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Abstract 

Work burnout among academic staff in universities is a pervasive and concerning issue that has gained increasing 

attention in recent years. The academic environment, characterized by high work demands, intense pressure to 

publish, and constant engagement in teaching and research activities, creates a fertile ground for the development of 

burnout. Burnout is a psychological syndrome that involves chronic workplace stress that has not been successfully 

managed. The academic profession, traditionally revered for its pursuit of knowledge and intellectual contributions, 

is facing unprecedented challenges that contribute to the heightened prevalence of burnout. This issue is not only 

detrimental to the well-being of individual academics but also poses a threat to the overall health and productivity of 

academic institutions. Burnout can result in decreased job satisfaction, lower productivity, and ultimately, attrition 

from the academic profession. The consequences extend beyond the individual, affecting the quality of education 

and research output produced by universities 
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Introduction 

Burnout is not solely a result of heavy workloads but also involves a perceived imbalance between the efforts 

invested at work and the rewards received, contributing to a sense of disillusionment and diminished overall well-

being. This phenomenon is commonly associated with occupations requiring high levels of emotional labor, such as 

healthcare, education, and social work, but it can affect individuals across various professions and industries. Work 

burnout is a psychological phenomenon characterized by chronic workplace stress that remains unmanaged, leading 

to a cascade of negative emotional, cognitive, and physical consequences. It often manifests as a state of exhaustion, 

both emotional and physical, where individuals experience a persistent feeling of being drained, depleted, and 

overwhelmed by the demands of their work. To James (2019), the concept of burnout includes two additional 

dimensions: depersonalization, which involves developing a cynical or detached attitude towards one's job and the 

people they interact with, and a diminished sense of personal accomplishment, where individuals perceive a decline 

in their competence and achievements at work. In essence, work burnout represents a state of profound 

dissatisfaction and disengagement resulting from prolonged exposure to stressors in the workplace. It is not merely a 

temporary feeling of fatigue but a persistent condition that can adversely affect an individual's mental and physical 

well-being, as well as their professional performance. The concept of work burnout is recognized across various 

professions, including academia, where the combination of high work demands, pressure to meet performance 

metrics, and the continuous juggling of multiple responsibilities creates a conducive environment for its 

development (Akpan, 2021a; Greenhaus & Beutell, 2015). 

 

Burnout is marked by emotional exhaustion, depersonalization, and a diminished sense of personal accomplishment 

(Maslach & Leiter, 2016). Increased competition for research funding, the rise of performance metrics, and the 

demands of maintaining a delicate balance between teaching, research, and administrative responsibilities have 

created a stressful work environment for academic staff (Schaufeli & Taris, 2014; Bakker, 2014). The World Health 

Organization (WHO) recently recognized burnout as an occupational phenomenon, emphasizing its widespread 
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impact on employee well-being across various professions, including academia (World Health Organization, 2019). 

This recognition underscores the urgency of addressing burnout among academic staff, as its consequences not only 

impact the mental health of individuals but also have broader implications for the academic community and the 

institutions they serve. Work burnout among academic staff in universities is a pervasive and concerning issue that 

has gained increasing attention in recent years. The academic environment, characterized by high work demands, 

intense pressure to publish, and constant engagement in teaching and research activities, creates a fertile ground for 

the development of burnout. Burnout is a psychological syndrome that involves chronic workplace stress that has 

not been successfully managed. It is marked by emotional exhaustion, depersonalization, and a diminished sense of 

personal accomplishment (Maslach & Leiter, 2016). 

 

The academic profession, traditionally revered for its pursuit of knowledge and intellectual contributions, is facing 

unprecedented challenges that contribute to the heightened prevalence of burnout. Increased competition for 

research funding, the rise of performance metrics, and the demands of maintaining a delicate balance between 

teaching, research, and administrative responsibilities have created a stressful work environment for academic staff 

(Schaufeli & Taris, 2014). This issue is not only detrimental to the well-being of individual academics but also poses 

a threat to the overall health and productivity of academic institutions. Burnout can result in decreased job 

satisfaction, lower productivity, and ultimately, attrition from the academic profession. The consequences extend 

beyond the individual, affecting the quality of education and research output produced by universities (Bakker, 

2014).  

The subsequent sections will delve into the causes, consequences, recommendations, and conclusion to provide a 

nuanced understanding of this critical issue and offer actionable insights for individuals, institutions, and 

policymakers. 

 

Causes of Work Burnout among Academic Staff in Universities 

The causes of Work burnout among Academic Staff in Universities are as follows:  

1. Heavy Workload: Academic staff often face heavy workloads due to the combined demands of teaching, 

research, and administrative responsibilities (Kyriacou, 2021). The constant pressure to excel in multiple 

domains contributes to exhaustion and burnout. 

2. Publish or Perish Culture: The prevalent "publish or perish" culture in academia places immense stress on 

academics to produce high-quality research regularly (Schaufeli & Taris, 2014). The pressure to publish in 

prestigious journals can lead to burnout as academics strive to meet stringent publication expectations. 

3. Lack of Institutional Support: Inadequate support from academic institutions in terms of resources, 

mentorship, and recognition can contribute to burnout ( Maslach & Leiter, 2016). A lack of support systems 

may make it challenging for academic staff to cope with the demands of their roles. 

4. Uncertain Job Security: The precarious nature of academic employment, with short-term contracts and 

limited job security, adds a layer of stress (Effiong, 2014). Fear of job loss can significantly impact an 

academic's mental well-being and contribute to burnout. 

5. Inadequate Work-Life Balance: Academics often struggle to maintain a healthy work-life balance due to 

the demanding nature of their roles (Kinman & Jones, 2023). The blurred boundaries between work and 

personal life can lead to exhaustion and burnout. 

6. Role Conflicts: Conflicting roles, such as balancing teaching, research, and administrative duties, can create 

internal tensions (Maslach & Leiter, 2016). Academics may feel pulled in different directions, leading to 

burnout as they attempt to fulfill diverse expectations. 

7. Lack of Autonomy: Limited autonomy in decision-making processes and a rigid hierarchical structure 

within universities can contribute to burnout (Schaufeli & Taris, 2014). Academics may experience 

frustration and a sense of powerlessness when they have little control over their work. 

8. Pressure for External Funding: The increasing emphasis on securing external funding for research projects 

places additional stress on academics (Okon, 2015). The constant need to secure grants and funding can 

lead to burnout as academics navigate competitive grant application processes. 

9. Limited Career Advancement Opportunities: A perceived lack of opportunities for career advancement and 

professional growth within academia can be a source of frustration and burnout (Kinman & Jones, 2013). 

The absence of clear career trajectories may leave academics feeling stagnant and unfulfilled. 
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10. Bureaucratic Challenges: Navigating bureaucratic hurdles within academic institutions, such as complex 

administrative processes, can contribute to burnout (Leiter & Maslach, 2016). The time and effort spent on 

administrative tasks may detract from core academic activities. 

11. Inadequate Recognition and Rewards: Insufficient acknowledgment and recognition for the contributions of 

academic staff can lead to feelings of undervaluation and burnout (Eguzo, 2014). A lack of tangible 

rewards and appreciation may erode motivation. 

12. Poor Organizational Communication: Ineffective communication within academic institutions can 

contribute to burnout (Schaufeli & Taris, 2014). Miscommunication, lack of transparency, and unclear 

expectations may lead to stress and dissatisfaction among academic staff. 

13. Workplace Bullying and Harassment: Instances of workplace bullying and harassment within academic 

settings can significantly contribute to burnout (Kinman & Jones, 2023). Hostile work environments can 

negatively impact mental health and job satisfaction. 

14. Technological Stress: The rapid integration of technology in academia may lead to technological stress, 

with academics struggling to keep up with technological advancements (Leiter & Maslach, 2016). This can 

contribute to feelings of inadequacy and burnout. 

15. Globalization and Increased Competition: The globalization of academia and increased competition for 

research opportunities can elevate stress levels among academic staff (Kyvik, 2005). The pressure to stay 

internationally competitive can contribute to burnout as academics strive to meet global standards. 

16.  Incompetency manifests in various forms, ranging from a lack of expertise in the subject matter to 

inadequate pedagogical skills or insufficient research capabilities. As academic staff grapple with their 

responsibilities, the strain arising from perceived or actual incompetence becomes a chronic stressor. This 

stress, if not adequately addressed, can evolve into burnout, impacting both individual well-being and the 

overall institutional atmosphere (Maslach & Leiter, 2016). One facet of burnout, as defined by Maslach and 

Leiter (2016), is reduced professional efficacy, characterized by feelings of inefficiency and a decline in 

one's ability to meet job demands. Incompetency catalyzes this aspect of burnout, creating a sense of 

inadequacy among academic staff. When individuals perceive their skills as insufficient for the demands of 

their roles, a cycle of frustration and diminishing confidence ensues, further exacerbating work-related 

stress. 

 

Consequences of Work burnout among Academic Staff in Universities 

People who experience work burnout face some negative consequences as a result. Burnout has also been associated 

with low employee turnover, excessive absenteeism, negative job attitudes, low morale, and a reduction in 

willingness to help others (Maslach & Leiter, 2016; Kinmam & Jones, 2018). It has also been associated with 

impaired job performance and poor health, including headaches, fatigue, sleep disturbances, irritability, marital 

difficulties, anxiety, depression, hypertension, myocardial infarction, and may contribute to alcoholism and drug 

addiction. 

The consequences of Work burnout among Academic Staff in Universities are as follows;  

1. Decreased Job Performance: Work burnout among academic staff is associated with decreased job 

performance, impacting the quality of teaching and research (Agwu, 2016). Exhaustion and reduced 

motivation contribute to a decline in overall professional effectiveness. 

2. Reduced Research Productivity: Burnout can lead to a decline in research productivity as academics 

struggle to meet publication expectations and engage meaningfully in scholarly activities (Schaufeli & 

Taris, 2014). The emotional and physical toll of burnout can hinder the pursuit of research goals. 

3. Increased Absenteeism: Academic staff experiencing burnout are more likely to exhibit increased 

absenteeism due to physical and mental health issues (Bakker, 2014). Frequent absences can disrupt 

teaching schedules and hinder collaborative efforts within academic departments. 

4. Deterioration of Mental Health: Burnout negatively impacts the mental health of academic staff, 

contributing to conditions such as anxiety and depression (Leiter & Maslach, 2016). The chronic stress 

associated with burnout can have long-term consequences on an individual's psychological well-being. 

5. Strained Interpersonal Relationships: Burnout often leads to depersonalization, causing strained 

interpersonal relationships with colleagues, students, and administrators (Maslach & Leiter, 2016). The 

emotional exhaustion experienced by academics can manifest in negative interactions, impacting the 

overall work environment. 
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6. Increased Turnover Intention: Academic staff experiencing burnout are more likely to express intentions 

to leave their current positions or the academic profession altogether (Schaufeli & Taris, 2014). This 

turnover intention can result in a loss of valuable expertise within academic institutions. 

7. Decline in Job Satisfaction: Burnout is inversely correlated with job satisfaction among academic staff 

(Etim, 2014). The emotional exhaustion and reduced sense of accomplishment associated with burnout 

contribute to diminished overall job satisfaction. 

8. Impaired Physical Health: The physical toll of burnout can result in compromised physical health, 

including increased susceptibility to illnesses and a higher risk of chronic conditions (Leiter & Maslach, 

2016). The link between burnout and physical health underscores the holistic impact of this phenomenon. 

9. Neglect of Personal Life: Burnout often leads to a neglect of personal life and well-being as academics 

grapple with excessive work demands (Okon, 2021). This neglect further exacerbates the cycle of burnout, 

contributing to a deterioration of work-life balance. 

10. Cynicism and Disengagement: Depersonalization, a core component of burnout, manifests as cynicism 

and disengagement from work-related tasks and relationships (Maslach & Leiter, 2016). Academics may 

adopt a detached attitude, negatively impacting collaboration and morale. 

11. Impaired Cognitive Functioning: Burnout can impair cognitive functioning, affecting an academic's 

ability to concentrate, make decisions, and solve problems effectively (Schaufeli & Taris, 2014). Cognitive 

fatigue associated with burnout hampers critical thinking and academic performance. 

12. Diminished Organizational Commitment: Academic staff experiencing burnout often exhibit a reduced 

commitment to their academic institutions (Bakker & Demerouti, 2014). This diminished commitment can 

impact loyalty, engagement, and a sense of belonging within the university community.  

13. Decreased Creativity and Innovation: Burnout stifles creativity and innovation among academic staff, 

hindering their ability to generate novel ideas and approaches (Leiter & Maslach, 2016). The emotional 

exhaustion associated with burnout limits the cognitive resources available for creative thinking. 

14. Negative Impact on Student Relationships: Burnout can spill over into interactions with students, 

affecting the quality of teaching and mentorship (Kyriacou, 2021). The strained relationships with students 

can impede the learning experience and hinder academic success. 

 

Solutions to Work Burnout among Academic Staff in Universities 

Work burnout among academic staff in universities is a pervasive issue that requires thoughtful and multifaceted 

solutions. These solutions are as follows:  

1. Working in an area one specializes in: People should be made to work in areas they specialize in. 

Putting square pegs in square holes enables people to perform tasks they are conversant with. Putting 

people to work in areas they are not conversant with compels them to make extra effort to perform. 

This puts undue pressure on them as they try to perform their duties.   

2.  Outwork: Good workers do not waste away their time engaging in a meaningless Spacingventure. 

They are good at time management. They gradually do their work rather than allowing the work to pile 

up. When the work is allowed to pile up, desperation may set in if the product is demanded within a 

short time.   

3. Implementing Flexible Work Arrangements: Offering flexible work arrangements, such as remote 

work or flexible hours, can help alleviate work burnout by providing academic staff with greater 

control over their work schedules. According to a study by Allen (2016), flexible work arrangements 

contribute positively to job satisfaction and reduce burnout among employees. 

4. Promoting Work-Life Balance: Universities should actively encourage and support a healthy work-life 

balance. Research by Greenhaus and Beutell (2015) emphasizes the importance of work-life balance in 

reducing stress and burnout. Providing resources and promoting a culture that values personal time can 

contribute to employee well-being. 

5. Establishing Clear Communication Channels: Clear and transparent communication between academic 

staff and university administration is crucial. According to a study by Akpan (2021b), inadequate 

communication contributes to burnout. Regularly updating staff on institutional decisions, policies, and 

expectations can reduce uncertainty and stress. 

6. Professional Development Opportunities: Investing in continuous professional development can foster 

a sense of growth and accomplishment. A study by Leiter and Maslach (2019) highlights the 



 
Work burnout Among Academic Staff in Universities: Causes, Consequences and Solutions 

 

 

 

26 Cite this article as:  

Maduelosi, N.J., & Ezuluofor,M. (2025). Work burnout among academic staff in universities: Causes, consequences and 
solutions. FNAS Journal of Health, Sports Science and Recreation,2(2), 22-27. 

 

relationship between professional development opportunities and reduced burnout. Providing resources 

for skill enhancement and career advancement can positively impact job satisfaction. 

 

7. Encouraging Collaborative Work Environments: Cultivating a collaborative work culture can enhance 

social support and reduce feelings of isolation. According to Bakker and Demerouti (2017), positive 

social interactions at the workplace can act as a buffer against burnout. Encouraging teamwork, 

mentorship programs, and creating collaborative spaces can contribute to staff well-being. 

8. Implementing Stress-Reduction Programs: Introducing stress-reduction programs, such as mindfulness 

and wellness workshops, can be effective. A study by David (2019) suggests that mindfulness 

interventions can significantly reduce stress and burnout. Universities can organize workshops or 

provide resources to help staff manage stress more effectively. 

9. Recognizing and Rewarding Contributions: Acknowledging and rewarding academic staff for their 

contributions and achievements is crucial. Research by Deci et al. (2017) indicates that intrinsic 

motivation and recognition positively impact job satisfaction. Implementing a fair and transparent 

reward system can enhance motivation and reduce burnout. 

10. Addressing Workload Issues: Universities should regularly review and optimize workload distribution 

to prevent excessive demands on academic staff. A study by Bassey (2021) emphasizes the role of 

workload in burnout. Adequate staffing levels, workload assessments, and fair distribution can help 

manage workload-related stress. 

11. Providing Mental Health Support: Offering mental health resources and counseling services is 

essential. A study by Kinman and Jones (2018) underscores the importance of mental health support in 

preventing burnout. Universities can establish counseling services, workshops, or confidential 

helplines to assist academic staff facing emotional challenges. 

12. Fostering a Positive Organizational Culture: Building a positive organizational culture that values 

employee well-being is fundamental. According to Amaechi (2016), a positive culture promotes 

employee engagement and reduces burnout. Encouraging open communication, fostering a sense of 

community, and aligning institutional values with individual goals can contribute to a healthier work 

environment. 

13. Visiting a guidance counselor: In the event of experiencing work burnout, a worker should consult a 

guidance counselor for proper counseling on the specific ways to overcome the burnout.   

14. Job resignation: Job resignation is sometimes considered a solution to work burnout among academic 

staff in universities. Burnout, characterized by emotional exhaustion, depersonalization, and reduced 

personal accomplishment, can significantly impact the well-being and productivity of individuals 

within the academic sector (Leiter & Maslach, 2019). Resigning from a position is viewed by some as 

a drastic but necessary measure to alleviate the negative effects of burnout. Research by Maslach and 

Leiter (2016) highlights that prolonged exposure to high levels of stress and burnout can lead to 

decreased job satisfaction and performance. In academia, where the pressure to publish, obtain 

funding, and meet demanding teaching expectations is prevalent, burnout is a recognized concern. 

Resigning from a position may be perceived as a strategic move to break away from the institutional 

demands contributing to burnout. 

Conclusion 

Work burnout among academic staff in universities arises from a combination of factors, including heavy 

workloads, lack of work-life balance, and inadequate support structures. This pervasive issue has significant 

consequences, negatively impacting both individual well-being and the overall quality of education and research. 

However, a range of solutions, such as implementing flexible work arrangements, promoting a positive 

organizational culture, and providing mental health support, offer promising avenues for mitigating burnout. 

Addressing these causes and adopting proactive solutions is not just a matter of employee welfare; it is crucial for 

sustaining a vibrant academic environment that fosters innovation, productivity, and long-term success. As 

universities acknowledge and tackle the root causes while implementing effective strategies, they can create a 

conducive atmosphere where academic staff can thrive and contribute meaningfully to their institutions. 
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