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Issues Raised: 

The role of HR and the Managers 
• How much should HR and the managers get involved in the situation? 

• How much contact should be maintained when the person is away, and in what 
timing? 

• After a person comes back from a burnout, how can you help make sure they will 
want to stay working in the organisation?   

 

Issues related to Education and training 
• What skills are needed by the managers to notice the burnout, and to manage the 

situation? 
• The need to educate staff about it – so that they are aware of possible symptoms, 

and have more understanding of the colleague who gets burnout 

• How can you ensure follow through after staff training, so that staff do start to 
apply the new skills that they have just learnt?  

 
Perceptions of Burnout 
• Having a burnout creates a bad perception, a lot of people feel guilt or shame 

around it.   
• How can you help make sure that the term burnout is not misused or applied 

incorrectly? 
• There is a  lack of support or understanding from colleagues 
• The burnout is sometimes caused by events in a person’s life outside of work - 

such as divorce or loss of a loved one. 
• Who is responsible for it happening? Is it the employer – or is it the employee – or 

is it shared? 
• How can you catch a burn out situation early? 
 

Requirements of the job 
• The needs of the role have changed – a person who is a perfectionist was perfect 

for the previous role but now the job has changed and a different skill set is 
needed. 

• The need to handle stress Management, and workload with colleagues located 

around the world, and working across multiple time zones? 
 

Other issues 
• The role of the mutuelle, and the mutuelle determining (incorrectly at times) the 

suitability of the person to be at work and the financial impact of this. 
• It is difficult to monitor what is really going on – because of the medical 

confidentiality issue. 

• Difficulty to measure real costs to the organisation 
 

Strategies Introduced by the Organisations 
A wide variety of preventative measures are being tested including: diverse trainings 
in: (for example) mindfulness, stress management, health, nutritional advice, 

symptoms of burnout, team building. 
 

Other approaches included: building a new staff restaurant and gym, use of digital 
tools, employee assistance programs, integrating the issue of burnout into wider 
programs such as staff wellbeing, and programs to ensuring staff engagement at work.  

 
Many strategies are recently introduced and it is too early to evaluate success of 

implementation.  Many felt that as the issue is multi-causal that a multi-pronged 
approach is needed to address it.   
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Summary of Study into Workplace Burnout  

Interviews with 10 Organisations based in Belgium 
By Ruth Friedman 

(as part of a project for Trainer Certification with The Focusing Institute of New York) 

 

 

Burnout  
‘emotional and physical exhaustion resulting from a combination of exposure to 

environmental and internal stressors and inadequate coping and adaptive skills. In 
addition to signs of exhaustion, the person with burnout exhibits an increasingly 

negative attitude toward his or her job, low self-esteem, and personal devaluation’       
www.medical-dictionary.thefreedictionary.com/burnou 

 
Burnout is a big issue in Belgium especially because of the employers’ psychosocial 

responsibility and because of the financial costs arising from this situation.  
 

Focusing 
Focusing is a body centred enquiry process, which brings inner awareness and 

knowledge. It uses a methodology grounded in research that gives access to a deeper 
level of somatic and emotional knowledge. This information is obtained by learning to 
listen to the body in a unique and systematic way, and to access the felt sense in the 

body. 
 

Focusing creates space for new possibilities and brings awareness to things that are 
experienced but that cannot yet be expressed in words. It bring access to the ‘more’ 
that your body knows about a situation. This method brings gives access to your gut 

reactions in a systematic way so that this information is always available to you. 

 

Applications of focusing include stress reduction, increased presence and centeredness, 
gaining right distance from challenging situations, realignment with passion and 

interests. These are all aspects that a person at risk of burnout needs to address. 
 

Workplace issues in general are created on multiple levels – it affects the whole person, 
including the physical and emotional body. This is especially true of burnout.  
 

Focusing builds a bridge between the mind and the body in a structured way.  It can 
bring access to insights which are vague, not fully formed, or unclear and gain more 

information about the situation 
 
Learning focusing can create the opportunity to bring the whole person to work. This 

would help a person listen to themselves –for example they would find time to take a 
five minute break and come back refreshed instead of pushing through until later they 

get a migraine. 
 
The Study 

Representatives from 10 organisations were interviewed in summer 2017.  The 
organisations including two state companies, one vocational college, Belgian and 

international companies located in Belgium in the IT, energy, banking, manufacturing, 
telecoms, and education sectors. 
 

A summary of the results are presented overleaf. 
 


