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ABSTRACT
In this alt.chi submission, we explore overwork in academic Human-
Computer Interaction (HCI) research. We first ask why it is that we
overwork: a combination of external pressures including cutthroat
publication-centric competition, lack of recognition for invisible
research labor facilitated by technologies that promote overwork
and further hide the labor behind research, and institutionalized
overwork norms reified through toxic advising practices; along
with internal pressures, including information opacity and precari-
ous employment as tools for self-exploitation, intense personal and
emotional investment in research, and our relational commitments
to each other. We explore overwork’s detrimental consequences
to individual researchers, the relationships between them, and re-
search integrity. Our analysis of overwork in academia underscores
the urgent need to halt our overwork norms and pivot towards rea-
sonable, responsible, and health-conscious work practices—before
we burn to a crisp in the name of more publications.
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1 INTRODUCTION
Overwork, a seeming prerequisite for research success, has become
the unspoken rule of academia. Overwork stands as our elephant
in the room – immensely evident, persistently present, yet remains
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routinely and systematically unaddressed. We see overwork every-
where we go. We see it in our colleagues’ tired eyes and in their
hollow souls, their vitality depleted by long hours of cognitively de-
manding, emotionally draining, and physically sedentary research
labor. We see it in ceaseless and burdensome service requests to
support the academic publishing machine, freely providing our
labor and expertise to author, review, and edit publications; orga-
nize conferences and workshops; serve on institutional committees;
and mentor junior researchers eager to join the ranks. We see it
in the disproportionately high rates of stress and burnout among
researchers [36, 51, 72]. We see it in the unsustainable exponential
growth of research publications, with rates that outpace the num-
ber of practicing scientists [26]. 1 We see it in inflated numbers of
PhD awardees, and the consequent hyper-competition [13, 59] that
renders entrance to research careers difficult without a number of
achievements and demonstrated research experience [37]. Reluc-
tantly resigned to overwork, we endure it, we hate it, and we suffer
its ruinous effects at individual and societal levels.

Paid to learn, discover, and innovate to advance our collective
knowledge and broaden our possible futures, we as HCI academics
hold positions of immense privilege, potential, and responsibility.
Yet, the reality of our work lives is far from ideal. How did a role
so rich in reward and potential become so fraught with stress and
burnout? What has our culture of overwork cost to our personal
and relational wellbeing, and to the quality of our contributions to
society? Most importantly, what steps can we take to address and
reform our deeply-rooted overwork conditions? This alt.chi submis-
sion seeks to unveil the hidden tendrils of the insidious overwork
monster, examining why we overwork, the severe consequences it
brings, and what we can do to resist its pervasive grip.

2 OVERWORKING: THE DRIVERS
Unequivocally, quality research takes work. The issue is the exces-
sive degree of work demanded: unrealistic expectations that deny
HCI researchers a balanced commitment to understanding, advanc-
ing, and enriching knowledge by making us reluctant participants
in a widespread academic cultural fight to publish or perish. To dis-
rupt our entrenched overwork culture and so pave the way for more
viable academic futures, we must first identify and challenge its root
causes: why do we accept and perpetuate academia’s debilitating
overwork conditions?

1CHI is not exempt from this trend, with perpetual increases in the number of submis-
sions – boasting 27% more submissions for CHI 2024 than 2023, and 52% more than
2022 [57]
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We highlight both external factors—(1) cutthroat publication-
centric competition; (2) technology-facilitated overworking; and
(3) institutionalized overwork norms reified through toxic advising
relationships— and internal pressures— (4) information opacity and
precarious employment as tools for self-exploitation; (5) intense
personal and emotional investment in research; and (6) our rela-
tional commitments to not let each other down—that shape and
enforce overwork’s prevalence in academia.

2.1 External Pressures
2.1.1 Cutthroat Publication-Centric Competition. Our pervasive
overwork culture is intricately tied to a publication-centric frame-
work, where researcher success is measured with greater weight
given to publication and citation count than to our work’s qual-
ity or rigor. Intense focus on publication volume has been further
amplified by the rise of bibliometrics, facilitating instant quantifi-
cation of a researcher’s publication record as a reductive proxy for
our worth. Compounding the challenge for inter-disciplinary fields
such as HCI, which include demographically diverse, disparately re-
sourced, and geographically dispersed researchers across academia,
industry, and government to address high-impact global issues, is
the cutthroat research environment. We face pressures to publish
prolifically while also targeting top-tier venues like CHI to max-
imize our impact and advance our academic careers. Indeed, the
rate of scientific publication is surging [7, 34, 35], CHI included.
These prestigious publication slots necessitate research output of
nearly flawless quality, resulting in a dynamic where the oppressive
demand for publication quantity is matched only by unrelenting ex-
pectations for continuous research excellence. Escalating research
performance expectations to unreasonably high levels, particularly
for those less-resourced, our unrealistic standards for competition
fuel overwork.

With no feasible alternative metric for evaluating research suc-
cess in our culture’s paradoxically skewed emphasis on high-volume
and high-impact publishing, the labor required to constantly pro-
duce high-quality research is overlooked as we are compelled to
produce more, faster, and better regardless of the cost to stay com-
petitive. We’re trapped in a continuous state of overwork for the
sake of academic survival. Our minimum bar for academic success
is unreasonably high, disparately burdensome, and must change.

2.1.2 Technological Advancements Promote Overwork and Neglect
Invisible Labor. Technological advancements have significantly trans-
formed research practice. Tools including scholarly search engines,
citation managers, remote communications, and data analysis soft-
ware have facilitated easier and quicker access to collaborators,
participants, data, analysis tools, and related literature. These tech-
nologies have made outputting research easier and more efficient;
however, as a consequence, researchers are now compelled to keep
pace with this unsustainable rate of rapidly increasing academic
output [1, 22]. The need to stay current with ever-growing publi-
cations in our field is a problem particularly salient in HCI, where
expectations to maintain multi-disciplinary expertise, combined
with the personal stakes tied to publication, can fuel a constant fear
of professional scrutiny lest one be ‘called out’ for not having read
the most recent paper in a field.

Simultaneously, digitally-mediated research practices promote
overwork. As labor histories have shown us, labor-saving tech-
nologies change work in ways that maximize output and efficiency,
rather than inways that benefit workers [16]. Time that a researcher
saves through technology is reinvested into producing more work,
without a corresponding reduction in research workloads — in
other words, once it is easier to produce more work, we are ex-
pected to produce more work, meaning that no time is saved for
us at all. Used to facilitate greater research engagement (e.g., par-
ticipant outreach, research collaboration) and simplify mundane
‘shallow work’ [44] tasks (e.g.,organizing emails, managing refer-
ences, automating analyses), our technology-mediated work prac-
tices become redistributed to not only demand higher output, but
require greater effort, with expectations that we remain constantly
connected [62] while filling our time with more ‘deep work’ [44].
Less simple to automate, this deep work requires intense periods
of concentration that push our cognitive limits. Though deep work
can be profoundly fulfilling and has undoubtedly served many of
our most important innovations, it is simultaneously exhausting, re-
quiring creative, physical, and social counterbalances to restore our
overworked neural circuits, renew our capacity to return to deep
work engagement, and maintain healthy relationships to our labor.
A constant expectation of continuous deep work only diminishes
its returns.

The dispersed and remote nature of digital research practice
exacerbates the challenge of recognizing the substantial amount of
invisible labor already involved in producing, disseminating, and
collaborating on research. What remains out of sight often remains
unnoticed. As a result, despite the researcher’s increased work-
loads, digitally-mediated research labor remains largely invisible
and unacknowledged. Meant to aid research, research technolo-
gies instead heighten the pressures of academic life, intensifying
not only overwork pressures, but the invisibility of research labor
itself—leading to unreasonable demands of researchers’ time and
effort. We must reevaluate our reliance on technology in academic
research to ensure that these tools serve to enhance, not exacer-
bate, researcher productivity and wellbeing; promote environments
conducive to intellectual engagement and innovation; and do not
become inadvertent catalysts for an escalating cycle of academic
overwork that further obscures researchers’ invisible labor.

2.1.3 Institutionalized Overwork Norms and Toxic Advising Rela-
tionships. A major source of overwork is driven by both top-down
institutional pressures and toxic advising relationships. Research
institutions, driven to enhance their prestige and financial stand-
ing through publications and grants, inadvertently set unrealistic
research norms that prioritize output over the wellbeing of re-
searchers, and create an environment where overwork is not just
expected but required for academic survival and success.

This systemic issue is further magnified by the decentralized
nature of academic labor management, where employing institu-
tions shift responsibility for labor management onto individual
faculty [40] who wield significant power over researchers and
work conditions in their labs, often without adequate oversight
or checks against abuse. Responsible for setting the tone and cul-
ture within their research groups, these faculty lab leaders, mentors,
and advisors—many of whom secured their position by adhering to



Overworking in HCI CHI EA ’24, May 11–16, 2024, Honolulu, HI, USA

overwork norms—often enforce the same blueprint for their own
success, normalizing a culture where excessive work hours and
relentless pursuit of research output becomes standard [23]. Far
too common, advisors set excessively high expectations for their
students and postdocs, either through explicit demands for exces-
sive work hours or by implicitly setting productivity standards that
can only be achieved with overwork [23].

Our institutional overwork norms and detrimental advising prac-
tices shape an environmentwhere academic success is tightly bound
to harmful and unsustainable work habits [36]. The rare advisor
who does challenge these exploitative standards exposes them-
selves to professional vulnerability, further limiting possibilities
for change. Upholding overwork norms erodes the wellbeing of
current and future academics, and threatens the integrity and sus-
tainability of the academic enterprise as a whole. To dismantle these
harmful practices, it is imperative that research institutions foster
a culture where balanced workloads and supportive mentorship
are benchmarks for academic excellence and success, and imple-
ment adequate protections for researchers of all career stages to
challenge and resist the status quo.

2.2 Internal Pressures
2.2.1 Information Opacity and Precarious Employment as Tools for
Self-Exploitation. While overwork is rooted in external pressures
like institutional norms, advising practices, and hyper-competitive
environments, academic overwork is further reinforced by internal
pressures that stem from within the researcher. These external
and internal factors interact to create an entrenched ecosystem of
overwork.

Central to this dynamic is information opacity, where researchers
engage in their work uncertain about how much work is needed
to succeed due to a lack of accessible and transparent information,
coupled with precarious employment conditions—a hallmark of
hierarchical academic structures. Research expectations are often
shrouded in obscurity; rarely do administrators, departments, or
advisors explicitly state the de facto requirements (e.g., number of
publications) to secure a PhD, faculty position, or tenure. Higher-
ups often adopt a commitment to flexibility instead. While this
vagueness (in theory) allows for personalized evaluations of indi-
vidual researchers, flexibility also operates as a double-edged sword:
without clear guidelines or benchmarks for when their work is
enough, the information opacity leaves researchers grappling with
the constant fear of falling short, enforcing overwork standards
by default as researchers strive to produce as much high-quality
output as possible.

Opaque success metrics disproportionately affect early-career
researchers, given the precarity of their insecure employment con-
tracts [25, 45]. Further, these harmful effects can compound for
researchers from historically marginalized backgrounds, including
first-generation researchers who may be constrained in navigating
institutional challenges, researchers with caregiving responsibil-
ities and/or from poorer socio-economic backgrounds who may
have insufficient support systems to contend with high academic
demands, disabled researchers whose conditions are often incom-
patible with excessively long and strenuous work environments,
and researchers from cultural backgrounds who may face unique

pressures to endure exploitative academic conditions [24, 41, 55, 67].
Without sufficient institutional knowledge, appropriate supports,
and independent (e.g., not self-interested) guidance to know when
their work is good enough, early-career researchers are compelled
to continuously push beyond reasonable limits in an effort to meet
undisclosed expectations by ‘playing it safe.’

In the absence of clear benchmarks for career success and se-
curity, information opacity promotes overwork among our most
precarious researchers. The need for clear, equitable, and explicit
success metrics in academia cannot be overstated. Establishing
transparent minimum benchmarks and fostering an environment
that values the wellbeing of all researchers is crucial to overhaul
our overwork culture and promote a more inclusive academic land-
scape.

2.2.2 Intense Personal and Emotional Investment in Research. Wide-
spread toxicity and challenges within academic work conditions
raises a fundamental question: why do so many of us sustain these
working conditions instead of seeking alternatives? While some
researchers transition to non-academic careers in response, a crit-
ical factor that compels many to remain and endure academia’s
challenges involves the intense, personal process of aspiration—the
transformative, emotionally-involved journey to becoming an aca-
demic that (as per philosopher Agnes Callard) compels us to shift
our priorities, purpose, and very sense of self in the process [12].
When we aspire to be academics, we find ourselves in a cutthroat re-
search environment that demands the majority of our time, exploits
our intellectual labor, and requires intense personal investments
and emotional commitments. As we conform to the rules of be-
coming an academic researcher, deep changes occur within us that
can perversely affect our futures selves. We may wish to become
academics for different reasons—prestige, legacy, making a real
and lasting impact on the world—but by fundamentally shifting
who we are, what we are willing to do, and what we care most
about in order to become academics, the end result is too often
the same: academics who seek to expand and deepen knowledge
primarily not for the social good, but as a commodity to enhance
one’s personal brand [47].

Our personal and emotional investments in research both enable
and hide self-exploitation, as our desire to become academic re-
searchers leads us to endure overwork and the incessant demands
of academic life. The process of becoming an academic should be
a journey of intellectual and personal growth, but is marred by
pressures that exploit our emotional investments to conform us to
a broken system that prioritizes productive output over all. The
duality of being both a contributor to and a product of the exploita-
tive academic machine highlights a critical need for change. The
emotional aspects of academic work—the passion, dedication, and
aspiration that drive researchers—should be acknowledged and
nurtured, not exploited. As Callard reminds us, this requires a con-
tinuous reflection upon the qualities and values we inherit in our
aspirational journeys, and their relationship to the self we endeavor
to be. Creating an academic environment supportive of our emo-
tional journeys to becoming academics is critical—only then can we
preserve the integrity of academic careers, and foster an enriching
academic landscape truly worthy of our early aspirations.
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2.2.3 Relational Responsibility: Not Wanting to Let Others Down.
Our personal and emotional investments in research extend to
our relational commitments. The drive to publish collaborative
work stems not only from self-interest, but from a deep-seated
commitment to support each other’s endeavors. The collaborative
nature of research means that slowing down or stepping back from
work doesn’t just affect us: it can also have ripple effects on our
collaborators’, colleagues’, and students’ contributions and career
prospects. As we strive to uphold our collaborative responsibilities,
our commitments to each other can lead to self-imposed overwork.
Not rushing to a deadline doesn’t just meanwe don’t publish a paper,
it means our collaborators don’t publish a paper—ormust pick up the
work that we don’t do in order to get the paper published. Driven by
an internal sense of responsibility to each other and a genuine desire
to contribute meaningfully—intensified by social pressures and a
dash or two of shame—we overwork and overextend ourselves
to meet collective goals. Moreover, seeing each other overwork
can serve as a subtle yet powerful reinforcer to follow overwork
norms: constantly reminding us that if we don’t overwork, we are
not pulling our own weight—and so we overwork even harder,
unwittingly applying pressure to our collaborators to work harder
as well.

Our interconnectedness, while fostering a strong sense of com-
munity, can inadvertently contribute to our cycles of overwork.
However, this commitment and responsibility to each other should
be cultivated as a strength of academic collaboration, not exploited
for increased productivity. It is imperative to actively safeguard
this ethos of mutual responsibility and support within academic
collaborations to ensure it remains a source of collective strength
and advancement, rather than being distorted into a justification
for unsustainable research practices.

3 OVERWORKING: THE EFFECTS
Having explored the causes of overwork in academia, it’s essential
to understand its consequences—what overwork has done and will
continue to do if we don’t enact change. The consequences of over-
work extend far beyond late nights and stressful deadlines: it harms
researchers’ wellbeing, damages their personal and professional
relationships, and undermines the quality and integrity of research
scholarship.

3.1 Depleting Researcher Wellbeing: Mental
Health Distress, Burnout, and Relational
Strain

Contrary to common misconceptions, academia is far from a stress-
free environment. Research shows that academic researchers, par-
ticularly PhD students, face a significantly elevated risk of psycho-
logical distress [36] including conditions like anxiety, depression,
and burnout [5, 8, 17, 38, 49, 51]. These challenges are even more
pronounced for researchers from marginalized groups, who dispro-
portionately face compounded pressures and barriers to establish
and maintain their position in the academic system [6, 14, 30, 32,
42, 48, 65, 69, 70].

While it’s well-documented that overworking involves high per-
sonal emotional costs, less acknowledged is its impact which ex-
tends beyond individual wellbeing and into how we treat each

other—affecting the very nature of our interpersonal relationships
within academia. Our perverted academic incentives and intensely
competitive work environments cultivate an extractive culture
where collegial interactions become transactional. Researchers aim-
ing to maintain or raise their academic position often view col-
laborators and research participants more as resources than as
collaborative partners—mere means to benefit their own personal
end. This extractive approach fosters a culture where personal gain
is prioritized over authentic care and collaboration. Our collegial-
ity degraded, our trust in one another eroded, and our sense of
community weakened, such relational strains not only intensify
overwork’s detrimental effects, but undermine the collaborative and
supportive spirit essential for a healthy and innovative academic
environment.

3.2 Harming Research: Low Quality Work,
Questionable Integrity, and Compromised
Peer Review

HCI researchers are under intense pressure to publish not just
any paper, but novel and high-impact papers, in top-tier venues,
that address hot topics, have sexy findings, and will be cited a
gazillion times. But even the best researcher, using themost rigorous
methods, cannot guarantee their work will be so attractive. When
you study the unknown, the unknown sometimes spits boring
answers back.

Thus, temptation comes in to ‘ensure’ that our publications have
high visibility and are turned out quickly. Overworked researchers
may: gravitate towards answering ‘easy’ questions on ‘popular’
topics, exploiting societal need for knowledge to get lesser quality
work published; avoid replication studies due to their perceived lack
of ‘novelty’ and minimal impact to one’s CV; overpublish results by
piece-mealing research findings into individual least publishable
units [9, 61], contributing to field-wide challenges in keeping pace
with new research (which ultimately fragments research communi-
ties [1]); inflate authorship with unwarranted credit, often either
as a favor or incentive to junior researchers [66]; inflate citations
with inappropriate references, either through excessive self-citation
practices or through peer review requests to cite one’s own work
[20]; take shortcuts in study methodology [58]; and/or report find-
ings disingenuously, slightly skewing results to make data more
impressive than it is or in order to fit a narrative that is more likely
to get published (e.g., p-hacking [10], HARKing (hypothesizing
after results are known) [29], cherry-picked literature reviews); and
outright falsifying data [21].

Overworking doesn’t just compromise research integrity. It also
compromises the peer review process by supporting over-publishing
practices. The high volume of submissions, driven by overwork,
often results in rushed and inadequate reviews, as reviewers strug-
gle to keep up with the sheer quantity of papers needing their
attention and expertise [1]. This burden on the peer review system
– especially in top venues like CHI – compromises its effectiveness
and quality, contributing to a cycle where overwork pressures un-
dermine the very integrity and societal value of academic research
[20]. “Don’t cut corners when doing research since it is unethical” is
a fine motto, but as long as we are overworked and compelled to
overpublish, these temptations to save time and maximize output
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will persist. And the more overworked we are, the more tempting
those siren calls will sound.

3.3 Bleeding Talent
Academia’s imperative to overwork is unsustainable for most, lead-
ing to a significant talent drain as researchers leave for careers
that offer better working conditions and align more closely with
communal goals [18, 19, 54, 64]. This exodus is particularly pro-
nounced among marginalized groups, exacerbating the lack of di-
versity in academia [24, 55, 67]. Those who remain often become
disillusioned, adopting self-serving unethical research practices
that privilege publication metrics over the societal value of their
work [15, 20, 47, 63]. This perversion of research’s primary value,
from a public good that expands our knowledge, deepens our un-
derstanding, and enriches our futures, to a personal instrument to
enhance one’s professional standing [47], corrupts the core purpose
of academic work.

3.4 Losing Track of What’s Important
Prioritizing academic publication at the expense of everything else
degrades the very structure of our priorities, compelling us to de-
prioritize any and all activities, both professional and personal, that
do not directly contribute to one’s publication record [53]. The
whole point of our jobs is to publish. We pick up (and discard)
projects based on their likelihood of publication. We organize our
lives around publication deadlines. The societal impact of these pro-
fessional constraints bleeds beyond the borders of research: it deep-
ens public mistrust in scientific research, erodes the value of higher
education, and adversely affects not just personal researchers, but
their loved ones, too [33].

As Alessandro Fabris aptly summarized, “Before, publishing used
to be a means to an end: spreading knowledge. Now publishing is
the end.” This perspective shift underscores the need for a critical
reassessment of academic priorities to ensure that the pursuit of
knowledge remains at the forefront of academic endeavors. With
so much of our attention focused on publishing, have we now lost
track of who we are, what’s important to our lives, and why we
even want to publish in the first place?

4 HOW TO SOLVE OVERWORKING
While it’s tempting to dwell on our frustrations as overworked
academics, we choose to focus on a path forward: one that encour-
ages critical reflection on the ethical implications of our research
norms and their broader impact on the academic community. Con-
fronting the monumental challenge of overhauling societal and
institutional structures to eradicate overwork, we, as members of
the HCI community, recognize our agency in this endeavor.

Academic jobs are unique in their working conditions. Compared
to traditional workplace environments, academics tend to enjoy a
relatively greater degree of autonomy over their everyday activities
– including flexibility over work hours and (barring PhD students
and postdocs) freedoms associated with having no direct super-
visor. Although, as we’ve argued, this decentralization has made
possible (and invisible) exploitative demands for unreasonably high
academic output from ourselves and fellow researchers, we can—
and should—leverage our freedom to stop perpetuating norms that

necessitate overwork in our daily practice. We have the capacity to
initiate meaningful change through smaller, pragmatic actions that
shift our decisions towards ones that actively promote improve-
ments to the daily lives of researchers in academia—especially those
with limited power to resist overwork pressures.

Combating overwork is more than a question of capability; it is
fundamentally about embracing our moral responsibility. We owe it
to ourselves, our colleagues, and society to transform academia into
a viable, equitable, and sustainable path for all. This transformation
requires us to confront the roots of overwork, critically examine our
behaviors, and actively pursue change within ourselves and across
our academic communities. Real progress is driven by concrete
action, not just words. To that end, we advocate for a proactive,
practical strategy: a collective call for grassroots (in)action that
rallies the HCI community to reject the norm of overwork by con-
sciously refusing to engage in overworking practices. Collective
effort is necessary to ensure we promote research for the benefit
of society—not for the personal benefit of individual researchers.
Accordingly, we need dis-incentive systems to resist the perverted
academic incentives [20] that compel us to overwork. By taking
this stand, we can start to dismantle the culture of overwork at
its core, and pave the way for a more balanced and healthy aca-
demic environment. We conclude with targeted recommendations
to support and sustain this cultural shift.

We note that the solutions we propose have not been empirically
tested or evaluated for effectiveness—some of themmay seem banal
and boring, others too radical or ’out-there’ to be feasible. We
will be the first to admit we don’t know whether they will solve
overwork. But by proposing these solutions, we hope to spark a
discussion around what are the best ways to solve overwork in
HCI. Ambitiously, we call on the community to help test out these
approaches (both on an individual and collective level) and see
what are effective and ineffective ways of addressing overwork.
Together, this can be a jumping point from which we can construct
a community we want to be a part of.

4.1 Take a Leap of Faith through Collective
(In)action: Stop Publishing So Much,
Starting with the Giants

The most direct solution to combating overwork in academia is sim-
ple yet challenging: to collectively reduce our publication output—a
researcher boycott, if you will [27]. Understandably, a conscious
choice to reduce our publishing rate could threaten our career
prospects, tenure, and job security, negating our hard-earned over-
work efforts. These anxieties make our proposal particularly chal-
lenging to enact and enforce. Furthermore, collective action is
fraught with its own complexities. Mistrust within academic com-
munities, coupled with the worry that some researchers may ex-
ploit others’ reduced output to advance their own interests, creates
a barrier to unified action. This classic prisoner’s dilemma that
plagues collective action efforts [28] is further complicated by the
collective ask to stop reaping gains from our overwork efforts at a
scale as large as ours; the lack of obvious, immediate, and tangible
personal benefits would pose additional barriers to successfully im-
proving our working conditions—precluding this call for collective
(in)action from starting up in the first place [39]. Thus, the initial
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step in halting overwork requires that we tackle its psychological
barriers at individual and collective levels.

At an individual level, recognizing that we as free agents are
both complicit in our overwork practices and bear responsibility
to stop them can stoke a paralyzing level of fear and anxiety that
can occlude possibilities for change. Drawing on Kierkegaard’s
exploration of agency in the face of existential dread [31], we con-
sider practical examples of how researchers can overcome fears
that can stop us from halting overwork by choosing to take a leap
of faith anyway. 2 We can exercise our agency through small, yet
potent decisions aimed at promoting a more sustainable research
environment and maintaining personal authenticity, even in the
face of prevailing overwork norms. For instance, we can commit
to carefully examining every request for research collaboration,
peer review, or service work, and say no to requests that do not
align with our personal needs or aspirations. Instead of succumbing
to the pressure to publish as much as possible, we can commit to
personal goals for a maximum number of submissions to aim for
each year. We can prioritize work-life balance with strictly defined
and adhered to work schedules. We can speak up about our over-
work experiences and push back against unreasonable workloads.
These individual changes would serve to resist prevailing overwork
norms by prioritizing our wellbeing and extending our relational
commitments to care for each other.

Yet, the significant risks associated with taking these leaps can
disincentivize individuals from acting on them in the first place—
what sociologists of collective action term the “start-up dillemma”
[39]. To overcome it requires a critical mass of influential, resource-
ful, and connected early adopters with fewer personal stakes impli-
cated by the collective goal [39]. This means that tenured faculty
and senior academics, stopping overwork starts with you. Your in-
strumental role extends beyond personal changes; your actions
and decisions shape our HCI culture and influence the attitudes
and practices of the broader academic community. We urge you to
leverage your power and increased job security to stop perpetuat-
ing overwork norms: instead, model and expect sustainable work
practices, including through commitments to halt overpublishing.
By refraining from overwork yourselves and for those under your
influence—and intervening in their overwork practices —you can
reduce the perceived personal risks associated with conscious ef-
forts to stop overworking, and pave the way for a healthier, more
equitable academic future for us all. By collectively limiting our
publishing output, we can shift norms toward a more balanced,
ethical, and sustainable academic environment.

4.2 Openly Talk About Overworking – Do Not
Stigmatize It

We advocate for increasing visibility and transparency aroundwork-
ing norms. Consider: how well do you understand the working
patterns of your colleagues, collaborators, or students? Are you
aware of the personal sacrifices they make for their research, in-
cluding impacts to their family lives, hobbies, health, and overall
wellbeing? The fact that we simply accept the weeks leading up to
CHI will involve a number of researchers abandoning their loved

2A precursor to existentialist thought, Kierkegaard’s work laid the philosophical
foundations for the existentialists’ role in promoting resistance movements [4]

ones and neglecting their wellbeing to work until whatever-o-clock
in the morning to make the deadline normalizes such practice as
permissible. The lack of transparency around the extent of over-
work in our environments conveniently allows overwork to persist
unaddressed.

Shifting overwork culture then requires open, honest conversa-
tions about workloads and overwork norms. One approach is to
encourage academics to fully acknowledge the breadth of labor in-
volved in research, including not only visible outcomes but also the
often invisible and undervalued work efforts: searching for, reading,
reflecting on, and discussing relevant research; the indeterminate
and iterative process of writing; the network-building efforts and
mundane administrative tasks involved in making it happen. All
these tasks require significant time and effort before any paper is
published, and it’s crucial that they are appropriately attributed and
explicitly recognized. 3 Other approaches to foster transparency
around overwork could include personally documenting work activ-
ities, implementing policies that identify and discourage overwork,
and engaging community efforts to hold each other to accountable
to ethical and balanced work practices. Certainly, these approaches
should be considered and implemented carefully so as not to con-
tribute to overwork in ourselves, our peers, or to the broader toxicity
of academic culture. However, it is crucial that we take meaningful
steps to create an environment where transparency around over-
work is normal and non-stigmatized to strengthen visibility around
overwork’s prevalence and reach. These and other ways that en-
hance visibility and transparency around overwork would help to
combat overwork by modeling reasonable and responsible work
practices as an expectation, not a lofty goal, and shifting norms
toward them with regular normative reinforcement that conveys
overwork is a practice we ought to actively and collectively resist.

Part of that involves collective discussion of what constitutes
overwork. Defining overwork is tricky— literally interpreting it as
“too much work” raises questions such as too much of what, and for
whom? Hours-based approaches would likely insufficiently accom-
modate the academic’s variety of scheduling needs (e.g., preferring
to work late or on weekends) and fails to recognize the cadences of
our workflows (e.g., around conference deadlines, teaching calen-
dars). While we aim to define overwork, it is important to keep in
mind that the frustration we feel at overworking can inadvertently
paint all research work as bad and soul-crushing. This is far from
the case. There can be genuine joy to be had in conducting research.
How can we create a community where researchers are empowered
to get joy from work as we both face and resist overwork pressures?

4.3 Reclaim Our Time so the Robots Aren’t
Used for Evil

In acknowledging the paradox of technological efficiencies (Sec-
tion 2.1.2), even those of us with a techno-optimist bend must then
admit that technologies alone can’t rescue us from the clutches
overwork—but it could be harnessed to aid in resisting it. As we
continue to embrace technological innovations aimed at making
work more ‘efficient,’ it’s important for the HCI community—at

3Surely, this recognition should extend to the academic’s non-research responsibilities
like service roles and teaching commitments
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the forefront of these efforts—to leverage these technologies re-
sponsibly to ensure that our current and future work practices are
reasonable and sustainable.

Consider this: an AI-driven email assistant is found to signifi-
cantly reduce the time a researcher spends on mundane tasks like
email correspondence. If the researcher averages 5 hours per week
on emails, and this new tool reduced that to just 1 hour, how should
the 4 hours saved be utilized? Instead of falling into the trap of
historical labor exploitation where technological advances lead to
more work rather than less, we ought to consciously correct this
pattern. The traditional expectation would be to redirect those 4
hours back into additional academic work. Instead, the researcher
should be free—explicitly—to spend that their newfound 4 hours
for personal benefit. This approach would respect the individual’s
wellbeing and holistic needs, and challenge the ingrained logic that
all time saved through technology must be reinvested into further
work—a step toward resisting the academic overwork machine.

Many efforts could be taken to promote technological efficiencies
for researcher benefit. For example, AI-assistants could estimate
time saved and encourage users to reallocate it to personal endeav-
ors. Institutional, departmental, and lab policies could explicitly
encourage researchers to use these tools to improve their work-life
balance.Workshops and lines of research could be created to explore
and validate how researchers can leverage technological efficien-
cies for personal gain. By consciously redirecting the time saved
from efficiency gains back to researchers themselves, we can start
to redefine our unhealthy and exploitative relationships to over-
work and technology in academia, and foster cultures conducive to
deeply rewarding, and even joyful, intellectual innovation.

4.4 Explicit Minimums and Alternative Success
Measures

A key driver of overwork, as discussed in Section 2.2.1, is informa-
tion opacity: uncertainty around what constitutes ‘enough’ work
that feeds a perpetual overwork cycle. In order to stop this self-
exploitative maximalization, we need the complete opposite: ex-
plicit minimums. What are explicit minimums? Explicit minimums
are a defined minimum threshold of work that assures performance
satisfaction. Introducing explicit minimums for both students and
faculty is thus vital to effectively tackle overwork in academia.

Instead of the nebulous mandate to ‘work as hard as you can,’
what if we defined a specific minimum workload that guarantees
satisfactory job performance (and by extension, strengthens job
security)? If students and faculty meet this requirement, they can
be assured of their job’s safety. This minimum principle could be
applied to hiring decisions as well, for example, by instituting a
number of papers or citations for new or promoted faculty. The
actual unit and amount for minimum thresholds would require
cross-collaborative applicability, consideration, and agreement of
course, but you get the idea.

Adopting explicit minimums would mark a systemic shift. Critics
might argue that this solution is mere “bean counting,” reducing
complex academic performance to simplistic metrics. We agree:
ideally, we should aspire to more nuanced evaluations of academic
performance. However, departments already informally utilize mini-
mum thresholds for academic performance evaluations; formalizing

them would add a layer of transparency needed to alleviate the
perpetual fear of under-performance that drives overwork. Still,
others might argue that our proposal is outdated, as academia
aims to move beyond its limited quantitative measures for success.
Yet, experience tells us that these minimum thresholds implicitly
remain even in institutions that explicitly claim otherwise. 4 If
academia’s approach is to adopt ambiguous, flexible standards that
still covertly rely on problematic metrics, the information opaci-
ties that propel overwork will persist. Unless and until we develop
and implement alternative viable and widely adopted standards
for evaluating academic success, it is imperative that we make the
current ones—whether explicit or implied—more transparent in
order to combat overwork. Yes, quantitative measures for academic
success are ambiguous, misleading, and ripe for abuse. Our point is
not to try to solve the ambiguity that plagues academic evaluation
standards, we are simply advocating for more transparency around
that which was previously hidden. Making the current implicit
standards for academic performance explicit and visible can be a
powerful and meaningful step towards a more transparent and fair
academic environment. Ambiguity often benefits those in power
by disadvantaging those in weaker, more vulnerable positions [56],
and, in our experiences, more often leads to more exploitation than
providing any work relief. Making the hidden visible empowers
researchers to know how they are faring and, by allowing for com-
munity critique of these academic metrics, creates the necessary
generative conditions for real change.

Alongside transparency, we should also continue working to-
wards alternativemetrics for successful academic performance. This
could include alternative research assessments and success metrics
[3] or improvements to existing measures [50, 68, 71] with more
diverse recognition for the qualities that are critical to research ad-
vancement and societal impact; alternative publishing models, such
as moving to open-ended papers [1]; implementing reporting sys-
tems to track and correct unethical research behavior, rather than
relying on the myth of self-correction [60]; and rewarding respon-
sible and sustainable research efforts and mentorship practices [2].
These and other alternatives aiming to recognize research quality,
research impact, and service work, and promote more responsible
research practices would be compatible with and supported by an
‘explicit minimums’ approach. Perhaps by adopting explicit min-
imums, we can make space to meaningfully and safely conduct
alternative forms of research practice (e.g., community outreach,
education, policy advocacy) and our attendant academic responsi-
bilities (e.g., teaching, service) that remain under-recognized.

4.5 Unionize
Our susceptibility to overwork and reluctance to stop it are rooted
in the precarity of our academic positions. To effectively counter
this, we must collectively strengthen career stability for researchers
in order to fight for better work and employment conditions. A
potent tool for this is unionization, which provides a platform for
collective bargaining to advocate for improved work conditions in
academia. We advocate unionization for all researchers.

4We don’t want to name names, but we have heard credible stories of departments
saying “we don’t consider any applicants with less than X published papers at top tier
venues”.
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Students and postdocs in precarious career stages may more
immediately recognize the value of unions in providing stability
and enacting work improvements. In contrast, the relative comfort
and security provided by faculty positions can breed a sense of
complacency about academic working conditions, and discinen-
tivize union support. However, the ongoing consequences of higher
education neoliberalization [43]—increasing erosion of faculty au-
tonomy [46, 52], heightened barriers to researcher unionization
efforts, particularly in the US [11]—demonstrates the need for col-
lective action is more pressing than ever. Wemust mobilize together
to instigate systemic changes that enhance working conditions for
all academics, setting a positive precedent for future generations
of researchers. The power of individuals to spark a revolution is
limited, but united as a collective, we can embody the revolution.

4.6 Don’t Exploit Your Students and Post-docs
Lastly, we cannot overemphasize that a significant source of over-
work stems from academic advisors and mentors. As highlighted in
Section 2.1.3, advisors play a crucial role in shaping the work habits
of their students and post-docs. Even where overwork expectations
are not overtly enforced, the presence of broader external drivers
of overwork means that advisors who fail to actively discourage
and consistently counteract overwork habits can, unintentionally
or not, promote it within their research groups. And, given the
power dynamics involved, students may be reluctant to raise issues
of overwork with their advisors, making the problem less visible
and harder to tackle. It’s essential for advisors to actively foster a
healthy work environment that consciously avoids exploiting their
graduate workers and post-docs. Here we propose a few actions
advisors can take to promote reasonable and responsible academic
work efforts:

• Regular Holistic Check-ins: Meet regularly to discuss
student and post-doc wellbeing, workload, and aspirations.
Explicitly prioritize their holistic wellbeing. Jointly establish
goals to ensure alignment between work efforts and per-
sonal aspirations. Be mindful that authentic connection is
reciprocal.

• Honor Personal Needs and Boundaries: Explicitly iden-
tify and discourage student and post-doc overwork behav-
iors. Clearly expect them to not work during holidays, per-
sonal tragedies, injuries, weekends, after hours, or any other
times that could encroach upon their personal lives and well-
being.

• Promote Open Dialogue for Advising Improvement
and Self-Advocacy: Provide students and post-docs with
encouragement and tools to communicate their limits; know
them well enough to recognize and discourage when they’ve
reached them. Genuinely solicit, listen, and respond to their
open feedback, including on your advising style and their
workload concerns. Avoid dismissing or invalidating their
experiences.

• Power-Aware Guidance: Take action to narrow the power
imbalance inherent to your advising relationship. Appro-
priately credit their contributions, and show appreciation
for their unique perspective. Recognize your ‘suggestions’
can contribute to excessive work; be aware they might be

perceived as demands. Clearly distinguish between what’s
required for their role or progress and what’s optional for
their improvement or growth.

• Lead by Example: Take seriously your role in fostering a
positive and sustainable work environment. Model healthy
work-life balance, ethical research practice, and authentic
mentorship yourself.

As we commit to halting academia’s overwork norms and pivot
to more reasonable, responsible practices, our recommendations
aim to realize new academic realities in a culture where intellectual
rigor harmonizes with wellbeing and ethical responsibility. Our
collective mission is to end overwork in academia, and nurture
an academic culture that holistically values and supports every
community member. We hope you join us.

ACKNOWLEDGMENTS
We extend our sincere gratitude to the peer reviewers for their
thoughtful, encouraging, and immensely valuable feedback. Ad-
ditionally, we are deeply thankful to our colleagues Alessandro
Fabris and Lin Kyi for providing their insightful and constructive
comments on earlier drafts of this paper. Their contributions were
crucial to refining our work.

REFERENCES
[1] Andrew R Akbashev and Sergei V Kalinin. 2023. Tackling overpublishing by

moving to open-ended papers. Nature Materials 22, 3 (2023), 270–271.
[2] Noémie Aubert Bonn and Lex Bouter. 2023. Research Assessments Should Rec-

ognize Responsible Research Practices. Narrative Review of a Lively Debate and
Promising Developments. Handbook of Bioethical Decisions. Volume II: Scientific
Integrity and Institutional Ethics 3 (2023), 441–472. https://doi.org/10.1007/978-
3-031-29455-6_27

[3] Noémie Aubert Bonn and Wim Pinxten. 2021. Rethinking success, integrity,
and culture in research (part 2)—a multi-actor qualitative study on problems of
science. Research Integrity and Peer Review 6, 1 (2021), 1–18.

[4] Sarah Bakewell. 2016. At the Existentialist Café: Freedom, Being, and Apricot Cock-
tails with Jean-Paul Sartre, Simone de Beauvoir, Albert Camus, Martin Heidegger,
Karl Jaspers, Edmund Husserl, Maurice Merleau-Ponty and Others. Other Press,
LLC.

[5] Caroline Biron, Jean-Pierre Brun, and Hans Ivers. 2008. Extent and sources of
occupational stress in university staff. Work 30, 4 (2008), 511–522.

[6] Anke Boone, Tinne Vander Elst, Sofie Vandenbroeck, and Lode Godderis. 2022.
Burnout profiles among young researchers: a latent profile analysis. Frontiers in
Psychology 13 (2022), 839728.

[7] Lutz Bornmann and Rüdiger Mutz. 2015. Growth rates of modern science: A
bibliometric analysis based on the number of publications and cited references.
Journal of the association for information science and technology 66, 11 (2015),
2215–2222.

[8] Carolyn M Boyd, Arnold B Bakker, Silvia Pignata, Anthony H Winefield, Nicole
Gillespie, and Con Stough. 2011. A longitudinal test of the job demands-resources
model among Australian university academics. Applied psychology 60, 1 (2011),
112–140.

[9] William J Broad. 1981. The publishing game: getting more for less: meet the least
publishable unit, one way of squeezing more papers out of a research project.
Science 211, 4487 (1981), 1137–1139.

[10] Abel Brodeur, Nikolai Cook, and Anthony Heyes. 2022. We Need to Talk about
Mechanical Turk: What 22,989 Hypothesis Tests Tell Us about Publication Bias
and p-Hacking in Online Experiments. IZA Discussion Paper 15478 (2022).

[11] Timothy Reese Cain. 2017. Campus Unions: Organized Faculty and Graduate
Students in US Higher Education, ASHE Higher Education Report. John Wiley &
Sons.

[12] Agnes Callard. 2018. Aspiration: The agency of becoming. Oxford University
Press.

[13] Lydia Carson, Christoph Bartneck, and Kevin Voges. 2013. Over-competitiveness
in academia: A literature review. Disruptive science and technology 1, 4 (2013),
183–190.

[14] LJ Charleston, Ryan P Adserias, Nicole M Lang, and Jerlando FL Jackson. 2014.
Intersectionality and STEM: The role of race and gender in the academic pursuits

https://doi.org/10.1007/978-3-031-29455-6_27
https://doi.org/10.1007/978-3-031-29455-6_27


Overworking in HCI CHI EA ’24, May 11–16, 2024, Honolulu, HI, USA

of African American women in STEM. Journal of Progressive Policy & Practice 2,
3 (2014), 273–293.

[15] Seongkyung Cho and Christopher S Hayter. 2020. Under pressure: A systematic
review of stress and its impact among graduate students. Science and Public
Policy 47, 6 (2020), 758–771.

[16] Kate Crawford. 2021. The atlas of AI: Power, politics, and the planetary costs of
artificial intelligence. Yale University Press.

[17] AH De Lange, TW Taris, MAJ Kompier, ILD Houtman, and PM Bongers. 2004.
Work characteristics and psychological well-being. Testing normal, reversed and
reciprocal relationships within the 4-wave SMASH study. Work and Stress 18, 2
(2004), 149–166.

[18] Amanda B Diekman, Elizabeth R Brown, Amanda M Johnston, and Emily K Clark.
2010. Seeking congruity between goals and roles: A new look at why women opt
out of science, technology, engineering, and mathematics careers. Psychological
science 21, 8 (2010), 1051–1057.

[19] Isabelle Dorenkamp and Eva-Ellen Weiß. 2018. What makes them leave? A path
model of postdocs’ intentions to leave academia. Higher Education 75 (2018),
747–767.

[20] Marc A Edwards and Siddhartha Roy. 2017. Academic research in the 21st
century: Maintaining scientific integrity in a climate of perverse incentives and
hypercompetition. Environmental engineering science 34, 1 (2017), 51–61.

[21] Daniele Fanelli. 2009. How many scientists fabricate and falsify research? A
systematic review and meta-analysis of survey data. PloS one 4, 5 (2009), e5738.

[22] Michael Fire and Carlos Guestrin. 2019. Over-optimization of academic publishing
metrics: observing Goodhart’s Law in action. GigaScience 8, 6 (2019), giz053.

[23] Rita Fontinha, Simon Easton, and Darren Van Laar. 2019. Overtime and quality
of working life in academics and nonacademics: The role of perceived work-life
balance. International Journal of Stress Management 26, 2 (2019), 173.

[24] Social Sciences Feminist Network Research Interest Group. 2017. The burden of
invisible work in academia: Social inequalities and time use in five university
departments. Humboldt Journal of Social Relations 39 (2017), 228–245.

[25] Susan Guthrie, Catherine A Lichten, Janna Van Belle, Sarah Ball, Anna Knack, and
Joanna Hofman. 2018. Understanding mental health in the research environment:
A rapid evidence assessment. Rand health quarterly 7, 3 (2018), 94 pages.

[26] Mark A. Hanson, Pablo Gómez Barreiro, Paolo Crosetto, and Dan Brockington.
2023. The strain on scientific publishing. arXiv:2309.15884 [cs.DL]

[27] Mark A Hanson, Pablo Gómez Barreiro, Paolo Crosetto, and Dan Brockington.
2023. The strain on scientific publishing. arXiv preprint arXiv:2309.15884 (2023).

[28] Douglas D Heckathorn. 1996. The dynamics and dilemmas of collective action.
American sociological review (1996), 250–277.

[29] Han-fen Hu, Gregory D Moody, and Dennis F Galletta. 2023. HARKing and
P-Hacking: A Call for More Transparent Reporting of Studies in the Information
Systems Field. Communications of the Association for Information Systems 52, 1
(2023), 37.

[30] Marjana Johansson and Martyna Śliwa. 2014. Gender, foreignness and academia:
An intersectional analysis of the experiences of foreign women academics in UK
business schools. Gender, Work & Organization 21, 1 (2014), 18–36.

[31] Søren Kierkegaard, Walter Lowrie, et al. 1957. The concept of dread. Princeton
University Press Princeton, NJ.

[32] Natalia Ingebretsen Kucirkova. 2023. Academia’s culture of overwork almost
broke me, so I’m working to undo it. Nature 614, 7946 (2023), 9–9.

[33] Rashmi A Kusurkar, Stéphanie ME van der Burgt, Ulviye Isik, Marianne Mak-
van der Vossen, Janneke Wilschut, Anouk Wouters, and Andries S Koster. 2021.
Burnout and engagement among PhD students in medicine: the BEeP study.
Perspectives on medical education 10 (2021), 110–117.

[34] Marek Kwiek and Dominik Antonowicz. 2015. The changing paths in academic
careers in European universities: Minor steps and major milestones. Academic
work and careers in Europe: Trends, challenges, perspectives (2015), 41–68.

[35] Peder Larsen and Markus Von Ins. 2010. The rate of growth in scientific publica-
tion and the decline in coverage provided by Science Citation Index. Scientometrics
84, 3 (2010), 575–603.

[36] Katia Levecque, Frederik Anseel, Alain De Beuckelaer, Johan Van der Heyden,
and Lydia Gisle. 2017. Work organization and mental health problems in PhD
students. Research policy 46, 4 (2017), 868–879.

[37] Lilia Mantai and Mauricio Marrone. 2022. Identifying skills, qualifications, and
attributes expected to do a PhD. Studies in Higher Education 47, 11 (2022), 2273–
2286.

[38] George Mark and Andrew P Smith. 2012. Effects of occupational stress, job
characteristics, coping, and attributional style on the mental health and job
satisfaction of university employees. Anxiety, Stress & Coping 25, 1 (2012), 63–78.

[39] Gerald Marwell and Pamela Oliver. 1993. The critical mass in collective action.
Cambridge University Press.

[40] Helene Moran, Lena Karlin, Elsie Lauchlan, Sarah J Rappaport, Ben Bleasdale,
Lucy Wild, and Josh Dorr. 2020. Understanding Research Culture: What re-
searchers think about the culture they work in. Wellcome Open Research 5, 201
(2020), 201.

[41] Allison C Morgan, Nicholas LaBerge, Daniel B Larremore, Mirta Galesic, Jennie E
Brand, and Aaron Clauset. 2022. Socioeconomic roots of academic faculty. Nature
Human Behaviour 6, 12 (2022), 1625–1633.

[42] Allison C Morgan, Samuel F Way, Michael JD Hoefer, Daniel B Larremore, Mirta
Galesic, and Aaron Clauset. 2021. The unequal impact of parenthood in academia.
Science Advances 7, 9 (2021), eabd1996.

[43] Tami Navarro. 2017. But Some of Us Are Broke: Race, Gender,
and the Neoliberalization of the Academy. American Anthropol-
ogist 119, 3 (2017), 506–517. https://doi.org/10.1111/aman.12888
arXiv:https://anthrosource.onlinelibrary.wiley.com/doi/pdf/10.1111/aman.12888

[44] Cal Newport. 2016. Deep work: Rules for focused success in a distracted world.
Hachette UK.

[45] oecd. 2021. Reducing the precarity of academic research careers. OECD Science,
Technology and Industry Policy Papers 113 (2021).

[46] American Association of University Professors. 2021. University System of Geor-
gia Eviscerates Tenure. https://www.aaup.org/news/university-system-georgia-
eviscerates-tenure. https://www.aaup.org/news/university-system-georgia-
eviscerates-tenure

[47] Damien Page. 2020. The academic as consumed and consumer. Journal of
Education Policy 35, 5 (2020), 585–601.

[48] Roxanna Nasseri Pebdani, Adriana Zeidan, Lee-Fay Low, and Andrew Baillie. 2023.
Pandemic productivity in academia: using ecological momentary assessment
to explore the impact of COVID-19 on research productivity. Higher Education
Research & Development 42, 4 (2023), 937–953.

[49] Daniel L Peluso, R Nicholas Carleton, and Gordon JG Asmundson. 2011. De-
pression symptoms in Canadian psychology graduate students: Do research
productivity, funding, and the academic advisory relationship play a role? Cana-
dian Journal of Behavioural Science/Revue canadienne des sciences du comportement
43, 2 (2011), 119.

[50] Alex Post, Adam Y Li, Jennifer B Dai, Akbar Y Maniya, Syed Haider, Stanislaw
Sobotka, Tanvir F Choudhri, Alexander F Post, Jennifer Dai, and Syed F Haider.
2018. c-index and Subindices of the h-index: New Variants of the h-index to
Account for Variations in Author Contribution. Cureus 10, 5 (2018).

[51] Gretchen M Reevy and Grace Deason. 2014. Predictors of depression, stress, and
anxiety among non-tenure track faculty. Frontiers in psychology 5 (2014), 701.

[52] K. Roberts Lyer, I. Saliba, and J. Spannagel. 2022. University Autonomy Decline:
Causes, Responses, and Implications for Academic Freedom (1st ed.). Routledge.
https://doi.org/10.4324/9781003306481

[53] Lesley A Schimanski and Juan Pablo Alperin. 2018. The evaluation of schol-
arship in academic promotion and tenure processes: Past, present, and future.
F1000Research 7 (2018).

[54] S Schneider, Kristen K Ness, Sara Rockwell, Kelly Shaver, and Randy Brutkiewicz.
2012. Faculty workload survey research report. National Academy of Sci-
ences, Engineering, and Medicine. Available at: http://sites. nationalacademies.
org/cs/groups/pgasite/documents/webpage/pga_087667. pdf (accessed September 16,
2016) (2012).

[55] Allison K Shaw, Chiara Accolla, Jeremy M Chacón, Taryn L Mueller, Maxime
Vaugeois, Ya Yang, Nitin Sekar, and Daniel E Stanton. 2021. Differential retention
contributes to racial/ethnic disparity in US academia. PLoS One 16, 12 (2021),
e0259710.

[56] Roger W Shuy. 2017. Deceptive ambiguity by police and prosecutors. Oxford
University Press.

[57] ACM SIGCHI. 2023. Papers Track, Post-Submission Report. https://chi2024.acm.
org/2023/10/16/papers-track-post-submission-report

[58] Paul E Smaldino and Richard McElreath. 2016. The natural selection of bad
science. Royal Society open science 3, 9 (2016), 160384.

[59] Paula Stephan, Giuseppe Scellato, and Chiara Franzoni. 2015. International
competition for PhDs and postdoctoral scholars: What does (and does not) matter.
Innovation policy and the economy 15, 1 (2015), 73–113.

[60] Wolfgang Stroebe, Tom Postmes, and Russell Spears. 2012. Scientific misconduct
and the myth of self-correction in science. Perspectives on psychological science 7,
6 (2012), 670–688.

[61] Vesna Šupak Smolčić. 2013. Salami publication: Definitions and examples. Bio-
chemia Medica 23, 3 (2013), 237–241.

[62] Monideepa Tarafdar, Ellen Bolman Pullins, and TS Ragu-Nathan. 2015. Tech-
nostress: negative effect on performance and possible mitigations. Information
Systems Journal 25, 2 (2015), 103–132.

[63] Toon W Taris, Jan Fekke Ybema, and Ilona van Beek. 2017. Burnout and en-
gagement: Identical twins or just close relatives? Burnout research 5 (2017),
3–11.

[64] Dustin B Thoman, Elizabeth R Brown, Andrew Z Mason, Allen G Harmsen, and
Jessi L Smith. 2015. The role of altruistic values in motivating underrepresented
minority students for biomedicine. BioScience 65, 2 (2015), 183–188.

[65] Leslie E Tower. 2015. Changing work-life policy in institutions of higher educa-
tion. Family-friendly policies & practices in academe (2015), 115–135.

[66] ClarenceWoodrow Von Bergen andMartin S Bressler. 2017. Academe’s Unspoken
Ethical Dilemma: Author Inflation in Higher Education. Research in Higher

https://arxiv.org/abs/2309.15884
https://doi.org/10.1111/aman.12888
https://arxiv.org/abs/https://anthrosource.onlinelibrary.wiley.com/doi/pdf/10.1111/aman.12888
https://www.aaup.org/news/university-system-georgia-eviscerates-tenure
https://www.aaup.org/news/university-system-georgia-eviscerates-tenure
https://doi.org/10.4324/9781003306481
https://chi2024.acm.org/2023/10/16/papers-track-post-submission-report
https://chi2024.acm.org/2023/10/16/papers-track-post-submission-report


CHI EA ’24, May 11–16, 2024, Honolulu, HI, USA Mhaidli and Roemmich

Education Journal 32 (2017).
[67] Jennifer F Waljee, Kate Wan-Chu Chang, H Myra Kim, Margaret R Gyetko,

Elisabeth H Quint, Nicholas W Lukacs, James OWoolliscroft, and Kevin C Chung.
2015. Gender disparities in academic practice. Plastic and reconstructive surgery
136, 3 (2015), 380e.

[68] Ludo Waltman, Nees Jan van Eck, Thed N van Leeuwen, Martijn S Visser, and
Anthony FJ van Raan. 2011. Towards a new crown indicator: Some theoretical
considerations. Journal of informetrics 5, 1 (2011), 37–47.

[69] Bea Waterfield, Brenda B Beagan, and Merlinda Weinberg. 2018. Disabled aca-
demics: A case study in Canadian universities. Disability & Society 33, 3 (2018),

327–348.
[70] Samuel FWay, Daniel B Larremore, and Aaron Clauset. 2016. Gender, productivity,

and prestige in computer science faculty hiring networks. In Proceedings of the
25th international conference on world wide web. 1169–1179.

[71] Qiang Wu. 2010. The w-index: A measure to assess scientific impact by focusing
on widely cited papers. Journal of the American Society for Information Science
and Technology 61, 3 (2010), 609–614.

[72] Yin Xu and Yike Wang. 2023. Job stress and university faculty members’ life
satisfaction: The mediating role of emotional burnout. Frontiers in Psychology 14
(2023). https://doi.org/10.3389/fpsyg.2023.1111434

https://doi.org/10.3389/fpsyg.2023.1111434

	Abstract
	1 Introduction
	2 Overworking: The Drivers
	2.1 External Pressures
	2.2 Internal Pressures

	3 Overworking: The Effects
	3.1 Depleting Researcher Wellbeing: Mental Health Distress, Burnout, and Relational Strain
	3.2 Harming Research: Low Quality Work, Questionable Integrity, and Compromised Peer Review
	3.3 Bleeding Talent
	3.4 Losing Track of What's Important

	4 How to Solve Overworking
	4.1 Take a Leap of Faith through Collective (In)action: Stop Publishing So Much, Starting with the Giants
	4.2 Openly Talk About Overworking – Do Not Stigmatize It
	4.3 Reclaim Our Time so the Robots Aren't Used for Evil
	4.4 Explicit Minimums and Alternative Success Measures
	4.5 Unionize
	4.6 Don't Exploit Your Students and Post-docs

	Acknowledgments
	References

