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Views on sources of stress on college faculty ani

strategies for its management were ob*ained at small-group sessions
in the 1980 faculty orientation at Prince George®s Community College,
Maryland. Sixteen faculty groups generated 218 responsec expressing
sources of job stress, a complete listing of which is appeadec. The
responses were aggregated into the following four categories:
academic affairs or faculty-associated problems, student affaz=-s or

student-associated problems,

business affairs or fiscally-relzed

problems, and college-wide or miscellaneous problems. Concerans
included the following: time pressures cr constraints related t2> the
functioning of the college bureaucracy (nonteaching duties, the

evaluation process):

dissatisfaction with support for the faculty

(rarketing and retention pressures, not enforcing prerequisites!:
concerns about wages and contracts and physical plant operations: ini
not being involved in college decision-making. Stress manajement
responses were also analyzed in the same four categories, and t:-2
distribution of problem-solving perceptions among groups was alsd

checked.

A list of the strategies is appended. Adiitionally, possible

crganizational res.onses to professional burnout were classified int>
the following four approaches: the authoritarian-moral approach., the

. clinical approach,
"7 It is suggested t! = a useful approach to analyzing organizatior:zl
bebavior is the di
permits analysis :
institutional pre

+he training approach, and the systems approzch.

rnostic matrix, which is appended. This apprcach
o who is cont¢ributing to what {(membersaip and
%), and how they are doing it (control). (Sk:
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~— '"“'--1nt boc - of data re ultzi from me -o-oup sessions in the

o 1980 TzoutT o dentavoon. The tcoic vas "fzzult Lo -nout."  Sources of

od stresc © . .2 g ostottegies part cui e tooour O 7 72 were at issue.

(o Accorc - . .iiliam -hite, the -=su =22 p- -on - “iscussion leader.

W manite. .~ z-. of fa:.ilty stress mz :: oh =ica’ - :chological, or be-
haviore te had :rouped SymotTs 7f p-rez. i stress under six
head” -z. affe :ting an na’“du1's nea®- =havior, emotional
adjus—me, zionr~ips, attituc=:z, ond val s t:t according to an-
othe- s- “aslacn, 2%78), "bur—zut car : 4 “=d as a distinct kind
of ¥ ~uiv :z-=z:. T+ . would be e emo-- - o naustion resulting
fror Ztre 7. --tercczczcnal comtz o An o <@~ would be a profess-onal
los® . . ztr “ar :is - her ztudents. = - de-- - hy cynical "put downs."
Othse =~ n: zymp.oom tight -acas frooooonoo -2 ulcers, with con-
seqL ="t «x 2r 27 ¢of ~e cowmancs (- zhn, 370 . -~ an emotionally tr -
ing @@y L TN .. TS, a . cied out Tio oy meemoer might want to
get . ToeTVIIG cen 2 "y anc “ri.oo (exlach, p. 57).

‘ Bur © o3in s uselrTy desc be s :-oblems of social
workers - . 313 23nd="3ns ¢ "gher ezt se ng2 led to its appli-
catios w "y member:z. Derarz for ccouni-t litv have grown as
abili-~ . :ntering students -z== declincd. “ae fuzure looks differer
fro— «+. : - professic-als eaperied whan they gc into teaching.

Org: *~'c 1.1 indicators of pro‘z-sional burnout “=ziude (1) low morais
(2) Txﬁ‘j,'a~' ng, (3) “we-thsy -=larizations, (4° zonflicts over authc--
ity. - s me3o0ating organ12“‘0“1 leaders, (6) .-senteeism or resigne-
tions ' f, rigid communic.:ign chinnels (White .980).

Previc. .zzz. sch

Reoem -° udies investigat sz sourcas of stress in education have been
mostly &= == 2lementary or seczncary school level. Such studies have
i

tencad rely on data fror questionnair~es. Kyriacou and Sutcliffe (1977,
p. 205) :*nz: 1 out some przbTers of this method:
.ot methods fail tc taike into account the fact that dif- L

rexs  eachers may int=rcret the meaning of the questions
f ert]y, that their r=sponses may be affected by ego-
dete~sive processes, am= —nat teachers may genuinely lack

i -4 into their situat—on. Furthermore, stress is essen-
tizi”+ wltifactoria®, == as such research inust aim not sim-
pl: t2 :dentify the sou-—== of stress, but also to uncover
thz p=t tern of relation=:Ds.

d) ST 2y

Ackrawl= .3ing these star=arzs, what sources of stress have been
identifiez i~ arior research? A& review of seven studies (Coates and
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Thcresen, 1376“ ind sour == =f stres: in <ime demands, troutles with
students. “arn- ‘W::: size ~*zancial constraints, and lack of resources.
Titeretore ravies (Kyriz. .. 3nd Sutci-ffe, 1977) reported that clerical

duties, -e¢setivz student ett udes, inazesquate salaries, poor working
conditicms, nnc too wide a r"rze of stucent abiiities were common com-
laints. Wiu: ab71ity ranc: s mentionad in several studies.

Lacx of “z:.7ty narticiz=zion in p! nning has been experienced as
.nother stress Tactor. Teachz~s who fel ‘“decisionally deprived" reported
signifizar-ly lower sztisfact=cm and mor job tension (Belasco and Alutto,
1372). Sume teachers were unz—mfortable vorking an impersonal school
gzsambly T e nz sz2id the 1ad "no ¢ tro? aver the products, tne de-
:7;ﬂ 07 The enzi prIiuct, nOr T2 process o acrieve that finzi resiit"
se.den 187i, p Iz, Th-ee zonditions :ont~‘bute to teacher frustra-

“or {Rciws, 187+ (10 c »fii<ting valuzz. ) increased demand for pub-
o Coscctontasiiltt o, ane (I "the good shar-end ethic," requi-ing teachers
Ioziavomien swiass [stussts-cantered tez:iving and individ.:Tized instruc-
tizt ;. Th“ Ts Ziffic.lt - do ©n today's wiss education. Public educa-
tion has - to zuborzinate diversity for &'*1c1ency, creat-vity tn
stenda: <vze¢ curriculz, and individual atter ion to group-orien:ed “n-
st-ucticn.  ~ r some faculty members, commi:ment t0 the irdivc ua  de-
Ve opriT 27 ¢ can Zrgata dizzzTisfactic w1 self as we.T a¢ h sys tem.
At he = = anc 0¥ -z s-eciru, maintas o -igh standarcs at z-  cos:
of asien mzst af tre ‘leds =0 7so prezl .t oqew set of tenss
Mozoo o o zime dwmzluei:

. 7ZFowere &.ozlabie “rom sm 11 grcup " c=sses used in the aculty
Burncut®  Orksiam gz -e time of the fall 1:.. arientation. The workshop
leacz~ == assiimad 70wty mevbers randomly i =mall groups whici met
twicz.  Ir the mmming sessic . drtic’pan‘ Jderz instructed to © st the
ar=3a7TasT mdroas of stress exau o enced in p—rfo r—ng their colleasr roles.
Th=se scurzet 0 stres: were w“Iten on newsprin., for posting i- 2 large
me=tinz ta 7l 1rﬂedlat~‘y afte~ tne small-group p Jcess A simil=- proce-
dure wz: ~zpeated in the aftermon, when the gro.zs discussed sp=cific
stratec . Trr r:73ging stre=:. The workshop lezzer reviewed th=zsz re-
sponses z tlpe inal meeting of the tctal group. The newsprint -ecord
thzrefc ~e rons* ‘tyted the daz: base for this report. The responses were
agzregarz: in7i glaliicies r=T=ctinc the way th: College is orcanized.
Responsz=- wecz 2rzlvzed to dei=-mine now often - sixteen small groups
mentior=c @ mwoi’i » - solutior, and the number -~ groups expressing a
similar poin of via

Findings

The s x*=ar fac. ty groups generated 218 rez:onses expressing sources
of job stress. (F <cplets response Tisting is given in the Appendix.)
These were aggr=—=z&~ into four classifications:



Number of Percent of
Mentions Mentions
A. Academic affairs or faculty- 71 32%
associated problems
B. Student affairs or student- 61 28%
associated problems
C. Business affairs or fiscally- 32 157%
related probiems
D. College-wide or miscella- 54 25%
neous problems .
TOTAL 218 100%

The frequency count of responses suggested the intensity of feeling
about stressor categories. Another measure showed how wide-spread the
perceptions were, namely the number of faculty groups mentioning each
item. This distribution of mentions across different groups was found to
resemble the pattern of "total mentions." Thus the responses were con-
sistent in showing that the perceptions of stress source were vide-spread
at the same time that they were intense.

Academic Affairs/Faculty-Associated Problems

There were 71 mentions classifiable under the heading of zcademic
affairs or faculty-related problems. An important underlying concern was
seen to be time pressures or constraints related to the functioning of the
College "bursaucracy" (non-teaching duties, the evaluation process, no
compensatory time to improve programs). In addition, there were some signs
of apathy and boredom related to "not being involved" in the academic com-
munity {faculty apathy, no faculty interaction, bored with the same thing
over % over). The complete list is shown in Table 1.

St .iat - fu] ng /Student-Associated Problems

feex o e 61 student affairs/student-related stressors, an important
et ¢ ‘ed to be dissatisfaction with support for the faculty (marketing
and retention pressures, rot enforcing pre-requisites, not backing up
faculty in student disputes). Another element had to do with the calibre
or aggressiveness of students (ability decline; student hostility, com-
_plaints, apathy, ability range in the same class).

Business-Related Problems

There were 32 stress sources identified under the business heading
(see Table 1, continued). These included concerns about wages and con-
tracts, physical plant operations, and personal safety or theft in the
evenings. :




Collegce-Wide or Miscellarneous Problems

Among the 54 "higher policy level” or miscel.:nsgus ~s]er

prominent mention of not being involved in the dec sion m @7, b= -
treated like children, and over-doing the use of w=sstrict - - L. a-
tions to solve problems --- perhaps wit: favoritisr instez -1 r. o
for me-it. The picture =m=rges of some feeling the  are p.~! +f o - t-
group” with respect to c: “ege-wide problem solvinc and go = .chisy-~z-t.

Stratezies for Coping wiz:: Stress

Stress management responses were also analyze: n the

categories. This was to see how the solutions "mat- ied p - fﬁa
problems. Another interest was to disccver how the stress-- _dgEmer
specifics could be implemsnted within the College's =xis=ir ~gz~1z :ional
structure. The findings were as follows (see Table - fo- ¢ il
Number of Parcert o7
Mentions Lenitiots
A. Academic affairs or faculty- -39 i

associated issues

B. Student affairs or student- 31
related issues -

C. Business affairs or | 26
financially-related issues

D. College-wide or miscella- 57
neous issues L
TOTAL 153
The distribution of problem-solving perceptions among gro . S .30
checked. It appeared to reflect the percentage distribut * the num-

ber of mentions. )

Academic Affairs/Faculty-Related Strategies

There were 39 stress-management strategies classifie 1 the academic
affairs or faculty-associated area. Some of thsse were rn---: .ecific signs
of neea for faculty support in the role of instruction. -. -ples: promote
high standards/excelience, faculty support groups, suppor  rcurriculum
develooment or a variety of instructional methods.) Othe- s=—jestions ap-

peared to see low value or even uselessness in cartain *ims-zo1suming
activities that could be "decided" out of existence. (Sample. simpler
evaluations, eliminate certain meetings.) A few had to do wi-+- innovations
in teaching activity. (Examples: part time - full time partr=rships,
teaching new courses outside the department.)




Stwoo mns/Soudent Iso 28

22 do in the stuc: -t arena wa. sor:zwhat clearly expressei:

{1 == -z che pre-requisit=s anc place stitents effeczively; (2) publi-
zis =2 statement of student reszpon: 't “<ies; anc (3) support faculty
HeT . “2n they have confiizts wi=n st. der

i N zizted Issues

M 7: the desire to shar= fiscal decz -3 =2 - -ostly non-specific,
tos: . s zzemed imaginztive: dincrease ~z.::rc:” o _onferences, treate
r ot =z opment office, < :tablish fou-zz i “Ioursge and receir
oL -wiZz ‘Miscellaneous Is_ues

s -zr communication, rewards for merit zn< sos—<ive thinking were

g7 .1 o7 what could be done Colleje-wicde. Sc— sucgestions noted the
n2e ~ nteract with the wor®d outside the Cc’ " ...2 (=xchange programs,
cJdt: z2 interests or work, getting away during _:zaticn time) as a way of

3l 7“3 stress. It was noted that 57 stratzc=es fc- stress-manag:ment
ez 2 7 be classified under broad categoriss such & better communication.
. ters  zatior Criteria

~. discussion ]eadef, William White clas ified possible organizational
respor .2 to professional burnout into four z:proaches:

(I The Authoritarian-Moral Approach: Burnout shows character
problem or melice. The organization shou” 3 therefore impose sanctions.
This zop-oach ignores situational factors, stops communication, and avoids
seeinz the underlying problems.

(2) The Clinical Approach: Burnidut :~dicates individual deviance or
pathologr. Clinical diagnosis and therapy :zre indicated. This approach
individualizes relationship problems and f="'s to look at the total work
environment. It can isolate the individua” and hasten the burnout process.

(3) The Training Approach: Burnout rzsults from skill deficiencies.
The organization can provide training for s:-ess and time management. This
approach ignores the need to change the env-~onment.

(4) The Systems Approach: Burnout is = breakdown in mutually sup-
portive interactions between individual and comunity. Individual troubles
are seen as "family" problems. The answer iz <0 change the work situation
and support the individual, at least by contrtuting a climate where coping
methods can work. Typical objectives are to mcdify the sources of stress
while improving access to support networks.

The Diagnostic Matriz
One useful apprecach to analyzing organiz=tional behavior is the

"Diagnostic Matrix." (See appendix.) This approach permits analysis into
who is contributing to what (membership and institutional product), and

6



how they are 22--3 it (control), <= the orgarizatior . ifi 1c its missizn.
The followin: -=presents an analyc:s of stress signi ~mn 2 in the cor :xt
2f diagnosti = lements which descr ‘be organizationa: -2 ior:
| Arz s
Yield - == :ted students . Not much prc-" =7, mo-e concer

Role
. Structurz
4, Power
3. Goals
6. Communicat

7. Inclusion

8. Status
9. Norms
Liscussion

about studer .2ilities at tr
input stage.

. Not much prc ==, but some s s

of faculty z: "=xperts" fer?
dissatisfier .i—h aamiriztre™ 1.

. Some frustraticm about the we

faculty needs :re being met.

. Persuasion i: being asked for when

it's time for many to act tocether.

. Not clear to some faculty ho Col-

Tege goals rclate to their v:lues
on the one hand, and perTorm:nce
on the other.

. Needed to support faculty, cirect

mutual energy, and share informa-
tion about the goal of an ecucated,
self-determining and highly skilled
student.

. The sense of belonging seems strong,

but give-and-take could stanc some
improvement.

. More recognition and reward seem

needed for meritorious individual
initiative of faculty members.

. As conditions have changed (older,

female, more minority students),
some seem to be trying to keep up
1970 standards, while others formu-
late new standards for 1990. There
doesn't seem to be adequate communi-
cation to bridge the thrust of these
different efforts.

More extensive dialogue would be needed to be more specific as to what
to do about stress. But some general strategies seem indicated. Administa-
tors might try to be more sensitive to faculty problems expressed here.



Faculty members might try to communicate with each other wnicn stressors
are unavoidable. The changing community coliege mission, the changing
student population, and the tightening ezoncmic situation are factors we
cannot avoid in our changing society. k=at might administrators do? Give
information as problems arise. Increase faculty participation in decisions
that affect them directly. Where no cor—romise is feasible, explain
clearly. A few faculty comments suggestszl -iiat some decis-ons were seei
as "arbitrary," orders from authority, w :F little or no justification.
The faculty, as professionals, seem to e:nc:t clear statam=nts of rationale,
perhaps in greater depth, compared with < 2zt they have bse— -eceiving in a
changing situation. Ways to cope with str:ss might well be 2xplored under
the authority and Teadership of the dearz  But there is &.37 a collective
responsibility for managing change and c:- “ct. This nes might be con-
sidered in the master planning process.

Peul Lankin

Divwecton of Institutional Research
Craig Clagett

Reseanch Analys.:

Institutional Rc:zanch




Table 1
PRINCE GEORGE'S COUMMUNITY COLLEGE

Sources of Faculity Stress

# of # of
Mentions Groups
Leademic affaivrs or 71 n.a.
faculty~associated problems
~o0 many'non-teaching duties, committees, 13 8
required meetings
Fzcnlty apathy ‘ 11 8
Evaluation process time-consuming, 9 7
lacks credibility
No faculty-faculty interaction 7 7
Unequal class sizes, classes too large 7 6
No release time to update programs, 6 6
no sabbaticals
No opportunities for professional growth 4 4
Too many part-time faculty, or part-time 4 4
faculty misperceptions
Bored doing same thing over and over 3 3
Associate Dean's role ambiguity 2 2
Inconsistent grading standards 2 2
Weak Faculty Senate 2 2
Covering material in 16 weeks 1 1




Table 1 (Cont.)

Sources of Faculty Stress

# of # of
Mentions Groups
Student affairs or 61 n.a.
student-assoeiated problems -
Marketing emphasis on retention, pressures 17 10
to reduce standards, quantity vs. quality
Decline in ability 11 10
Student hostility, complaints 9 7
Lack of student motfvation, interest 9 6
Wide range of ability in same class g 5
Inadequate enforcement of pre-requisites, 3 2
improper placement
Administration does not back up faculty 2 2
in disputes with students
Uncertainty of schedules 2 2
Changing student p0pu1ation 2 2
Student smoking in buildings 1 1
Business affairs or 32 n.a.
fiscally-related problems
Inadequate salaries, inflation, ceilings 7 ' 6
No security, te}mina] contracts 6 5
Improper room temperature 5 4
Inadequate office space 4 3
Lack of faculty support resources 3 3
Personal safety,'theft (evenings) 2 2
Parking inconvenient 2 2
Distance between classes : 2 2
Predictions of 'doom and gloom' 1 1
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Table 1 (Cont.)

Sources of Faculty Stress

# of # of
Mentions Groups
College-wide or miscellaneous problems 54 n.a.
Lack of faculty influence in planning 20 12
or decision-making
Paternalistic attitude towards faculty, 12 7
lack of trust in faculty
Too many rules and regulations 8 5
Arbitrary decisions, favoritism 4 4
No rewards for hard work, excellence 4 4
Restrictions on outside employment 3 2
No recognition of faculty achievements 2 2
Too many administrators 2 2
No time for family, outside interests 1 1

SOURCE: Original records from small-group sessions, Faculty Orientation,
August 1980.

2/24/81
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Table 2
PRINCE GEORGE'S COMMUNITY COLLEGE

Strategies for Managing Stress

# of # of
Mentions Groups

Academic affairs or 39 n.a.
faculty-associated issues

Promote high standards, academic 9 6
excellence

Reduce and simplify evaluations 5 4

Eliminate required meetinas during 4 4
Orientation :

Set up faculty support groups 4 - 4

Reinstitute sabbatical leave 3 3

Provide time/support for curriculum 3 3
development

Teach at students' level 3 3

Allow small sections of advanced courses 2 2

Use a3 variety of instructional methods ' 2 2

Extend time final exams -- date grades 1 1
due

Pair part-time teachers with full-time 1 1
faculty

Balance class sizes 1 1

Teach new courses -- even outside 1 1
department




Table 2 (Cont.)

Strategies for Managing Stress

# of # of
Mentions Groups

Student affairs or . 31 n.a.
student-related issues

Enforce prerequisites, realistic 12 9
placement

Agree on and publicize student 9 7
responsibilities

Support faculty in conflicts with 5 5
students

Increase student-faculty interaction 2 1

Involve faculty in high school articulation 1 1

Switch to a quarter system 1 1

Enforce the student code of conduct 1 1

Business affairs or 26 n.a.
finanetally-related issues

Share all fiscal/managerial decision- 9 7
making with faculty

Maintain physical plant, security 5 4

Increase resources for conferences, pro- 4 3
fessional development

Have realistic cost-of-living increases 3 3

Create a grant deveiovpment office 2 2

Establish a foundation %0 encourage 1 1
denations

Provide pay incentives for further 1 1
education

Provide early retirement incentives 1 1

13




Table 2 (Cont.)

Strategies for Managing Stress

# of # of
Menticns Groups
College-wide or misceZZaﬁeous 18sues 57 n.a.
Foster faculty-administration communication 9 9
Develop outside interests 8 6
Recognize and reward faculty excellence 6 5
Role exchange programs (other institutions?) 6 4
Think positively 6 4
Establish faculty-administration committee 4 4
to implement workshop findings

Attend, speak up at Board meetings 4 3
Learn stress/time management skills 3 3
Vacation away from the area 3 2
Transfer administrative jobs to faculty 3 1
Support union 2 2
Physical exercise 2 2
Permit employment outside College 1 1

SOURCE: Original records from small-group sessions, Faculty Orientation,
August 1980. .

2/24/81
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M~C-FP DIACNCSTIC MaRIX

Membership -~ Control -~ Froduct
M C P
(who) (how) (what)

pecple Process ———mmemecemmacmc e ————

--------- —mewm—e——~——~ WOT'K Process _
\\\\\ Formal Structure

Organ.
P GOALS ROLES YIELD
Person.

c STATUS PO STRUCTURE

. COMMNT -
M| INCLUSION NORMS AT

l

M c P

Informal Structure

Membership Factors: GCALS, STATUS, INCLUSION, NORMS, COMMUNICATI(N
Control Factors: POWER, STRUCTURE, ROLES, STATUS, NORMS
Product Factors: GOALS, ROLES, YIELD, STRUCTURE, COMMUNICATION
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SRID FACTORS IN M--C-P Di/GHNOSTIC MATRIX

FORMAL ELEMFENTS

YIELD: A product factor. The end-results of task production
which affect the organization's contribution to its en-
vironment, to its own self-maintenance, and to the people vho
serve in the organization. The material realization of the
organizational goals. YIFLD is secn as both external and
internal, as tangible and qualitative, as reward and punish-
ment, as new potential and depletion, as a series of trans-
actions within the environment that express the values of
those holding membership.

ROLE: A control-product factor. Prescribed patterns of
behavior identified with specific organizational functions.
ROLES focus and direct use of energy, clarify relationships
between members, and groups within an organization, and
define the hierarchial structure. They represent functions
and relationships that are effectively more important to
the organization than to the individual.

STRUCTURE: A control-product factor. The formal definition

of how an organization will accomplish its goals, including

how its various parts are to work together. The ordering
together of people and resources in defined relationships

that channel work flow (energy) towards production. STRUCTURR
is often though of as rigid but in reality is highly responsive
to internal and external influence.

FORMAL-IN?ORMAL BRIDGE ELEMENTS

POWER: A control factor. Ability to influence decisicns
about people and resources. POWFER is organic and/or vested;
having to do with both inherent capabilities of an individual
and assigned authority. POWER can be taken or given by use

hut not by abdication. In an organization, POWER is directed
through the formal channels of roles and structure, and througn
the informal channels of status and norms. POWER 1is expressed

as control (force), as manipulation (hidden influence), or as
persuasion. It is exercised personally by virtue 5f the way
a person perceives himself in relationship to other persons
and groups.

GOALS: A membership-produvct factor. The targets toward which
purposeful focus of. energy is directed within an organization,
the material results of which is yield. To be useful, GOALS
will be time-structured, specific, feasible, measurable,

Known by those whose efforts will be needed for their accoii-
plishment, and able¢ to elicit the necessary commitment. A
useful set of GOALS will also provide a basis for evaluation
at some future point in time. GOALS are the tie-rods

between the organization and its environment, between the

\ |
16



formal and iniirmal structures of the organization, between
internal maintenance and production needs and between group/
team identification and the meeting of personal needs of

the people i~ the organization.

COMMUNICATIO i+ A membership-product factor. The process of
sending and -eceiving data which has purposeful meaning tc

both sender and receiver. Within an organization, COMMUNICATION
takes place in well defined but different ways within the

formal and informal structures. -~ It is used to establish

and support human relationships, to direct and focus energy,

and to transmit information needed for product functions.
Diagnostically, the direction, quantity and guality of
interpersonal communication is a behavioral statement of the
functional hecalth of the oraganization.

INFORMAL ELEMENTS

INCLUSION: A membership factor. The process of integrating
new members into an organizatinn and the maintenance of a
sense of belonging with older members. Relationship building;
job training; organization awarcness. INCLUSION involves the
feelings and behavior of people and their confrontations

with simnilarities and differences in each other, the building
of give-and-take relationships, and coping with the dynamics
of acceptance and rejection.

STATUS: A membership-contrcl factor. The quantitative
ability to be influential in decision making as a product
of the combined authority vested in the role and the
individual initiative of the person.

NORMS: A membership-control factor. NORMS are the unwritten
rules.of group behavior (the informal structure) which are ‘
initiated and maintained by collective human behavior. These
are influenced initially by the expectations, attitudes

and assumptions which members bring to a group. A NORM is
feeling-oriented and sanctioned by consensus, as the result
of real or implieZ behavior in groups. It is operative

only as long as it is reinforced by further hehavior or stands
unchallanged by differing behavior. NORMS can be perceived
as rest-ictive or generative, according to their influence

on the =ffective functioning of the organization.
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