terpretatic'r!s, speculations, and ideas which are forthcoming as a

result of the preceding conclusions.

1.

Results of this

study further confound previous research

iinking sex differences to burnout.
with

The findings are in agreement

study of teachers by Schwab (1980) which did not find a sex dif-
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ference in Emotional Exhaustion, and one by Moore (1931) of principals
which found no sex differences in any of the burnout subscales.

How-

ever, with human service workers, Maslach and Jackson (1978) found sex
Among coaches, this study

differences in all three burnout measures.

may give insight into Bain's (1978) research that found males and females to be similar in terms of selected personal attributes.

Personality traits have been shown to be an important factor
in job stress and burnout.

Conclusions of this study suggest that

active coaches have survived the high attrition rate associated with
the profession and are somewhat resistant to burnout.

As Ogilvie

(1968) implied, coaches, like athletes, cone out of a selection process that occurs

at all levels of sport.

Success comes only to those

who are mentally fit, resilient, and strong.

Personality traits which

Ogilvie found among successful athletes, such as high need for achievement, great psychological endurance, and low resting levels of anxiety,
may also be valuable characteristics in combating burnout.

Unfortu-

nately, most of the actual data supporting Ogilvie's conclusions have
not been published where the findings could be carefully inspected.

The investigator warns that the sample of coaches used in their study
was not a representative sample of coaches throughout the United States
nor

representative of any particular coaching specialty.
As a group, coaches may possess a similar personality organ-

ization as "stimulus addicts."

In another study, Ogilvie (1973) de-

scribed stimulus addicts as those who need to seek excitement that

contains a high element of pleasure even though it may be accompanied
by varying degrees of anxiety and fear.

They experience little joy in
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their life when their true ability remains uncontested.

They also

prefer to have the odds slightly against them because they find it
impossible to invest their egos into pursuits that do not require the
best they have to offer.

It should be noted that in this study, as

wefl as the previous one, the sample of coaches was small and not
representative of any group of coaches.
Seiye (1974) similarly points out that, for whatever reason,
some people are stress-seekers, while others are stress-avoiders.

The amount of stress one experiences in daily life is determined by
the range of stimulation that is comfortable and healthy.
vary in this "comfort zone" for a number of reasons:

People

their genetic

disposition, early experiences in life, habit, or deliberate choice.

individuals who avoid distress have learned to know their energy
level and to live within the comfort zone that best fits them.

A remarkable feature of human beings is the ability to adapt-both to changing external circumstances and to one's own stress levels.
'Adapting to new stressors and to stress may result in raising one's
capacity to live with higher stimulation

levels and stress.

In sport,

coaches deliberately control their athlete's adaptation to stress,
gradually raising their level of performance.

The athlete must adapt

carefully to increasing levels of stress, while remaining just below
the pcint of distress--that fine edge of injury, physical fatigue, or
mental exhaustion.

to adapt

St.ccessfu1 coaches appear to have this capability

as they take on a variety of demands and challenges in their

work role.

Stressors affect people in different ways.

In response to
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the same situation, one person will experience only mild stress, while
another will become nervous, withdrawn, or even ill.

It seems that

some people possess personal qualities that can soften the impact of
stressors on mental and physical health.

These qualities may be viewIn some cases, this

ed as combining to work as a screen or "filter.
filter eases the impact of stressors.

In other cases, it exaggerates

their effect, such as, causing a person to become ill or very upset
over small matters.

Additionally, some individuals may appear out-

wardly cairn in a seemingly stressful situation while suffering in-

wardly the maladaptive manifestations of stress.
More than three-quarters of coaches sampled indicated devoting

considerable time (more than 20 hours per week) to their coaching responsibilities in addition to other teaching duties.

Although the

findings did not support that longer working hours contributes to
coaching burnout, one might speculate

that coaches may experience a

high degree of stress in their family role, within the community, or
even in their teacher-role.

Or, one could speculate that coaching

may provide for many an escape from other stresses and strains in a
variety of role sets.

This study assumed that respondents were capable of honestly
assessing their own feelings and attitudes at the time of completing
the survey instrument.

However, Sage (1975) indicated that coaches

seek to maintain self-approval and gain the approval of others by
striving to increase visual signs of success.

Thus, the validity of

responses may have been limited by the coaches' reluctance to admit to
negative feelings and attitudes about themselves and their jobs.
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Much of a coach's behavior is influenced by attempts to deal
with role pressure and role conflict.

Results of this study support

Coakley's (1982) belief that coaches combat role stress by developing
successful coping strategies.

By generating support for a particular

coaching system, maximizing control in as many different aspects of
iif

as possible, and exercising expedience in making decisions,

coaches reduce the risk of excessive job-stress and burnout.
Conclusions from this study suggest that the coaching subculture provides social and emotional support, feedback, and guidelines on how to handle

'eryday situations.

It also may assist coaches

in dealing with the pressures of their jobs and provide the support
and information needed to cope with a variety problems and conflicts
(Edwards, 1973; Massengale, 1975).

Conclusions tend to support previous findings (Massengale,

1974; Guba & Getzels, 1974; Grace, 1972) that teacher-coaches reduce
the stress created by inter-role conflict by the conflict-reduction

mehanism of 'role withdrawal."

Whenever there is an incompatibility

in expected role behaviors, the choice simply goes to the major role
(coach), even at considerable cost to the successful fulfillment of the
secondary role(teacher).

The overall findings in this study indicate that the work
situation of the coach may have some of the structural elements of flow
activities, and coaching is able to provide intrinsically rewarding
experiences.

As Csikszentrnihalyi (1975) found among surgeons, the

coach's work consists of discrete episodes with clearly designated
beqinnings and ends.

Coaching often requires complete concentration,
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it provides immediate feedback, and it has unambiguous criteria of
right and wrong, success and failure, and winning and losing.

Be-

cause of its structural characteristics, one might view coaching as
enjoyable for the same reason that leisure activities are enjoyable.
13.

The theoretical

model of burnout presented in this study

suggested that an optimal level of stress is attained when there is
favorable interaction between organizational demands and individual
resources.

The implications are that individuals and organizations

should seek a balance between job requirements and personal preferences to achieve maximal growth.

Suggestions for Further Study

The following studies are suggested to provide further insights into the burnout phenomenon and the athletic coach.

A study to investigate the incidence and causes of burnout
among disengaged coaches.

Results may expand previous research relat-

ing to job turnover and job satisfaction in various occupational
settings.

It may also give insight into the findings of this study,

which revealed that 74.0 percent of responding coaches were 40 years
of age or younger and had fewer that 15 years of coaching experience.
A study measuring the psychological and physiological manifestations of the stress response may reveal that those who success-

fully "mask' their stress response are actually suffering from mild
physical dysfunctions, or from more extreme "diseases of adaptation,'
such as ulcers, hypertension, diabetes, among others.

More research is needed to develop valid instruments to
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measure burnout among occupational sub-populations.

For example, a

burnout instrument may be developed which is more sensitive to the
specific role demands of high school teachers, high school coaches,
college coaches, or professional coaches.

Also, coaches of different

sports may require alternative burnout measures.
also reveal that different

types of

Related studies may

research methodologies yieid

comparable or conflicting data on burnout.

For example, does the

interview versus questionnaire method obtain equally valid data on
burnout?

Do certain measurement procedures increase individuals'

awareness of and sensitivity to burnout, or help create and perpetuate
its existence?

Research into different personality characteristics and
their relationship to burnout.

An important research area would

be to determine whether there are some individuals who are likely to
burnout in whatever type of organization or role in which they work.

A study designed to investigate the

coping processes of

individuals and organizations in response to stress.

The way in which

coaches andothers cope with stress may well be more significant than
the absolute level of stress that is experienced.
Research directed at finding whether cultural and social

factors influence the degree to which job stressors occur in a particular work setting.

Aspects of this research may concentrate on how

diverse ethnic groups, various socio-economic classes, and other
cross-cultural dimensions differ in relation to the burnout phenomenon.
A study

to determine the process, incidence rate, and effects

of burnout from work on self, family, and social environments.

One
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may investigate whether those who burn out are more likely to experience divorce, poor marriages, and children with emotional problems.

Or, one may study the converse--the impact of non-work on work and the
experience of burnout.

A study analyzing flow patterns in various work settings
would be helpful in determining compatible matches between individual
skills and interests, and organizational challenges.

As individuals

discover ways to find an occupational match for their potential, less
burnout and more flow can be experienced.
Burnout research has tended to neglect boredom and stagnation as an important element of stress.

The literature suggests

that lack of challenge, underutilization of abilities and skills, and

a paucity ofintellectual stimulation are potential causes of burnout
in various work settings.

Research investigating deprivational stress

may isolate new variables, measures, and coping responses unique to
role understimulation.
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The Deparrnent of

Phyica Education

Oregon
State.

Un versity

Corva!Is, Oregon 97331-3302

Dear Coacn,

As part of my doctoral research at Oregon State University, I am conducting
a study relative to how high school basketball coaches perceive their jobs.
having coached in Oregon for several years, we know that the demands of
coachina require special talents and abilities relating to people.
It also
involves a great deal of stress, depending on the particular demands of the
job and the limited resources available.
The Purpose of this questionnaire is to discover how high school basketball
coacnes view their jobs in relation to various personal and job-related
factors.
It is anticipated that the study will provide information to offer
some insight into the unique role demands of the secondary teacher/coach.
There is a growing concern about the loss of quality educators from the coaching ranks in Oregon. Your answers may help us to formulate proposals to
alleviate this situation.

We would aDpreciate it very much if you would answer these questiors as
honestly and completely as possible.
Beassured that all questionnaires
are strictly confidential. Your personal answers will not be divulged under
any circumstances.
When this study is successfully completed, a general
summary f the results will appear in an Oregon publication available to you.
It would be helpful if we could receive your questionniare within five days
of receipt as this would greatly assist us in meeting our predetermined
eadl ines.

Thank you for your participation in this study.
Sincerely,

Snature redacted for privacy.
Edwin R. Watson
Doctoral Candidate

Signature redacted for privacy.
Vern Dickinson
Associate Professor
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APPENDIX B
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DEM0RAPHjC DATA SHEET

Your sex:

male

Your age:

years

School Classification:

Sport:

female

_____AM

_____AA

Boys Basketball

_____A

iris

Basketball

How long have you been at your present job?

years

How long have you been employed in the coaching field?

years

How many sports are you coaching in addition to basketball (include
Athitic Director responsibilities)?
sports

What are the extent of your teaching responsibilities?

_____full-time teacher

full-time teacher

none

How many hours per week do you devote to basketball during the season?

_____hours per week

How nany weeks do you devote to supervised/organized off-season basketball
activ-itjes (pre-season, post season, sumer, weight training, practices,
scrintiages, etc.)?
weeks

What is your winning percentage as a varsity basketball coach
totai wins
total games)?

Do you feel that your present basketball budget is
______i nadquate?

______adequate?

_____more than adequate?
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Human Services Survey

High School teaching/coaching is a job that requires special talents
and abilities relating to people. The purpose of this survey is to
discover how teachers and coaches view their jobs. The te'rtn recipients
refers to the student-athlete for whom you provide your instruction and
coaching.

On the following page there are 22 statements of job-related feelings. Please read
each statement carefully and decide if you ever feel this way aboui your job. If you
have never had this feeling, write a "0" (zero) in both the "HOW OFTEN" and ')OW
STRONG" columns before the statement. If you have had this feeling, indicate how
often you feel it by writing the number (from 1 to 6) that best describes how frequently
you feel that way. Then decde how strong the feeling is when you experience it by
writing the number (from 1 to 7) that best describes how strongly you feel it. An
example is shown below.

Example:

I-lOW OFTEN:

0
Never

110W STRONG:

1

A few times
a year
or less

0

1

Never

Very mnc,
barely
noticeable

kOW OFTEN

tIOW STRONG

0-6

0-7

2

3

4

5

6

Once a
month
le

A few

Once

Every

tunes a
month

weel'

A lew
times
a week

2

3

4

5

6

a

Mooerate

Ma,or,
VIY SlI'Ofl

Statement:
I feel depressed at work.

If you never lee! depressed at work, you would write the number "0" (zero) on both
lir,es. If you rarely feel depressed at work (a few times a year or less), you would write
the number "1" on the line under the heading "HOW OFTEN. If your feelings of depression are fairly strong, but not as strong as you can imagine, you would write a
"6' under the heading "HOW STRONG." If your feelings of depressionare very mild,
you would write a "1."
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Human Services Survey
HOWOFTEN:

0

1

140WSTRONG:

2
Oncea

3

4

5

Alev

Once

Mew

Alewtwfles
set

1nth or

oc ISIS

ess

month

0

1

2

3

Never

Very mti,

Never

timeS

I

a

SiTeS

weer

& WSS(

4

5

6
Every
day

6

Modetate

lclicsIbII
HOW OFTEN

140W STRONG

1.

07
_____

2

______

0-6

.3
4.

5

6.
7

______

10 _____
11.

12.
13.

14,
15.
1

18

21.

22

7

Major.
very strong

baresy

'

Statements:

I feel emottonalty drained from my work.
I feel used up at the end of the workday.
feel fatIgued when I get up in the morning and have to face
another day on the job.
I can easily understand how my recipients feel about things.
feel I treat some recipients as if they were impersonal
objects.
Working with people all day is really a strain for me.
I deal very effectively with the problems of my recipients.
I feel burned out from my work.
1 feel I'm postt!vely influencing other people's lives througt'.
my work.
I've become more callous toward people since I took this job.
I worry that this job is hardening me emotionally.
I feel very energetic.
I feet frustrated by my job.
I feet I'm working too hard on my job.
1 don't realty care what happens to some recipients.
Working with people directly puts too much stress on me.
I can easily create a relaxed atmosphere with my recipients.
(feet exhilarated after working closely with my recipients.
I have accomplished many worthwhile things in this job.
I fees like I'm at the end of my rope.
In my work, I deal with emotional problems very calmly.
I feel rectpients (ame me for some of their problems.
(Adm*nlstraftve use onIy
cat.

cat

EfrF _______________ 5E1

DPff______________

PkI

