
 
 

 
 
 
 
 
 
 
 

 

Managing Expectation Inflation and Resulting Stress in Museum Work 
 

By Paul C. Thistle 
 
 
The following contains a slightly revised and updated version of an article submitted, but not accepted 
by the American Alliance of Museums’ Leadership & Management Network on-line journal LMN Online 
Press (LMNOP). It was originally submitted as a response to the first issue of LMN Online Press (August 
2014).  
 
 
Abstract: 
 
This is an attempt to apply critical museology to the quality of working lives in museums. It is aimed at 
raising the profile of constantly rising—but unresourced--expectations in our field that produce task 
saturation leading to dangerous and unsustainable levels of stress among museum workers. Our 
ultimate ability to continue achieving excellence and meeting performance objectives depends on how 
well we can create solutions to deal with these dilemmas. The first issue of LMN Online Press found at 
http://www.magnetmail.net/actions/email_web_version.cfm?recipient_id=80299974&message_id=572
0706&user_id=Museum&group_id=0&jobid=20822523 is analysed to demonstrate the prevalence of 
the problem and I apply the general literature on the sociology and psychology of work to analyse the 
situation of constantly rising expectation in the museum field in a context where resources are static or 
declining. Ways and means for museum leaders to manage rising expectations and stress on museum 
workers are addressed in order to challenge the prevailing “more with less” culture that often morphs 
into what is essentially a psychotic need to accomplish “everything with nothing” (cf. Posen 2013, 5).  
 
Key Words: museum human resource management, museum workers, expectation inflation solutions, 
task saturation solutions, work-related stress  
 
 
Introduction: 
  
Review and analysis of the first American Alliance of Museums Leadership and Management Network’s 
LMN Online Press (LMNOP) issue will be instructive as I begin to make my case.  
 
It must be said at the outset that LMNOP exhibits a clear excellence-driven enthusiasm that is typical in 
the museum field. I do want to challenge readers, however, to reflect on each offering in the August 
2014 issue from the perspective of the increased—yet unresourced—expectations represented. 
 

 Outgoing Chair Casey Steadman: reflects on “a time of substantial change” 
o Change is a stressor for workers including those museum practitioners operating LMN 

(Schultz and Schultz 2006, 13, 367; cf. Merritt 2005, 64; Gurian 1995, 17-181; Krahn and 
Garden 1994: 191, 195, 202). 

 Incoming Chair Charlotte Montgomery: plans “restructuring,” “revamping,” “expand Board 
diversity,” “taking content to regional meetings,” and states “None of these things can be 
accomplished without the hard work and dedication of the Board and LMN membership.” 

o Ditto comment on above bullet. A strong case can be made that both paid and volunteer 
museum work often is characterized by ‘task saturation’ defined as the lack of time, 
tools, and resources to achieve objectives (Murphy 2008) [I would add the word chronic 
to this definition because of continually rising unresourced expectations (Thistle 2013a, 
22)], ‘time poverty’ (Schor 1991, xx, 5; 2003, 6-11), and the resulting stress (Posen 2013, 
2 passim).   

http://www.magnetmail.net/actions/email_web_version.cfm?recipient_id=80299974&message_id=5720706&user_id=Museum&group_id=0&jobid=20822523
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http://www.magnetmail.net/actions/email_web_version.cfm?recipient_id=80299974&message_id=5720706&user_id=Museum&group_id=0&jobid=20822523


 Bonnie Styles: despite welcome—but extremely rare—50% time reduction and 75% shorter self-
study in the AAM accreditation process, mentions that now the “new [emphasis added] Core 
Documents Verification program must be completed first.” 

o Mountains of new standards continue to erupt in the museum field absent new 
resources to enable already overloaded museum workers to implement them (Thistle 
2011, 10). AAM Museum News editors ran an article on new standards by AAM director 
of Museum Advancement and Excellence Elizabeth E. Merritt (2005) with the title 
“Running in Place, But Faster: New Changes in Museum Standards.” The piece was sub-
headed by the quote from Lewis Carol’s Through the Looking Glass: “It takes all the 
running you can do, to keep in the same place.” Merritt admitted its applicability in the 
museum field—but sadly did not analyze its relevance to the impact of the continual 
ramping up of museum standards on museum practitioners. In my view, whether 
intentional or not, the quote from Carol serves as an unaddressed critique of the impact 
of standards on museum work in Merritt’s article. Why use the quote and related image 
if it is not addressed substantively in the article? 
 
It must be said here that nothing I argue is against the ultimate value of museum 
standards or other pursuits of excellence in the museum field. I do, however, maintain 
that the impact of standards and other expectation inflation in our field—absent 
sufficient resources to implement them—must not be allowed to escape critical 
museology as defined by Ross (2004, 84). Also see my comment on the bullet below. 
 

 Elizabeth Varner: maintains “there are a plethora of legal issues impacting a museum, and your 
museum, staff and board need to be aware of this.” 

o External pressures build up continually on museum worker agendas as society becomes 
increasingly litigious and otherwise demanding on museums (e.g. Merritt 2005, 61). Few 
if any additional resources are available to deal with such exigencies. Julie Hart, AAM's 
Sr. Director, Museum Standards and Excellence (with contributions from other AAM 
staff), wrote for attribution via e-mail to the author on 28 October 2009 in response to 
my questions about museum worker task saturation issues: 

. . . we are left with the challenge of increasing resources available to 
institutions. AAM devotes a huge amount of its waking hours to just this 
challenge, through advocacy, training, and publications, and in almost every 
area in which we are active. . . (As you can guess, there is no one right answer. 
Part of it is institutional and managerial; part of it is personal responsibility and 
ambition. The truth is the way we work is changing and will never be the same 
as it was. There will never be enough resources (time, staff, money) to do 
everything we want/need to do [emphasis added. See Thistle (2012) for my 
criticism of this position.]. 

 Charlotte A. Montgomery: “streamlining” has produced a federal award “Super Circular” 
resource; “Museums need to become aware of the key changes in Pre-Award, Post Award and 
Audit Requirements . . . changes in allowable costs. Some previous allowable costs are now 
unallowable, and previous unallowable are now allowable.” 

o Ditto above bullet comments. Obviously, coping with such change presents a more or 
less steep learning curve problem requiring more ‘running faster to stay in the same 
place.’ Reinvention under pressure from many forces is the new reality for Post-Modern 
museum work (Janes 2009, ii).  

 Read the new issue of Museum and new book Art and Energy. 
o Since the early 1990s when the concept of “time poverty” was recognized (Schor 1991, 

xv, 5), “the epidemic of overwork, over-scheduling and time famine” has grown 
exponentially (Take Back Your Time 2014; Schor 2003, 6-11). Time to read has been 
overtaken by pressures such as “work intensification” (Bunting 2004, xix, 28, 37 passim; 
Posen 2013, 321), resulting “task saturation” (Murphy 2008), as well as the destruction 
of free time by social media (Harris 2014).  
 
There is an extensive literature dealing with the problem of debilitating work 
intensification that results in stress, loss of productivity, and burnout. Dr. David Posen 
who has been treating stressed workers for more than a quarter century summarises 
the current problem: “There is too much work, the pace is too fast, the expectations are 
too high or unclear, the pressures to perform are too great, and the resources are too 
few” (Posen 2013, 10). 
 



 Christine Jeffers and Karen Kienzle: present thoughts on “pressing issues;” “Our audiences are 
changing, their demographics and needs are changing, and donors’ interests are changing too.” 
Changing institutional culture “takes years.”  

o Ditto comment on the first bullet (cf. museum worker-specific findings in Kahn and 
Garden 1994, 193, 195). 

 Linda Gryczan: “escape one hundred days of sorrow,” “de-escalate conflicts,” “improve 
relationships and make them stronger.” Museum workers are urged to adopt the best practices 
of certified mediators. 

o A constant rain of ‘oughts’ and ‘shoulds’ can pool quite deeply and rather rapidly on our 
work and personal agendas. This circumstance risks overwhelming already overloaded 
museum workers (Thistle 2011). Escalating pressures to say ‘yes’ to every incoming 
demand or suggestion produces problematic overload and stresses that are not 
sustainable (Ury 2007, 1). 

 

 Commongood Careers: sets out 8 dos and 3 don’ts for self-preservation when your life takes you 
away from a museum job; e.g. don’t use paid vacation at the end of your tenure. 

o In his important book on workplace stress Is Work Killing You?, physician David Posen 
(2013: 299) reports that Canadian workers abandon 34 million of their vacation days 
while, in the United States, a stunning 436 million paid vacation days remain unused (cf. 
PR Newswire 2014). Contrary to Common Good Careers statement on this matter, I 
would argue that, since changing jobs is one of the major producers of stress and 
vacation time in you next job likely will be a year away, self-preservation demands that 
this advice might well be ignored  to sustain your mental and physical health. De Bloom 
(2011, 1606-7) reports the critical importance of vacation for maintaining well-being and 
avoiding ill health consequences (cf. De Graaf 2003:78-90). 
 

 Propose a session or, failing this, participate in the development of the program for the next 
AAM annual conference. 

o Ditto above comment on the “de-escalate conflict” bullet. 
 

 Professional Development Calendar: “listings of professional development opportunities from 
museum service organizations across the country.” 

o Time, tools, and personal resources necessary to actually implement new learnings from 
professional development when one’s desk, performance measurement objectives, and 
immediate task list are already jam-packed is highly problematic in my view. Already 
fully loaded museum workers can gather dozens of new tasks to place on their 
workloads at every training session attended. Obviously, inservice training for paid and 
volunteer museum staff is an absolute necessity, but the consequences on quality of 
working lives upon return to work after training events requires some critical museology 
regarding the impact of increased expectation additions to existing role overload 
conditions (Thistle 2014b; Thistle 2011, 5, 10-11; cf. Schultz and Schultz, 2006, 184 
regarding data on questionable training outcomes). 

 
I wish to emphasize again here that nothing I have presented above is meant as a criticism of any of the 
dedicated museum professionals who contributed to the first issue of LMNOP nor about the ultimate 
ideal value of anything recommended to the readers. They all represent the exemplary values and the 
commendable drive for excellence in our field.  This blog post is simply to attempt to look critically at 
continually rising—yet unresourced—expectations in museum leader thinking. Museum managers need 
to become aware of the museum worker task saturation problem and to start a conversation on 
implementing potential solutions to, or at least ways and means of ameliorating, rising expectations, 
task saturation, and stress among our paid staff & volunteers. 
  
Nevertheless, after reading the first issue of LMNOP and given my own work experience over 26+ years 
in the museum field as well as my thinking and writing about task saturation among museum workers 
since 1990 (Thistle 1990), my first question is: From where have and where will all of the resources—
especially time and personal energies—necessary to meet the rising expectations noted above come? 
For the intended audience of LMNOP I ask this important question in light of Robert Janes’ (2009, 64) 
observation that many museum directors already are “hopelessly overburdened.” Beyond the overload 
suffered by leaders, Dubé (2001, 8-9) carried out one of the extremely rare formal research studies on 
museum working conditions. He and discovered a “general state of fatigue” and significant levels of 
“burnout” at all levels of museum work in Quebec. Recent research by Museums Journal in the UK 
reports a majority (65%) of museum professionals say that greater demands on them as a result of 
funding cuts, has created increased stress among museum workers (Sullivan 2015). 
 



My perception of working lives in the museum field can be summarized by the ancient aphorism about 
the ‘straw that broke the camel’s back.’ When already overloaded as many museum worker roles 
already are (given rising expectations, cutbacks, family pressures . . .), there can be no doubt that we 
continue to work in a rain of straws (read rising and altogether new expectations) from all 
stakeholders—museum workers themselves among the most important sources (Thistle 2013a, 22; 
Thistle 2011, 1; cf. Merritt 2005, 62, 64). An overview of my argument in this regard can be presented 
graphically. 
 
Rising Expectations, Task Saturation, and Resulting Stress Problem Among Museum Workers: 
 

 
 
When expectations (that all too often rise exponentially rather than arithmetically as shown here) 
exceed available resources for long periods of time, workers experience “task saturation,” that is, not 
enough time, tools, or resources to effectively complete the objective (Murphy 2008). It should be noted 
here that Merritt (2005, 64) quotes Pittsburgh Regional History Center President and CEO Senator John 
Heinz “We continually expect more of ourselves because of our passion for what we do.”   
 
In the modern museum world of work, many of us have experienced the short-term crisis mode ‘sprint’ 
to open a new exhibition on time. Now, however, this type of all-out effort all too often seems to have 
become ‘business as usual’ in an ongoing ‘marathon’ (cf. Posen 2013, 53; Bunting 2004, xxv, 13). 
Recently, I came across the mirror image of Figure 1 referred to as a Chronic Stress Syndrome. 

 
 
The jagged S/R saw tooth pattern of healthy stress is overwhelmed by the lack of Rest, Relaxation, or 
Recovery from short episodes of stress. Post-Modern workplaces—museums among them—have 
morphed from sites where occasional high intensity short-term projects were sustainable into 
workplaces where high intensity projects now pile one on top of the other into a continuous stream of 

Figure 1 Problem conceptual overview from Thistle (2013c, 2) 

Figure 2 Chronic Stress Syndrome (Posen 2013, 89) 



unabated stress that is the “new normal” (Posen 2013, 2). Occasional sprints have now become a 
continual marathon for museum workers. 
 
There is strong evidence that this chronic stress problem is getting worse, not better. In Canada, 
longitudinal studies over 20 years have found that stress levels are increasing and life satisfaction is 
declining among full-time employed Canadians. More than half of the sample consists of knowledge 
workers while 60% are classed as professionals and so closely match the LMNOP target audience 
(Duxbury and Higgins 2012b, 2). 
 

 
 
I have argued elsewhere that museum workers are at particular risk of task saturation (Thistle 2012; 
Thistle 2014a). According to sociologist Robert A. Stebbins (2004, ix, 10), museum, library, and archives 
workers occupy a unique category of people referred to as “occupational devotees:”  
 

Occupational devotion is a strong and positive attachment to a form of self-enhancing work, 
where the sense of achievement is high and the core activity (set of tasks) is endowed with such 
intense appeal that the line between the work and leisure is virtually erased.  

 
Stebbins argues that occupational devotees work with a high value commitment and a “profound love 
for the job” that, significantly, is regarded as “socially important, highly challenging, intensely absorbing, 
immensely appealing . . . rewarded by self-actualisation or self-development” (Stebbins 2004, 10, cf. 17, 
76).   
 
As shown in Figure 1, love for what we do and commitment to excellence drives museum workers to fill 
the increasing gap between rising expectations and resources available to meet such demands. We 
address this dissonance by working faster, harder, and longer. Inevitably, this has serious implications 
for unsustainable levels of job stress and related ill health outcomes (Posen 2013, 2, 87 passim; Dembe 
2009, 196). Among other difficulties, a “general state of fatigue” and “burnout” has been found among 
museum workers in Quebec, Canada (Dubé 2001, 8-9). Burnout is defined by (Schultz and Schultz, 2006, 
370-2) as emotional exhaustion, apathy, depression, and a variety of other negative symptoms such as 
loss of job performance due to work overload. Typically burnout strikes workers who are committed to 
their work (Schulz and Schultz 2006, 371). In other words such workers are “occupational devotees.” 
“The price for prolonged overwork is an accumulation of stress and the depletion of the body’s energy. 
This condition, in turn, leads to physical and psychological problems” (Schultz and Schultz 2006, 372).  
 
Recent research in museum workplaces suggests that museum staff are indeed at particular risk. Andrea 
Michelbach (2013) compared her museum worker sample with the overall results of the Happiness 
Initiative survey.  

Figure 3 Duxbury & Higgins (2012a, 12) from Thistle (2014a) 



 

 
Tellingly, Michelbach found that museum worker occupational devotees in her sample tend to be 
markedly happier than the general sample in all categories—except in the single measure of Time 
Balance in which they are markedly less happy (Michelbach 2013: 3, 34-35).  
 
Much more could and should be said about this chronic problem in museum work, but I will now focus 
some critical museology on museum management’s role and responsibilities here.  
 
Role of Museum Management:  
 
In the past, the onus has been placed on workers to help themselves to escape from distress at work, 
but the task saturation and stress problem is systemic and organizational in nature (Posen 2013, 5, 321; 
cf. Duxbury and Higgins 2012b, 4-6). The literature on the general sociology of work places a high level 
of responsibility for overwork on managers (Posen 2013, 38, 45; Bunting 2004, xxv).  
 
Recent research in Ontario found that there is a greater demand on the non-profit sector for service 
delivery but without commensurate resources to meet requirements. For this observer, one of the most 
disappointing findings is that the sector is facing “… a disconnect between the visions of leadership and 
the reality of leading organizations in this sector…” (McIsaac 2013, 5). Nonprofit managers tend to 
underestimate the resources required to meet their goals. 
 
Longitudinal research by Higgins et al. (2007, 78, 103, 124) demonstrates that the quality of 
management that is either supportive or unsupportive of preserving worker ability to avoid overwork is 
crucial. If management is not supportive, higher levels of role overload and work/family conflict result 
because supervisors tend to focus on time at work rather than output. The biggest problem in modern 
workplaces is the characteristic increasing volume and velocity of work, that often involves “abuse” of 
workers by managers (Posen 2013, 38, 247 passim).  
 
I personally have been challenged by a situation for example in which a temporary exhibition 
changeover schedule (that my department had been pressured into extending to 3 years) was ignored 
by museum management when approving holidays for 2 (of a total 7 F-T) staff members to vacation 
together. The upshot for me was the need to work thirty-two days in a row for eight to sixteen 
hours/day. I was expected to take down the exhibition curated by my vacationing colleague and install 
my own. Opening my exhibition late was adamantly rejected by the executive director.  
 
It is managerial decision-making like this that inevitably causes task saturation, stress, role overload, 
burn- and drop-out (Posen 2013, 91 passim). Arguably, it is unethical exploitation of museum workers 
(Thistle 2014a; 2014c, 20).  
 

Figure 4. Michelbach (2013, 45) 



Museum managers—like those in other sectors—often tend to rely on staff cutbacks to address 
deteriorating bottom lines. Statements that layoffs such as those made in recent years by the Glenbow 
Museum in Calgary, Alberta, Canada will not affect the public (Hunt 2012) occur regularly. How many 
times have we heard the promise that museums simply will “do more with less” as officials of the Art 
Gallery of Ontario said when announcing its layoffs of 23 permanent staff and deciding not to renew 47 
contract positions (Bradshaw 2009)? Of course, the reality for museum workers is never so rosy.  
 
I argue that such statements by museum administrations fail to acknowledge the fact that museum 
workers typically work as already overloaded camels. To expect that they work even harder by adding 
redundant colleagues’ tasks to their workloads and, by necessity, work even faster/harder/longer is 
blatant exploitation of museum workers’ love for their jobs (Thistle 2013a, 23; cf. Posen 2013, 289 
passim). It is a recipe for broken camel backs contrary to worker human and collective agreement rights 
as well as the law in many jurisdictions—to say nothing about failure to adhere to museum codes of 
ethics regarding the responsibility to protect human resources (Thistle 2014b; American Association of 
Museums 2000, 2; International Council of Museums 2006, 1).  
 
I maintain that these ethical obligations must include protecting workers from unreasonable overwork 
and exploitation. Indeed, UK Museums Association (2008, 4) adds to its Code of Ethics that ethical 
commitments ”must be not only aspirational but pragmatic.” Only then can we ensure that 
sustainability of both museum institutions and the physical and mental health of their workers. Such 
sustainability clearly is jeopardized by unreasonable demands that workers will “do more with less” 
voiced publicly when announcing significant layoffs (cf. Sullivan 2015). 
  
‘People are our most important resources’ is one of the most common aphorisms heard in the museum 
field. If this is in fact the case, then it is reasonable to ask: Why do task saturation, time poverty, stress 
and burnout reign in museum work? The critical issue here is the extent to which employers and 
managers value their staff (Lambert and Kossek 2005, 523). 
 
In summary of the above, we in the museum field can’t continue working the way we have been doing—
by default exploiting our paid and volunteer staff’s love for their jobs. It not only is unpleasant, it is 
unhealthy, unsustainable, and unproductive [if not counter-productive] (Posen 2013, 308). The quality 
of museum working lives surely has declined just as much as—or possibly more—than the marked 
decline in the general—but comparable—workforce (Duxbury & Higgins 2012: 4-6). The results of this 
chronic stress in Post-Modern workplaces are widely acknowledged and proven. It is not simply a matter 
of museum worker anecdotal evidence regarding stress and burn-out.  
 
There is much more to be said about the role of management (Posen 2014, 34-37) including an ethical 
critique (Thistle 2014a) but, for the present, I will rely on Dr. David Posen’s summary: the way we work 
[harder, faster, longer] is not working (Posen 2013, 289).  
 
Two decades ago, the Canadian Museums Association was calling for a human resources strategy to 
improve working lives in museums and was critical that human resources issues were rarely considered 
during the course of museum planning and decision making (Canadian Museums Human Resource 
Planning Committee 1995, 13). I argue that this characteristic has not changed substantively in the 
museum field. 
 
Solutions:  
 
Among the extensive expectations for museum workers propounded by the Canadian Museums 
Association are: possession of skills that analyse, create alternatives, act to minimise problems, and 
value original approaches to problem-solving (Canadian Museums Human Resource Planning Committee 
1997, 15). Surely, these skills can be applied to solving—or at least minimising—our expectation 
inflation and task saturation dilemmas in museum workplaces. 
 
Based on the literature dealing with the general sociology of work and the rather rare relevant museum-
specific sources, recommendations on how the problem can be addressed follow: 
 

Organization-Wide: 
 

 The first step toward any solutions to the dilemma of increasing unresourced expectations, task 
saturation, long hours, overwork, stress, and burnout in the museum field is to acknowledge 
that the problem exists (cf. Posen 2013, 321). “The workload, deadlines, pressures to perform, 
long hours, and all the other workplace stressors will never be addressed unless we 
acknowledge that there is a problem and take it seriously” (Posen 2013, 68). In my work trying 



to raise the profile of this issue, I have encountered some denial and resistance from the 
leadership in the museum field (cf. Posen 2013, 73, 141). From their research, Higgins et al. 
(2007, 35, 103) report management’s “strong resistance” to dealing directly with the problem. 
In my view it is long past time to apply critical museology to the situation and to begin 
addressing it vigorously (Thistle 2013, 22; 2011, 16 passim).  
 

 Organizations need to take the responsibility for action on reducing the impact of ‘more, better, 
faster’ culture on their workers (Duxbury and Higgins 2012b, 4-6). The problem is systemic. 
“Self-care” by the employee is not sufficient to avoid the negative consequences to the 
individual workers or the organization’s productivity. It is the organization that is the primary 
source of the pressures to overwork (Posen 2013, 5, 49; cf. Higgins et al. 2007, 160). Therefore, 
it is museum organizations that need to implement coping mechanisms such as alternate work 
arrangements, flexibility, hours, supportive supervisors, above and beyond family-centric 
policies (Higgins 2007, 31).  
 

 We must stop demanding increased volume and velocity of work (Posen 2013, 321) to meet 
many laudable objectives for which museums typically possess insufficient human resources. Dr. 
Posen adds “abuse” by supervisors to his list of the three most important causes of stress at 
work (Posen 2013, 247). Obviously, museum managers must avoid abusing or exploiting staff 
members’ love for their job (Posen 2013, 5-6).  

 

 We will need to work hard at changing the culture of unrealistic expectations and overwork in 
museum workplaces by significantly reducing unresourced expectations as well as the pace and 
undue pressures to work long hours. Long hours are foolish, unkind, short-sighted, and 
counterproductive (Posen 2013, 297). A comprehensive review of labour standards in Canada 
has recommended the 8-hour work day be maintained and that no worker should “be subject to 
coercion, or . . . be required to work so many hours that he or she is effectively denied a 
personal or civic life” (Arthurs 2006,x, xiii). 

 

 If we add one task to a workload, we should subtract a similar amount of work (Posen 2013, 
296). This is especially necessary for fully loaded camels in the museum field so as to avoid the 
risk of breaking their backs with just “one more straw.”  

 

 The above approach would be wise museum management because prevention of stress and 
burnout is more cost-efficient than treatment of stress-related physical and mental illness 
(Posen 2013, 292). At the 2014 Canadian Museums Association conference trade show, an 
exhibitor from the firm that handles the Association’s insurance program told me that mental 
illness claims due to stress now have gained substantially on physical injury claims. Research in 
the health insurance field from 2009 reports 51% of respondents “experienced higher levels of 
stress than acceptable level” (Group Health Global Partners 2009). The Sanofi-avena Healthcare 
Survey 2011 found that 35% of respondents agree that “workplace stress has been so 
overwhelming that it has made them physically ill at times, during the past year”  Sanofi 2011, 
18) 
 

 
Figure 5. Sanofi (2011, 19) 



Dr. David Posen provides lists of actions that can be taken by employers to manage stress—a 
critical necessity, not a luxury—for healthy workplaces (Posen 2013, 87). Among his many 
recommendations are: 

o “Stress is a fact of life, but it does not have to be a way of life” (Posen 2013, 303). 
o Monitor levels of worker energy, tension, and ability to focus positions measured on the 

Human Function Curve to allow remedial action when they “pass the hump” 
o Solicit direct, anonymous feedback on worker status on the curve 
o Don’t allow crossing the unhealthy stress level line too far or for too long 
o Ensure that workers take time outs, breaks, meals, exercise, social time in gathering 

places, and vacations (Posen 2013, 91-93, 292-307 passim) 
 

 Supervisors must become alert to the occurrence of signs of stress (Posen 2013, 112). Front-line 
managers need to focus on and improve their ‘people management’ practices (Higgins et al. 
2007, 237). Managers must take care to manage energy outputs of their workers (Posen 2013, 
80). I believe that this especially important because of the occupational devotee character of 
museum workers. 

 

 Pay strict attention to how we respond to the ever-increasing demands on museum institutions 
and individual paid and volunteer staff members in consideration of the human resources 
actually available to carry out goals to the level of excellence desired. In short, we must manage 
rising expectations. As Janes (2009: 156) reminds us, deciding what not to do is a crucial part of 
rational planning (cf. Ury 2007). Can we not ethically match museum goals to the resources 
actually available? Is it “strategic,” or sustainable, much less ethical to continue attempting to 
operate museums by “hopelessly overburdening” our employees?  
 

 One such source of increased expectations is the impact of rising professional standards in the 
museum field (cf. Janes 2009, 19). One unexamined–yet I believe highly significant–aspect of 
this issue is that the AAM defines standards as “generally accepted levels that all museums are 
expected to achieve” [emphasis added]. This definition of a professional standard museum 
creates “a trap that makes museum work increasingly complex and even absurd” [emphasis 
added]. Dubé (2001) has recommended that we should develop an alternate model of what 
standards small and medium-sized museums can, could, and should be expected to achieve.  

 

 HR departments as employers need to become true “Resources for Humanity” [comment by a 
participant at the 2012 AAM brainstorming session in Minneapolis. See Solutions!  (Thistle 
2014c, 8)]. 

o I believe Gurian (1995, 20-21) makes a crucial case for this: “Even if impaired work 
performance were not the outcome of unabated staff stress, I would proffer another, 
and perhaps better, reason to pay attention to staff needs. If our work in museums is 
evidence of our collective commitment to enhancing the quality of life for society, then 
we must be attentive to maintaining a high quality of life for our work community.”  

 

 Use the organizational principle of kaisen (Japanese for continual learning and constant 
improvement) and concentrate on the realm of reducing stress points for staff (Posen 2013, 
300). It is notable that Japanese organizations, once notorious for the atrocious rates of karioshi 
(Japanese for “work to death”), have been able turn a 45 degree angle rate of increase into a 
decline at the same rate (Kanani 2006, 170). Those charged with managing museum workers 
need to investigate how the Japanese have made such significant progress in the fight against 
“work to death.” 

 

 Organizational solutions list  from Higgins et al. (2007, 204-10):  
o Increase management support for stressed staff and decrease the number of non-

supportive managers 
o Listen to employee concerns 
o Make managers available to answer staff concerns 
o Plan the work effectively 
o Ask for input before making decisions that affect the amount and intensity of work 
o Share information with employees and provide feedback on performance 

 

 Organization solutions list from Schultz and Schultz (2006, 365-8): 
o Provide daycare at work 
o Flex scheduling 
o Increase the control workers have over the rate of work and mandated overtime  
o Hire supervisors who support worker quality of working life 

https://solvetasksaturation.files.wordpress.com/2014/06/solutions-copy-post-cma-revised-2014.pdf


o Make use of part-time and telecommuting options 
o Reduce role ambiguity and role conflict 
o Provide stress management training and/or resources 
o Make fitness programs available 

 
Middle Management Responsibilities: 

 

 As recommended by those commenting on the general world of work (Duxbury and Higgins 
2012, 12; Edmonson and Detert 2005, 406-7), employers must attend to the behaviours of 
immediate supervisors and their relationships with staff as the primary variable in an 
organization’s ability to deal with unresourced rising expectations leading to overload and 
stress. This chronic stress must be reduced not only to sustain employee well-being but to 
prevent loss of organizational efficiency and productivity (Posen 2013, 115; Schultz and Schultz 
2006, 374). 

 

 Change the ‘willing slaves’ syndrome by “humanizing the workplace” (Bunting 2004, 270 ff., 325) 
in order to seek reductions in the common situation of overwork and to create the possibility of 
more work/personal life "balance" for museum staff (cf. Duxbury & Higgins 2012b, 11-12). 
Museum managers must begin to plan and act as if we truly believe that ‘people are a museum 
organization’s most important asset.’ As noted above, protecting our human resources from 
work intensification, overwork, and debilitating stress loads is an ethical obligation (American 
Association of Museums 2000, 2; International Council of Museums 2006, 1). In light of museum 
ethical standards, “There is no point in occupying the ethical high ground if that results in 
museums becoming unsustainable” (Museums Association (UK) 2008, 4). I firmly believe that 
safeguarding museum staff and volunteers from damaging unreasonable expectations, work 
intensification, long hours, stress, and burnout is just as important as our legal responsibility for 
their physical safety in constructing exhibits for example. Museum employers need to ensure 
our workforce is functioning at sustainable levels of intensity and workloads. 

 

 In this regard, we need to realize that we attempting to change culture—the culture of 
overwork in museums and this is primarily a leadership issue (Posen 2013, 303; Duxbury and 
Higgins 2012, 10, 11-12, 13; Burke 2009, 171). As Karen Kienzle intimates in the first issue of 
LMN Online Press, organizational culture change is neither easy nor quickly done. Although it is 
the system that needs to change, it is not simply a matter of writing policy (Edmonson and 
Detert 2005, 409). Absolutely critical is the real world practice of what managers expect of our 
human resources! I believe strongly that museum managers must renounce always “doing more 
with less or everything with nothing” (Posen 2013, 5). Solutions need to be directed at the 
system of work intensification driven by the museum workers striving for excellence as well as 
collegial, visitor, management, board, and more broadly social expectations.   
 

 Her recent work on museum worker well-being prompted Andrea Michelbach to state: 
 

The responsibility for museum professionals and the field lies in fostering the well-being 
of dedicated individuals on both an institutional and a personal level since committed 
individuals may be at additional risk of burnout (Schultz & Schultz, 2006). Museum 
supervisors and workplace policymakers need to consider the impact of current 
demands on their staff while also bearing in mind how such demands could compromise 
the well-being, and retention, of their staff for the future (Michelbach 2013, 67, cf. 68). 

 

 One of the most crucial measures needed to restore workplace sustainability for museum staff 
and volunteers in my view has been stated succinctly by Dr. David Posen: “Most importantly, 
modify unrealistic expectations” (Posen 2013, 112). I have been attempting to make this point 
for those of us in the museum field for nearly a quarter century now (Thistle 1990, 1).  
 

 Attend to and improve ‘people management’ practices to focus on the people part of managers’ 
jobs (Higgins et al. 2007, 237). Supervisors must take care to manage the energy of their workers 
(Posen 2013, 80). I believe that this especially important because of the occupational devotee 
characteristics of museum workers. 

 

 Essentially, museum managers have two choices: i) match expectations to levels supported by 
reasonably sufficient existing human resources or ii) hire more staff (cf. Posen 2013,60-1, 136, 
323 passim). To continue current museum practice to run “lean and mean” and “press on 
regardless” to “do more with less” is short-sighted in the extreme because it not only harms 
worker health, it also undermines productivity (Posen 2013, 58-9, 136).  



 

 Focus on output rather than time at work. Understand that long hours, working harder, and 
doing it faster are counterproductive (Posen 2013, 92, 96).  
 

 Gurian (1995, 20) writes about the dangers of the psychological consequences of workplace 
stress for staff and asserts that museum management has a responsibility to attend to the 
psychological and emotional well-being of staff. 
 

 Museum priorities require attention to what is important vs. the urgent. Posen (2013, 125) cites 
Stephen Corey’s The Seven Habits of Highly Effective People in making this point.  

 

 A number of other recommendations to management for solving the problem are given by Dr. 
David Posen (2013, 125, 147, 291-325). 

 
Individual Solutions: 

 

 As is the case for managers, individual workers need to make regular checks on where you are 
situated on the Human Function Curve and to be aware of when you “pass the hump” (Posen 
2013, 91-2, 112). Appropriate responses include time outs, breaks, meals, exercise, social 
experiences, and vacations. See my previous vacation blog post.  

 

 A participant at a Solutions! conference brainstorming session suggested “Say no; we need to 
take a stand” (Thistle 2014c, 3). This is rather easy for a museum worker to say in a conference 
session, but much more difficult to put into practice on the job. In order to be successful with 
such a strategy, William Ury, Director of the Global Negotiation Project at Harvard, presents a 
plan of action that I highly recommend. It bases ‘No’ on first saying a positive ‘Yes’ to the 
individual's own values [e.g. volunteering with community organizations], life situation [e.g. 
workload], and core interests [e.g. work/family conflict (Higgins et al. 2007, 194)]. Then, 
negotiation is required to jointly create a plan of action for dealing with unreasonable demands 
in the real world (Ury 2007, 2, 17-18, 34, 43, 80-1, passim). 

 
Finally, I will add some of my personal suggestions on solutions here: 

 

 First for managers and individual museum workers, take care of your own best interests so you 
can preserve your ability to work to full capacity without the debilitating effects of stress.  
 

 Provide time and space for staff returning to work from training so they actually can implement 
learnings gained from professional development sessions. Professional development 
participants could attempt to solve this expectation inflation problem during professional 
development events by asking trainers: How do I find the time and personal energies to 
implement what I just learned? Concerned museum workers also could pass resolutions at 
professional museum organization AGMs that would encourage if not require trainers 
presenting training programmes offered by the association to address how to implement new 
learnings when learners return to work where already overflowing list of tasks await. 

 

 Museum professional development instructors need to provide suggestions for example on 
exactly what can be dropped from a full-to-overflowing load of existing museum worker tasks in 
order to put your presentation into practice? 

 

 Don’t allow the plethora of ‘oughts’ and ‘shoulds’ piled unheedingly on our workloads to 
produce the warning signs of task saturation identified by James Murphy 2000, 130-9), former 
USAF fighter pilot: 

o shutting down, being unable to proceed, becoming paralyzed, giving up, quitting 
o compartmentalising, avoiding the large overwhelming tasks, hiding overload through 

busy-work, making lists of things to do rather than actually doing them 
o channelizing, choosing to do only one task and ignoring everything else–with eyes fixed 

on one cockpit dial, flying your high-tech fighter plane [or museum operation] into the 
ground.  

 

 Abandon the rampant pessimism! I hear constantly ‘Everyone is in the same boat, so we can’t 
do anything about it.’ If we are to accept Robert Janes’ (2009) challenge to involve museums in 
solving world problems, l suggest that applying the creativity expected of museum workers by 
the CMA above could identify ways and means of effectively dealing with our own problem. 



These could then be ‘sold’ to the rest of the working world also burdened by rising expectations 
and task saturation. Even though we cannot prove for certain that Margaret Mead ever stated 
“Never doubt that a small group of thoughtful, committed, citizens can change the world. 
Indeed, it is the only thing that ever has[,]” the quality of this wisdom remains beyond dispute. 
Surely, the problem can never be solved by saying or doing nothing about it. Indeed, speaking 
up is the first step toward achieving sustainable balance in working lives (Edmonson and Detert 
2005, 422). 
  

 Beyond funders and regulators, museum trustees and other like stakeholders tend to bring a 
constant stream of bright new ideas to the table. The danger of engaging in what I call 
“management by the next bright idea” when the last bright idea has not yet been implemented 
fully is an issue that also requires serious attention (Thistle 2011, 3). I strongly advise that we 
stop managing museums by the next bright idea. Instead, we must spend existing limited 
resources to consolidate the last bright idea before moving on (cf. McIsaac 2013, 5). 

 

 Museum workers must start being brutally realistic about what is doable given the relatively 
minuscule human and other resources actually available compared to our own lofty 
expectations and those placed on us by others. Trying to do too much to meet the exponential 
expectations curve simply reduces the quality of everything we attempt–not to mention the 
quality of our own working lives. Instead, let us determine to do a few top priorities well (cf. 
Barton 2014; Babauta 2009), rather than attempt everything expected of us in an under-
resourced and therefore unavoidably and frustratingly mediocre–not to mention personally 
stressful–fashion. 

 

 Museum-specific research on quality of working lives is required to justify the need in the 
museum field to overcome denial of and resistance to acting upon the problem (see Thistle 
2013; Kahn and Garden 1994, 211; Thistle 2013c, 11 passim). 

 

 Interested individuals also will find 20 pages containing a wide variety of suggestions generated 
by experienced museum workers at 3 conference brainstorming sessions in the Solutions! 
document (Thistle 2014c).  

 
Conclusion: 
 
I began this piece by pointing out the number of unresourced expectations found in the first issue of the 
American Alliance of Museums Leadership and Management Network’s LMN Online Press (August 
2014). Obviously, in my argument I have raised many more expectations for readers. My main purpose 
here, however, has been to raise the profile of the museum worker task saturation problem among the 
leaders and managers in the museum field. I aim to generate a conversation about how we might best 
manage the way museum workers deal with rising expectations absent sufficient resources. Clearly, 
expectation inflation in the museum field must be managed as a rather high priority. 
 
I believe strongly that museum professionals and our managers cannot continue to work in the manner 
that we typically do. We are burning out our human resources and this is not sustainable. We must 
begin thinking and talking about changing the existing museum constantly ‘doing more with less’ work 
culture. Museum managers need to care for our own work/life balance and that of our employees and 
volunteers so as to avoid burning ourselves to a crisp. 
 
Now is the time for creating a new vision for quality of working life in the museum field and 
implementing effective actions to manage rising unresourced expectations and the resulting untreated 
stress (cf. Posen 2013, 322-3). 
 
References Cited: 
 
American Association of Museums. 2000. Code of Ethics for Museums. Washington: American 

Association of Museums. 
 
Arthurs, Harry W. 2006. Fairness at Work: Federal Labour Standards for the 21st Century. Ottawa: 

Human Resources and Skills Development Canada. 
 
Barton, Adrianna. 2014. “Why ‘B’ Can be Better.” Toronto Globe & Mail. 15 December, L5.  
 
Babauta, Leo. 2009. The Power of Less: The Fine Art of Limiting Yourself to the Essential…in Business and 

in Life. New York: Hyperion. 

https://solvetasksaturation.files.wordpress.com/2014/06/solutions-copy-post-cma-revised-2014.pdf
https://solvetasksaturation.files.wordpress.com/2014/06/solutions-copy-post-cma-revised-2014.pdf
http://www.magnetmail.net/actions/email_web_version.cfm?recipient_id=80299974&message_id=5720706&user_id=Museum&group_id=0&jobid=20822523
http://www.magnetmail.net/actions/email_web_version.cfm?recipient_id=80299974&message_id=5720706&user_id=Museum&group_id=0&jobid=20822523


 
Bradshaw, James. 2009. “AGO cuts 23 permanent staff.” Toronto Globe and Mail 4 April (updated 14 

April) http://www.theglobeandmail.com/news/national/ago-cuts-23-permanent-
staff/article1156582/ (accessed 27 August 2014). 

 
Bunting, Madeline. 2004. Willing Slaves: How the Overwork Culture is Ruling Our Lives. London: 

HarperCollins Publishers. 
 
Burke, Ronald J. 2009. “Working to Live or Living to Work: Should Individuals and Organizations Care?” 

Journal of Business Ethics 84: 167-172. 
 
Canadian Museums Human Resource Planning Committee. 1997. The Workforce of the Future: 

Competencies for the Canadian Museum Community. Ottawa: Canadian Museums Association. 
 
Canadian Museums Human Resource Planning Committee. 1995. People, Survival, Change and Success: 

A Human Resource Action Strategy for the Canadian Museum Community. Ottawa: Canadian 
Museums Association. 

 
De Bloom, Jessica et al. 2011. “How Does a Vacation from Work Affect Employee Health and Well-

Being?” Psychology and Health 26 (12): 1606-1622. 
 
De Graaf, John. 2003. Take Back Your Time: Fighting Overwork and Time Poverty in America. San 

Francisco: Berrett-Koehler. 
 
Dembe, Allard E. 2009. “Ethical Issues Relating to the Health Effect of Long Work Hours,” Journal of 

Business Ethics 84, (2), 195-208. 
 
Dubé, Philippe. 2001. “View: Towards a New Generic Model for Small and Medium-Sized Museums. 

Muse 19 (1): 8-9. 
 
Duxbury, Linda and Higgins, Christopher. 2012a. Key Findings. Revisiting Work-Life Issues in Canada: The 

2012 National Study on Balancing Work and Caregiving in Canada. Ottawa: Carleton University 
& the University of Western Ontario. 

 
Duxbury, Linda and Higgins, Christopher. 2012b. Revisiting Work-Life Issues in Canada: The 2012 

National Study on Balancing Work and Caregiving in Canada. Ottawa: Carleton University and 
the University of Western Ontario http://newsroom.carleton.ca/wp-content/files/2012-
National-Work-Long-Summary.pdf (accessed 29 August 2014). 

 
Edmonson, Amy C. and Detert, James R. 2005. “The Role of Speaking Up in Work-Life Balancing.” In 

Work and Life Integration: Organisational, Cultural, and Individual Perspectives. Ellen Ernst 
Kossek and Susan J. Lambert eds. Mahwak, NJ: Lawrence Erlbaum Associates. 

 
Fry, Lewis W. and Cohen, Melanie. 2009. “Spiritual Leadership as a Paradigm for Organizational 

Transformation and Recovery from Extended Work Hours Cultures.” Journal of Business Ethics 
84 (Supplement 2): 265-78. 

 
Green, Frances. 2006. Demanding Work: The Paradox of Job Quality in the Affluent Economy. Princeton, 

NJ: Princeton University Press. 
 
Group Health Global Partners. 2014. “Workforce Tolerance.” Group Health Global Partners 

http://www.grouphealth.ca/  
 
Gurian, Elaine Heuman. 2005. Institutional Trauma: Major Change in Museums and its Effect on Staff. 

Washington: American Association of Museums. 
 
Harris, Michael. 2014. The End of Absence: Reclaiming What We Have Lost in a World of Constant 

Connection. Toronto: HarperCollins [Current (Penguin Random House) in USA]. 
 
Higgins, Chris, Duxbury, Linda, & Lyons, Sean. 2007. Reducing Work-Life Conflict: What Works? What 

Doesn’t. Report 5. Ottawa: Health Canada. 
 

http://www.theglobeandmail.com/news/national/ago-cuts-23-permanent-staff/article1156582/
http://www.theglobeandmail.com/news/national/ago-cuts-23-permanent-staff/article1156582/
http://newsroom.carleton.ca/wp-content/files/2012-National-Work-Long-Summary.pdf
http://newsroom.carleton.ca/wp-content/files/2012-National-Work-Long-Summary.pdf
http://www.grouphealth.ca/


Hunt, Stephen. 2012. “Glenbow Museum at Centre of Storm.” Calgary Herald 7 September 
http://www.calgaryherald.com/Glenbow+Museum+centre+storm/7208923/story.html   
(accessed 27 August 2014). 

 
International Council of Museums. 2006. ICOM Code of Ethics for Museums. Paris: International Council 

of Museums. 
 
Janes, Robert R. 2009. Museums in a Troubled World: Renewal, Irrelevance or Collapse? New York: 

Routledge. 
  
Kahn, Howard and Garden, Sally. 1994 (original 1993). “Job attitudes and occupational stress in the 

United Kingdom museum sector.” In Museum Management ed. Kevin Moore. New York: 
Routledge. 

 
Kanani, Atsuko. 2009. “Karioshi (Work to Death) in Japan.” Journal of Business Ethics 84: 2009-16. 
 
Kanani, Atsuko. 2006. “Economic and Employment Conditions, karioshi (work to death) and the Trend of 

Studies on Workaholism in Japan.” In Research Companion to Working Time and Work 
Addiction, Ronald J. Burke ed. Cheltenham, UK & Northampton, MA, USA: Edward Elgar. 

 
Lambert, Susan J. and Kossek, Ellen Ernst. 2005. “Future Frontiers: Enduring Challenges at Establishing 

Assumptions in the Work-Life Field.” In Work and Life Integration: Organizational, Cultural, and 
Individual Perspectives. Ellen Ernst Kossek and Susan J. Lambert eds. Mahwak, NJ: Lawrence 
Erlbaum Associates. 

 
Maniez, Erica. 2002. “Survival Secrets for the Heritage Professional.” History News 57 (3): 9-11. 
 
McIsaac, Elizabeth et al. 2013. Shaping the Future: Leadership in Ontario’s Nonprofit Labour Force. Final 

Report. ONN Human Capital Renewal Strategy: Phase One. Toronto: Ontario Nonprofit 
Network and The Mowat Centre. 

 
Merritt, Elizabeth E. 2005. “Running in Place, But Faster: New Changes in Museum Standards.” Museum 

News 84 (2): 61-66. 
 
Michelbach, Andrea N. 2013. “Are Museum Professionals Happy? Exploring Well-Being Across Domains 

and in the Workplace.” A thesis submitted in partial fulfillment of the requirements for the 
degree of Master of Arts. Seattle: University of Washington. 
https://digital.lib.washington.edu/researchworks/bitstream/handle/1773/23533/Michelbach_
washington_0250O_11485.pdf?sequence=1 (accessed 20 August 2014). 

 
Murphy, James D. 2008. “How to Overcome Task Saturation for Flawless Execution” (Peter DeHaan 

Publishing Inc. www.myarticlearchive.com/articles/5/071.htm (accessed 20 August 2014). 
 
Murphy, James D. 2000. Business is Combat: A Fighter Pilot's Guide to Winning in Modern Business 

Warfare. New York: Regan Books, 2000.   
 
Museums Association (UK). 2008. Code of Ethics for Museums: Ethical Principles for All Who Work for or 

Govern Museums in the UK. London: Museums Association. 
 
Posen, David. 2013. Is Work Killing You? A Doctor’s Prescription for Treating Workplace Stress. Toronto: 

House of Anansi Press Inc. 
 
PR News Wire. 2014. “Nearly half of Americans polled "check in" at work while on vacation according to 

new Travel Leaders Group survey.” Consumer Health Complete 2 June 
http://search.ebscohost.com/login.aspx?direct=true&db=cmh&AN=201406021152PR.NEWS.U
SPR.CG39947&site=chc-live (accessed 22 July 2014). 

 
Ross, Max. 2004. “Interpreting the New Museology,” Museum and Society 2, (2): 82-103.  
 
Sanofi. 2011. Sanofi-avena Healthcare Survey. Sanofi 

http://en.sanofi.com/our_company/our_company.aspx (accessed 13 February 2015). 
 

http://www.calgaryherald.com/Glenbow+Museum+centre+storm/7208923/story.html
https://digital.lib.washington.edu/researchworks/bitstream/handle/1773/23533/Michelbach_washington_0250O_11485.pdf?sequence=1
https://digital.lib.washington.edu/researchworks/bitstream/handle/1773/23533/Michelbach_washington_0250O_11485.pdf?sequence=1
http://www.myarticlearchive.com/articles/5/071.htm
http://en.sanofi.com/our_company/our_company.aspx


Schor, Juliet B. 2003. “The (Even More) Overworked American.” In Take Back Your Time: Fighting 
Overwork and Time Poverty in America. John de Graaf ed. San Francisco: Barrett-Koehler 
Publishers, Inc. 

 
Schor, Juliet B. 1991. The Overworked American: The Unexpected Decline of Leisure. New York: Basic 

Books. 
 
Take Back Your Time. 2014.  http://timeday.org/takebackyourtime/ 

http://timeday.org/takebackyourtime/?s=%22time+poverty%22 (accessed 20 August 2014) 
 
 
Schultz, Duane P. and Schultz, Sydney Ellen. 2006. Psychology and Work Today. An Introduction to 

Industrial and Organizational Psychology Ninth Edition. Upper Saddle River, NJ: Prentice Hall. 
 
Stebbins, Robert A. 2004. Between Work and Leisure: The Common Ground of Two Separate Worlds. 

New Brunswick, USA: Transaction Publishers. 
 
Take Back Your Time. Challenging Time Poverty and Overwork in America. 2014. “About Us.” Seattle: 

Sustainable Seattle http://timeday.org/takebackyourtime/about-take-back-your-time/ 
(accessed 1 September 2014). 

 
Sullivan, Nicola. 2015. “Museum Professionals Have to Meet Higher Demands Due to Cuts.” Museums 

Journal Museums Association, UK http://www.museumsassociation.org/museums-
journal/news/06052015-staff-stress (accessed 14 May 2015). 

 
Thistle, Paul C. 2014a. “Museum Worker Overload & the Ethics of Exploitation” presented at the 

Canadian Museums Association Annual Conference, Toronto, ON, 9 April. 
 
Thistle, Paul C. ed. 2014b “Solutions for Low Level of Well-Being, Lack of Time Balance, Task Saturation, 

& Stress” presented remotely at the American Alliance of Museums Annual Meeting, Seattle, 
WA, 21 May. 

 
Thistle, Paul C. 2014c. “Solutions! Copy Post CMA Revised 2014 Shared Working Document.” Solving 

Task Saturation for Museum Workers Blog http://solvetasksaturation.wordpress.com/task-
saturation-documents-background-analysis-solutions/ (accessed 30 August 2014). 

 
Thistle, Paul C. 2013a. “Overworked and Under Stress: The Critical Role for Museum Management & 

Professional Organisations in Quality of Working Life Issues.” Alberta Museums REVIEW 37 (1): 
22-27. 

 
Thistle, Paul C. 2013b. “Recent Research on Museum Worker Well-Being: Are Museum Professionals 

Happy?” Solving Task Saturation for Museum Workers Blog, 27 December 
http://solvetasksaturation.wordpress.com/2013/12/27/recent-research-on-museum-worker-
well-being-are-museum-professionals-happy/ (accessed 25 August 2014).  

 
Thistle, Paul C. 2013c. “Fully Loaded Camels: Addressing Museum Worker Task Saturation” [updated and 

expanded version of paper presented at the University of Toronto Museum Studies Program 
40th Anniversary Conference Taking Stock: Museum Studies and Museum Practices in Canada 
on 24 April 2010]. Solving Task Saturation for Museum Workers Blog 
https://solvetasksaturation.files.wordpress.com/2013/09/thistle-fully-loaded-camels.pdf  
(accessed 27 April 2015).   

 
Thistle, Paul C. 2012. “Overloading of Entry Level Workers: Forewarned Is Forearmed.” Solving Task 

Saturation for Museum Workers Blog, 21 August 
http://solvetasksaturation.wordpress.com/2012/08/21/overloading-of-entry-level-workers-
forewarned-is-forearmed/ (accessed 19 August 2014). 

 
Thistle, Paul C. 2011. “Problem Statement: Museum Workers as Fully Loaded Camels Standing in a Rain 

of Straws.” Solving Museum Worker Task Saturation Blog 
http://solvetasksaturation.wordpress.com/task-saturation-documents-background-analysis-
solutions/ (accessed 21 August 2014). 

 

http://timeday.org/takebackyourtime/
http://timeday.org/takebackyourtime/?s=%22time+poverty%22
http://timeday.org/takebackyourtime/about-take-back-your-time/
http://www.museumsassociation.org/museums-journal/news/06052015-staff-stress
http://www.museumsassociation.org/museums-journal/news/06052015-staff-stress
http://solvetasksaturation.wordpress.com/task-saturation-documents-background-analysis-solutions/
http://solvetasksaturation.wordpress.com/task-saturation-documents-background-analysis-solutions/
http://solvetasksaturation.wordpress.com/2013/12/27/recent-research-on-museum-worker-well-being-are-museum-professionals-happy/
http://solvetasksaturation.wordpress.com/2013/12/27/recent-research-on-museum-worker-well-being-are-museum-professionals-happy/
https://solvetasksaturation.files.wordpress.com/2013/09/thistle-fully-loaded-camels.pdf
http://solvetasksaturation.wordpress.com/2012/08/21/overloading-of-entry-level-workers-forewarned-is-forearmed/
http://solvetasksaturation.wordpress.com/2012/08/21/overloading-of-entry-level-workers-forewarned-is-forearmed/
http://solvetasksaturation.wordpress.com/task-saturation-documents-background-analysis-solutions/
http://solvetasksaturation.wordpress.com/task-saturation-documents-background-analysis-solutions/


Thistle, Paul C. 1990. “Editor’s View.” Little Northern Museum Scene 38 (August), 1 
http://solvetasksaturation.wordpress.com/task-saturation-documents-background-analysis-
solutions/ (accessed 21 August 2014). 

 
Ury, William. 2007. The Power of a Positive No: How to Say No and Still Get to Yes. New York: Bantam 

Dell. 
 
                                                                                                                                                                                                                                                                                  
Endnotes: 
 
1
 Gurian writes about major “traumatic” change events in museum institutions but, in the Post-Modern world of 

work, change now is not characterized by single, but rather serial, events and the resulting stresses accumulate 
unabatedly. The pace of Post-Modern work is so high that there is no time for recovery or consolidation. We are 
infected by “hurry sickness” (Green 2006, 44, 46, 52, 57, 61, 64; cf. Bunting 2004, 37; Posen 2013, 166 passim). 
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