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                           Brussels, Belgium 

                 December 2022 
 
Most coaches and trainers show a lot 
of commitment and dedication to their 
work. Lead by their enthusiasm and 
eagerness to create quality, they are 
at risk of going beyond their limits and 
using up all their energy. It is a paradox 
that taking a step back can help them to 
create more space and let them enjoy 
their wonderful job. But very often, 
they don’t apply this to themselves.

The importance of selfcare for trainers 
cannot be underestimated and benefits 
themselves and their trainees. The authors 
of this book mainly focus on the person 
of the trainer (m/f/x) and the impact 
on the learners. It’s remarkable how 
concerned they are with the wellbeing 
of trainers and how they should monitor 
their own energy balance. Trainers not 
only stand as a model on how they deal 
with the content of their sessions, but it’s 
also even more important on how they 
present themselves to their trainees. 

As a trainer, you should constantly be 
embodied, self-aware and conscious of 
your own energy level. It is crucial to be 
honest about yourself and to present 
yourself as an equally vulnerable person, 
struggling with issues and searching for 
balance in your life. That’s what makes 

a trainer authentic and therefore can 
take away stress and pressure from your 
trainees. 

This handbook helps you as a trainer to 
make careful choices in how you present 
yourself towards your learners and how 
to listen to their needs, as individuals and 
as a group. It is important to be vigilant 
and regularly take the pulse of your 
trainees’ energy levels, motivation, and 
boundaries. 

The authors go to the very core of 
training as they recommend making 
strong connections, encouraging sharing 
personal experiences and appealing 
to the trainees’ creativity to connect 
more with themselves and others. 

Tom Vandenberghe 
Coach. Trainer.  

Lector at the Odisee University College – Brussels                                                
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Burnout is becoming one of the big 
challenges of the 21st century, 

influencing all areas of life, including 
education and training.

Both learners and trainers experience 
numerous negative influences, which in 
the long run may lead to an imbalance 
in their physical and mental well-being.

The Burnout Prevention Manual offers 
a set of principles and guidelines to 
support adult trainers in nurturing 
positive and meaningful learning 
experiences.

Using the presented strategies, the 
trainer will contribute to both their own 
and their learners’ well-being.

Chapter 1 comprises our findings from 
the extensive research we conducted 
regarding burnout.

Chapters 2-5 comprise a collection of 

practical insights and ideas that trainers 
can embrace, to create a positive and 
amicable learning process that supports 
the prevention or mitigation of burnout 
factors.

We hope to add value to your training!

Svetoslava & Lachezar

INTRODUCTION
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BBurnout is the new flu. We can 
catch it multiple times along the 
years, and even more than once 

during a “season”. Interestingly, all 
groups at risk of having influenza are 
also the groups that rarely would suffer 
a burnout – children, pregnant women, 
and elderly adults. And similarly to the 
prevention of a virus, there are certain 
hygiene factors we can follow (or advice 
our learners to follow) to prevent 
burnout. (1)

The term “burnout” was coined in the 
1970’s by the American psychologist 
Herbert Freudenberger, to explain how 
the stress and demands in the helping 
professions lead to severe stress. The 
World Health Organization (WHO) 
defines it as a condition (2), rather 
than a malady. As such it can occur in 
all “sizes” and can affect everyone in 
active working age no matter the years 
of experience, status or occupation. 

In the course of 2022, during the 
implementation of the Burnout 
Coaching Project, our team immersed 
into the topic and swam through 
books and academic journals, watched 
documentaries, and talked with 
professionals who work in the field of 
burnout prevention and with people 
from the adult education field who 
have experienced burnout.

THREE MAIN TAKEAWAYS EMERGED:

1. The consequences: There is not 
a single person who experienced 
burnout and did not get derailed for 
a minimum of 6 months to 1-2 years 
(almost full absence from work/
study/social life);

2.  The hope: There is not a single 
person who suffered burnout and 
restarted their professional and 
personal views on life without adding 
substantially more meaning, purpose 
and consciousness to their days;

3. The action: Everyone referred to 
establishing well-being habits as the 
key to preventing (next) burnout.

The findings we propose in this first 
part of the manual will serve as a basis 
for your own understanding of burnout, 
and how it can affect you and your adult 
learners. We believe that these findings 
will be useful preliminary information 
for you as a trainer. Our aim is for you 
to be able to better identify the early 
burnout symptoms of adult learners 
and within yourself as a trainer and 
adult educator. Moreover, our hope for 
you is that you will be able to:

● design structured training 
programmes, implement burnout 
prevention strategies and plant well-
being habits;

CHAPTER 1
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EXPLORING THE FIELD
● enhance your skills related to 
transferring knowledge, and your 
skills and attitudes related to burnout;

● apply specific theoretical know-how 
and implement it in your training;

● apply concrete methods to spot 
burnout factors;

● design relevant approaches to 
prevent burnout of adult learners;

●apply strategies for psychological 
resilience;

● better match the identified needs 
of your adult learners.

HOW ARE BURNOUT AND STRESS 
RELATED?

A recent study shows that work stress 
and burnout are mutually reinforcing. 
“However, contrary to popular belief, 
burnout has a much greater impact 
on work stress than vice versa” (C. 
Guthier, C. Dormann, M. C. Völkle, 
2021). Translated to the daily routine, it 
means that a person who goes through 
burnout will respond with more stress 
to the overwhelm of work, rather than 
an overwhelming agenda itself being 
the basis for burnout. (3)

BURNOUT AND MENTAL HEALTH

Research of Eurofund (4) suggests 
that as burnout is not or is rarely 
studied together with depression, 

this “prevents the creation of a 
comprehensive understanding of the 
factors that determine mental health” 
(Eurofound (2018), Burnout in the 
workplace: A review of data and policy 
responses in the EU, Publications Office 
of the European Union, Luxembourg, p. 
29).

In a position paper from 2012, the 
German society for psychiatry and 
psychotherapy refers to “evidence 
on the overlap between burnout and 
depression”, based on 92 studies, and 
suggests that the “distinction between 
the last stage of burnout and clinical 
depression, is conceptually fragile” 
(Eurofound (2018), Burnout in the 
workplace: A review of data and policy 
responses in the EU, Publications Office 
of the European Union, Luxembourg, p. 
12).

RISK FACTORS LEADING TO BURNOUT

According to Prof. Christina Maslach, 
cited in the “Overcoming Burnout and 
Compassion Fatigue in Schools” (Alison 
L. DuBois & Molly A. Mistretta, pp. 42-
43), there are three critical sources for 
burnout: 

1. The dynamics of the interactions 
one has with a variety of individuals 
in the educational or work setting.

2. The work environment that those 
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CHAPTER 1
12 STAGES OF BURNOUT

Herbert Freudenberger described the 12 phases of burnout. Practice shows that 
they may or may not occur in the following order:

Source: Attribution-Non-commercial 3.0 Unported (CC BY-NC 3.0). (5)

https://creativecommons.org/licenses/by-nc/3.0/
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interactions take place in.

3. The individual characteristics that 
may influence one’s likelihood of 
developing burnout.

The list of risk factors for stress, burnout 
and compassion fatigue expands in the 
occupation of educators and trainers. 
Among the main factors (6) we see: 

- Environmental factors such as long 
work hours and high caseloads 
(Boscarino, Figley & Adams, 2004; 
Creamer & Liddle, 2005; Meyers & 
Cornille, 2002);

- Perception of own roles and 
responsibilities (Miller, Brownell & 
Smith, 1999);

- Educators working with children 
who have survived violent or human-
induced trauma (Creamer & Liddle, 
2005; Cunningham, 2003);

- Conflict between personal and 
organization values (Leiter & Maslach, 
1999);

- High levels of stress (Gersten et al., 
2001; Singh & Billingsley, 1996);

- Lack of training in trauma (Miller, 
Brownell & Smith, 1999). Many 
educators feel unprepared to deal 
with the trauma students bring into 
the [school] environment;

- Misalignment of pre-conceived 
expectations and work environment 
creates a cognitive disconnect (Riley, 
San Juan, Klinker & Ramminger, 2008).

HOW DOES BURNOUT MANIFEST?

Some of the following physical and 
mental statements about how one feels 
are often symptoms of work exhaustion 
and burnout (7).

● People affected or at high risk of 
burnout often report that they feel 
tired, irritable, distracted, inadequate, 
or incompetent, angry at a situation 
or a peer;

● They share complaints about 
muscular aches and body pain, having 
headaches several times a week, an 
increased or reduced appetite;

● They have poor concentration, 
muddled thinking, and indecisiveness.

NON-WORK-RELATED BURNOUT

● Parental Burnout (exhaustion in 
one’s parental role). Research shows 
that certain populations are more 
prone to parental burnout: parents 
from more individualistic (typically 
Western) countries had higher rates 
of parental burnout than those from 
Eastern countries. (8)

● Caregiver Burnout (usually relates 
to caring for adult - aged individuals). 

EXPLORING THE FIELD
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Several studies have found that 
caregiving burnout refers to a 
“tridimensional syndrome in response 
to the stress that the caregiving 
context may represent. Emotional 
exhaustion can be defined as a feeling 
of overload, of no longer being able 
to continue, of being emotionally 
drained when facing the caregiving 
situation and the care-recipient” 
(Thompson, 2014; Goodwin, 2017). 
(9)

● Marital burnout (exhaustion caused 
by long-term conflicts within couples). 
It manifests through increased 
aggressive outbursts in behaviour, 
and hence, reduces affection between 
spouses. (10)

WORK-RELATED BURNOUT

According to the “Burnout in the 
workplace: A review of data and policy 
responses in the EU” (4), the following 
aspects of work-related burnout are 
also manifestations of burnout in the 
work environment:

- Emotionally demanding and stressful 
routine at work;

- Conflicts - appear to be among the 
main reasons for burnout in Belgium, 
Lithuania, and Sweden;

- Absence of a “safety net” at work 
and support from the colleagues; lack 

of teamwork;

- Poor working conditions and an 
upsetting environment;

- Heavy workload and hectic rhythm 
of work as a standard;

- Lack of autonomy or too much of it;

- Too little or no opportunities for 
professional growth;

- Distrust in the leader or manager;

-  Inadequate rewarding.

PANDEMIC BURNOUT

The COVID-19 pandemic created a 
new kind of burnout, called Pandemic 
Burnout and often also Pandemic 
fatigue.  Pandemic burnout impacts 
people’s lives both professionally 
and personally. “Unlike professional 
burnout, pandemic burnout has 
been identified in people outside the 
workplace, including those who manage 
to cope with professional stressors in 
life - psychologists, trainers, coaches, 
facilitators, teachers.”, says Milena 
Dragova, a trainer from the focus group 
of the Burnout Coaching project, who 
initiated and  led the creation of the 
“SPAgame”, a board game, developed in 
2022 with a focus on pandemic burnout 
related to COVID-19. 

Symptoms of pandemic burnout may 
include severe exhaustion, insomnia, 

CHAPTER 1
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self-doubt, and extreme loss of hope and 
courage. Mental health professionals 
pay extreme attention to this kind of 
burnout in the past 1-2 year

HOW TO SPOT BURNOUT? 

As trainers, we constantly aim at 
developing our own self-awareness, 
which enables spotting burnout 
symptoms in ourselves first and 
consequently among our learners. 
Researchers at KU Leuven in Belgium 
defined four symptoms of burnout, as 
cited by Mensura, that can help us in 
the self-observation process (11):

1. Feeling mentally and physically 
exhausted

2. Lack of concentration and poor 
memory

3. Emotional lability

4. Detachment

The four core symptoms can show up as 
sleep problems or panic attacks, sensing 
physical pain with a psychological cause 
such as tension headaches, and even 
guilt for not being in a good shape. (12)

RECOGNISE BURNOUT IN YOUR 
LEARNERS AND IN YOURSELF

If as a trainer you communicate with 
your audience regularly, listen and 
watch for repeating complaints, such as 
the following (12):

● “At the end of my workday I feel 
physically and emotionally drained”

● “I don’t like my job/studies 
anymore”

● “I don’t know how I still withstand 
the pressure”

● “Weekends are not enough to 
recover from the stress of my job”

● “Sometimes I feel indifferent to … 
(colleagues, peers, students, etc.)”

Be aware and honest if you also find 
yourself having this narrative in your 
inner chat. The more you are engaged, 
dedicated, and committed to your 
profession in the field of adult education 
and training, the more you are at risk of 
experiencing burnout. 

The following Burnout Checklist was 
proposed by Milena Dragova, one of 
the members of the focus group of the 
Burnout Coaching Project. It is short 
test for trainers and trainees to, help 
them recognize symptoms of burnout. 
5 simple steps to follow: 

1. List the main stressors you 
encounter in your workplace / 
learning journey;

2. Rate the severity of each factor on 
a scale of 1 to 10; 

3. Split the stressors into factors that 
can be eliminated and those that 

EXPLORING THE FIELD
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cannot; 

4. Write each factor on a piece of 
paper and create a Burnout Wall

5. Decide on how the impact of the 
factors that cannot be removed can 
be reduced.

BURNOUT PREVENTION

As a matter of fact, burnout can affect 
people of all walks of life and it can 
happen multiple times over the years 
and in different ways, showcasing any 
of the twelve phases of the syndrome. 
How can we prevent burnout in 
ourselves and in our learners?

- Self- and social awareness

The coaching paradigm and 
concept can be truly instrumental 
to start noticing the early signs and 
developing awareness about those 
around us. “Self-awareness is an 
important self-protective behaviour 
and can help us maintain a healthy 
balance of empathy.” (Saakvitne and 
Pearlman, 1996, in “Overcoming 
Burnout and Compassion Fatigue in 
Schools” by Alison L. DuBois & Molly 
A. Mistretta). (6)

- Self-care and attention to learners

Enabling our own internal resources, 
and helping others to do the same, 

is at the very core of the coaching 
concept. However, we must take care 
of our inner resources and find our 
unique path to self-care, to be able 
to support our learners and people 
around us to do the same. When 
exercising good care to ourselves we 
don’t only become role models, we 
also function better as professionals 
and humans, and we are able to make 
better decisions. (6)

- Proactiveness

For your own well-being, and the 
well-being of your learners, explore 
the aspects of the topic of burnout 
that relate to your field and scope of 
work. Develop your knowledge on 
the subject, and help the people you 
teach and interact with to experience 
the joy of personal growth without a 
risk of burnout.

Find more inspiration from practitioners 
in the Brief Interview Series (13) and in 
the following pages of this Handbook.

CHAPTER 1
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Take some time for quality reflection 
on what have you learned  

so far.
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Who are my learners?” seems like 
an obvious starting question for 

a successful training design. But do we 
really take enough time as trainers to 
understand the people who have trusted 
us to contribute to their personal and/
or professional development?

Several common scenarios seem to 
take place in adult training:

A. The trainer is contacted by an 
organisation to conduct training for 
a group of learners. In that case, the 
information about the group’s needs 
and characteristics is provided by 
representatives of this organisation, 
and it relies on the trainer’s expertise 
to develop a suitable training 
programme.

B. The trainer offers their own training 
programmes on the free market, which 
are based on some form of market 
research. In that case, the trainer’s 
first opportunity to meet the learners 
is during the very training activity.

C. The trainer works for an adult 
training organisation with a structured 
portfolio of training courses and a 
continuous flow of learners (similar 
to schools and universities). In that 
case, the trainer is responsible for a 
given course within a broader training 
framework.

The above scenarios cannot cover the 
full spectrum of adult training provision 
in the different socio-cultural contexts 
across Europe, but they serve as a 
strong point to conclude that usually 
trainers do not have the opportunity for 
a real and personalised understanding 
of learners’ needs before the training 
starts.

How to find what my learners need? 
We can split the possible answers into 
three main categories - Before, During 
and After the training.

Excellent preparatory work helps trainers not only to 
deliver great results in the training process, but to prevent 

stress when working with learners.

CHAPTER 2
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ENGAGING LEARNERS

You can create a short online survey, 
which can be sent to the learners 
before your first meeting. While this 
type of data collection is not perfect, 
because people tend to provide socially 
acceptable answers, it will give you 
some key points that you can use to 
tailor your training to this specific group 
of learners. Learners will feel recognised 
when they see part of what they shared 
in this survey embedded in the training 
design.

Along with standard questions, 

exploring learners’ motivation to 
attend this training, their expectations 
and special requirements (e.g., dietary 
preferences, any physical condition that 
need to be taken into consideration or 
any other issue they want to raise), 
you can consider introducing creative 
questions that allow them to open 
up and share information about their 
uniqueness. For example:

● If you could choose only one object 
to take with you on a long trip, what 
would this object be?

IDEA 1 Online Survey

BEFORE  
(PREPARING FOR ENGAGEMENT)

Despite the different training 
modalities and contexts, in which 
you operate as a trainer, it is key to 

try to collect sufficient information in 
advance about your learners’ individual 
needs, characteristics and learning 
preferences.
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You can try to have face-to-face 
communication with the learners 
before the training activity. This option 
depends on various factors, such as the 
number of learners, their schedules and 
of course your availability. It also takes 
time to prepare and extra efforts to 
facilitate. Still, this is the most effective 
way to get direct impressions from your 
learners. It will provide you with an 
opportunity to present the draft design 
of the planned training, and to check 
whether it matches their expectations 
and what needs to be removed or added 
for the training to be fully aligned with 
their needs and preferences.

The meeting can be organised as a short 
60-minute session (for a maximum of 
12 participants) to present the training 
and to collect feedback, during which 
you engage the learners in informal 
exchange to get to know each other 
and to bond.

If it is not possible to ensure that all 
learners can attend the meeting, you 
can also consider conducting individual 
talks with participants who are available 
for such communication.

IDEA 2 Direct Communication

● If you could share only one unique 
fact about you to the last person on 
Earth, what would this information 
be?

●  Imagine you can turn your hobby 
into a real profession. What is this 
hobby?

CHAPTER 2
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In case your learners are working or 
studying at one and the same place, 
you can negotiate with the respective 
organisation to spend some time in this 
environment, with an opportunity to 
observe participants without disturbing 
their working or learning process. 

Although this is a more indirect method 
for collecting information compared to 
the ideas described above, it can give 
you valuable information about your 
learners’ behaviour in their daily mode 
of operation.

IDEA 3 Immersion

DURING (ENGAGING) 

As mentioned, in most cases you will 
see your learners for the first time at 
the beginning of the training. If you 
have only one training session with 
them, you have a very short time span 
at the very beginning of the training 
(10-15 minutes) to get to know them 
and to connect with their individual 
needs. While this may not sound ideal, 
and even if you envision having more 

time to get to know your learners, you 
may not have the opportunity. This is an 
important aspect to consider, which will 
allow you to adapt your training design 
on the go.

ENGAGING LEARNERS
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If you want to provide your learners 
with an opportunity to express their 
individuality from the very beginning 
of the learning process, to collect 
information on their unique way of self-
expression, or to introduce yourself in a 
more informal manner, then the check-
in is a classical yet very effective method 
to consider.

There are various ways to do a check-
in, and the way you implement it is up 
to your creativity. As a rule of thumb, 
a check-in works most effectively when 
you and your learners stand or sit in 
a circle, on chairs or on the ground, 
without any tables between you. The 
trainer starts the process by inviting 
participants to do a quick introductory 
sharing. Here is an example of a starting 
statement you can use: “Welcome. We 
are going to do a quick check-in activity. 

Please share with a couple of sentences 
what interesting things happened to 
you before coming to the training today 
/ with what feelings and thoughts you 
enter today’s training.”

While preparing for the training, you 
can invite learners to bring an object of 
special value to them and to present it 
to the group as part of their check-in.

At the end of the training, you can do 
a check-out to close the process, and 
again emphasise on the importance of 
everyone in the group. The check-out 
can be linked to the chosen check-in, 
or it can use the same principles and 
add new elements. For example: “What 
is the one most important thing you 
would like to share from this training 
with your friends or family?”

IDEA 1 There Is Nothing Better Than A Simple 
             Check-In

CHAPTER 2
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It is usually expected for trainers to 
“warm up” their learners with some 
opening activities, and then move to 
the planned content. And we do it! 
There are many variations with physical 
movements, which bring strong positive 
energy to the learning field. They are 
super fun and engaging!

To further maximise their engaging 
effect, you can use energisers that 
allow a maximum of self-expression 
for the participants. This is not possible 
with energisers that are strictly framed, 
during which learners are expected 
to follow precisely given steps and 
commands from the trainer. 

One example of an energiser, which 
allows for more individualised 
expression, is asking your learners to 

make a visualisation on a given topic 
(e.g., your 3 top strengths; your image 
of success; your image of happiness). 
They can use different art materials to 
produce their visualisation (drawing, 
sculpture, story book, etc.). 

This creative process will provide you 
with deep data on their individuality, 
which helps to further fine-tune your 
forthcoming training activities to serve 
in your learners’ best interest. 

IDEA 2 Energisers Can Be Much More Than
             Fun Activities

ENGAGING LEARNERS
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Collecting feedback from your learners 
throughout the training process seems 
the most logical thing to do, but it is not 
often used by trainers. There are many 
underlying reasons: some trainers say 
it takes too much time and it is not 
effective for short training sessions; 
other trainers say they feel awkward 
asking learners to comment on their 
training process and performance in 
direct communication. 

Nevertheless, it is crucial to find a 
way to gather opinions from your 
learners, which is comfortable for 
both you and them. You can try simple 
techniques such as “Give me one word 
for your training experience so far” or 
taking advantage of online platforms 

to collect feedback in a simple and 
pleasant manner, through the learners’ 
smartphones (e.g., Slido). 

You can invite participants to use a 
feedback board during the breaks, 
where they can write or draw ideas 
about the training process and next 
activities. In the header of the board, 
there might be guiding questions to ease 
the participants, and to ensure you get 
concrete data. For example: “What are 
your main take-outs from the training 
so far? What would you like to learn 
more about? What type of activities 
would you like to have to support your 
learning (presentation, group work, 
role plays, individual work)?”

IDEA 3  Asking for ongoing feedback is 
             compulsory!

CHAPTER 2
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AFTER (SUSTAINING ENGAGEMENT)

It might sound strange at first that we 
recommend engagement after the 
training, especially for a training that 
takes place once and the probability 
of meeting the same learners seems 
minimal. Follow-up activities bring 
strong value on several dimensions:

● The sharing from your learners 
will provide further feedback on the 

quality of the training, as well as 
ideas to design any future training 
for similar groups of learners. It will 
also further allow the conducting of 
individualised learning processes.

● The learners will feel that the 
trainer continues to care about 
their well-being, which will boost 
their motivation and dedication 
for their personal and professional 
development.

The classical follow-up approach is 
for the trainer to send an email to the 
learners with the request to provide 
additional comments about their 
satisfaction with the training. While 
this is a key element in the follow-up 
process, you can think of creative ways 
to further expand it.

For example, in the same email you 
can provide participants with a shared 
online document containing a synthesis 
of their findings and contributions 
during the training, and invite them to 
review it and to add details if they feel 
like it. You can also send them photos 
from the training.

IDEA 1 Satisfaction Review And Something
               More

ENGAGING LEARNERS
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Another direction might be to provide 
the learners with resources for further 
inspiration on any topics of interest 
mentioned during the training and/
or linked to the topics of the training. 

Finally, you can provide your contact 
details with an invitation to keep in 
touch.

In adult training and nonformal 
education we tend to be proud of 
running away from the traditional 
school model of giving homework to 
learners. Yet, in terms of follow-up 
engagement, this is actually a very 
effective approach to stay connected 
with your learners for some time after 
a single training experience, or in 
between training sessions for longer 
training programmes. It is actually a 
key vehicle for sustaining what they 
learned during the group learning 

process and for further expanding their 
competences.

The choice of homework is crucial for 
a learner’s motivation to do it. You 
can consider giving homework that 
involves practical activities and real-life 
situations. For example, you can ask 
learners to conduct interviews with a 
given number of people they know or 
simply meet in the street. The aim of 
the interviews will be to collect further 
information about the topics addressed 
during the training. 

IDEA 2  Homework Is Not Boring

CHAPTER 2
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In times when everyone is hooked 
on a couple of social media, it seems 
like a natural opportunity to stay 
connected with your learners. You can 
propose to establish an online group 
(e.g., a Facebook group) only for the 
participants in the training, which will 
eventually grow into a community 
through adding the next groups of 
learners.

It is recommended that you support 
this initiative in the first months of its 
existence, with the long-term objective 
of making it a self-organised initiative 
led by the learners themselves.

IDEA 3 We Are A Community

ENGAGING LEARNERS



30

(1)  Sessionlab - provides intuitive 
instruments to design your workshop. 
Through the open access features of 
the service you can see a list of differ-
ent activities you can embed in your 
training to ensure the engagement of 
learners and the creation of a stress-
free learning environment 
 
(2)  Action for Future - a European 
project providing trainers with tools on 
using design thinking in their work. The 
manual and resource book developed 
within the project provide you with 
strong evidence of the importance of 
connecting with your learners and con-
crete activities to keep your learners 
engaged.  

(3) Playmeo - a database of tested fun 
group activities and games, which will 
help your learners warm up and active-
ly engage during your training. Link: 
(4) Voice Up - another European proj-
ect, focusing on empowerment of fe-
male learners. It provides trainers with 
a board game, which sets a positive 
tone in the beginning of each training 
session. 
(5) DiARC creative cards - an interactive 
online tool that you can use as a check-
in or opening activity. The cards were 
developed as an accompanying instru-
ment for creativity trainings. 

SOURCES OF INSPIRATION AND FURTHER READING
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https://www.sessionlab.com/
https://actionforfuture.eu/resources/
https://www.playmeo.com/ 
https://www.voice-up.eu/ 
https://nmct.eu/creativecards/
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Take some time for quality reflection 
on what have you learned  

so far.
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by Lachezar Afrikanov, PhD
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The engaging learning space is 
another key ingredient to create a 

quality experience for your learners. 
This is one of the few aspects where 
you have more control and can 
manage it according to your training 
style and objectives. Of course, 
there are cases when your client or 
sponsoring organisation requests using 
a preselected venue and space, but 
even in such a situation you have some 
options for manoeuvre.

Two main categories of venues can 
be distinguished: online and physical. 
Sometimes the choice between 
these categories is predetermined by 
systemic factors (e.g., a lock-down as a 
result of Covid-19), in other cases it is 
due to the type of learners addressed 
(e.g., learners from different parts of 
the world).

ONLINE LEARNING SPACES

Online learning provides opportunities 
to quickly interact with learners, who 

for different reasons cannot attend 
a physical training activity, but are 
motivated to learn (international 
learners, working adults, learners 
with special needs). Digital learning 
platforms allow trainers to reach more 
learners than in traditional physical 
settings. Distance education allows 
learners and trainers the freedom of 
choice where to study/train from.

Among the significant downsides of 
online education we can pinpoint 
screen fatigue. There are numerous 
modern occupations that require 
adults to work continuously on screen, 
which in long term perspective is one of 
a source of exhaustion and underlying 
factor for burnout. When you invite 
these types of learners to an online 
training you are adding to their screen 
time overload and can potentially 
intensify their burnout. Another often 
quoted drawback of online education 
is that it limits human interaction and 
bonding, which is achieved in physical 

There is a reason we feel better in a park than in a crowded 
space. The art of curating and designing the experience 

includes care for the place and equipment too and it influences 
trainers’ and learners’ well-being.

ENGAGING LEARNING SPACE
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Sometimes we take for granted that 
every learner is equipped with adequate 
technical means and stable internet 
connection for effective online training. 
In practice, there are often cases when 
learners experience technical issues. It 
is a key starting point to identify these 
issues in the very beginning and try to 
find a way for all learners to participate. 

In such a way you demonstrate care 
for the learner experiencing technical 
difficulties and also send a strong signal 
to the rest of the group that you are a 
trader dedicated to serving their best 
interest. 

Depending on the technical issue you 
can try different strategies. 

IDEA 1 Be sure everyone is ON-LINE

face-to-face training formats. There is 
also always the risk of technical issues 
such as weak internet connection or 
malfunctioning of learners’ devices, 
which can impair even the best training 
design. 

Online learning spaces are as diverse 
as the physical ones. You have the 

opportunity to choose from different 
learning and communication platforms, 
which are often allowing you to set-
up your own unique online classroom. 
You can use one platform to deliver 
your training, but you can also use a 
combination of online tools if you want 
more interaction and engagement of 
learners. 

CHAPTER 3
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For example, if there is a problem with 
the microphone, you can encourage 
the learner to ask questions and post 
comments in the chatbox. If there 
is a serious problem with internet 

connection, preventing participation, 
you can record the training and send a 
link to the recording afterwards with an 
invitation for the learner to call or write 
to you, if anything is not clear. 

As mentioned above, online training 
comes with the risk of bringing more 
screen fatigue to your learners. 
In that sense you might consider 
optimising the timing of your training 
activities. Learners lose focus easily, 
especially when immersed in one-way 
communication activities (e.g., lecture, 
presentation).

It is difficult to say what the exact 
duration of your talking moments 
should be, but there is strong evidence 

from research and practice that you 
should keep your talking short and give 
more space for learners to engage in 
active reflection and individual or group 
assignments. If your training requires 
presenting a significant amount of 
information you can provide it in the 
form of an accompanying reader or a 
collection of sources to read. 

Try to have short online sessions (up to 
90 mins) with engaging practical tasks 
in between (active learning). 

IDEA 2 Keep it short



36

CHAPTER 3

Online communication and learning 
platforms are advancing at high speed 
and gradually adopt very common 
elements. Still, there are always 
individual preferences when deciding 
which platform to use. Try not to forget 
that the learner should be always in the 
centre of your choice and not your own 
likings. 

Stepping on the information you collect 

about your learners as part of your 
preparation, try to identify the most 
appropriate platform. In some cases, 
this choice might be self-evident. For 
example, in some countries teachers are 
trained to use G-Suite tools in their daily 
work, so if you are working with these 
types of learners, it might be adequate 
to use the same tools to make them feel 
comfortable from the very beginning

IDEA 3 My Favourite Platform Is Not Your 
             Favourite Platform

PHYSICAL LEARNING SPACES

LLearning in physical spaces continues 
to be pivotal in the adult training 
sector. Despite all the advantages of 
digital learning, it still cannot match 
the intensity of experience for learners 
when interacting face-to-face in a 

physical format.

Nowadays helping professionals like 
trainers, facilitators and coaches can 
choose from a plethora of venues to 
conduct their activities with learners: 
from formal hotel training rooms to 
alternative outdoors spaces in nature.
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When considering burnout prevention 
as a leading criterion in choosing the 
right venue, it seems logical to select 
a place that naturally evokes positive 
emotions and a relaxed atmosphere. A 
room with plenty of sunlight might be 
a suitable choice? Or a green meadow, 
surrounded by beautiful mountains? Or 
a cosy gallery with beautiful pieces of 

art? Usually, as mentioned in previous 
sections, you might face the situation 
of not having the opportunity to make 
the ideal choice, but you still have to 
take measures to ensure that the venue 
is your ally in organising an optimal 
experience for your learners.

Even in traditional event spaces like 
hotels, you can have different types of 
furniture (chairs, tables, decorations) 
that can help you organise the 
space in a way to create a positive 
and cosy atmosphere from the very 
beginning. It is a common practice 
to start the event in a circle of chairs, 
symbolising connectedness, equality 
and encouraging trust building from the 
very beginning. Starting in a circle seems 
natural for small size events (up to 20 

participants), but actually if the room 
parameters permit, it can be organised 
even for groups of 50 participants.

In case you envisage panel discussion, 
consider carefully whether to position 
panellists on a podium or at the same 
level of the audience. Sitting on the 
podium allows visibility of all speakers, 
for sure, but also can create We (sitting 
above) and You (down there) dynamics, 
which will negatively impact the overall 

IDEA 1  Furniture Is Your Best Ally
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atmosphere. The same is valid, when 
you decide on using a podium tribune 
for your keynote speakers. 

If you have the opportunity to see the 
training room before the very training 
and can spend some time getting 
the feel of it, try to visualise how you 
can rearrange the different objects 

in it to evoke positive feelings in your 
participants. You can also think, what 
can be added to further enhance this 
effect. You might realise that the vase 
in the far end corner needs to be 
placed near the circle of chairs or that 
a round coffee table be placed in the 
centre, where you can place some small 
decorations.

Having flowers in the training room 
makes a big difference. Especially in the 
case of a training or other event taking 
place in a very formal and traditional 
setting. Flowers bring freshness 
and colour into the room, making 
the participants feel more relaxed 
and positive with the forthcoming 
experience.

You can bring freshly picked flowers 
or flowers in a pot. The second option 
is also a symbol of sustainability and 
preservation of the environment, 
sending a strong message to the 
participants for your holistic attitude, 
which makes it a preferred strategy.

Flowers are a symbol, which a trainer 

IDEA 2 Flowers On The Table
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may replace with any element, to 
transform the event space into a 
stimulating and positive learning 

environment. For example: aroma 
lamps, candles, pebbles, small toys, 
fruits, etc.

If you want to be sure that the event 
space is attuned to your style and your 
learning objectives, you might consider 
spending some time alone with the 
space and doing your cleaning the space 
ritual. There are multiple ways to do it, 
which allow you to find inspiration for 
your own cleansing method.

Some trainers talk to the room, 
imagining it like a living creature. 
Through this dialogue they request 
support and positive energy for the 
people attending the planned event. 

Others spend time in silent meditation. 
There are trainers who like to walk 
around the room or space, exploring 
all its corners, in a way “marking” the 
whole “territory”. There are trainers 
who use sage burning, or alternative, as 
a cleansing method. Others sing or play 
music.

Try to experiment and find your own 
vibe on how to do it.

IDEA 3 Clean Your Space
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● Rosan Bosch, one of the leading 
designers of learning spaces, shares her 
views in the article “Learning Spaces 
Need to Enable and Motivate Every 
Learner”

● More on Rosan Bosch’s projects and 
the principles behind them HERE

● An interesting article on how trainers 
can use sage for clearing the learning 
space HERE

●  An inspiring article about innovative 
schools in Ontario region, exemplifying 
the importance of the learning space 
for increased learning outcomes HERE

●  Neuroarchitecture provides further 
confirmation on the importance of 
space for people’s well-being. The key 
principles of neuroarchitecture are 
summarised in the provider source 
HERE

● Participatory Leadership is a structured 
process including tools, methods, 
design-thinking and systems approach 
to support group and organisational 
dynamics HERE

● The Art of Hosting is a highly effective 
way of harnessing the collective wisdom 
and self-organising capacity of groups 
of any size HERE

● The innate drive of people to seek 
connection with nature in their indoors 
spaces is being explored and utilized 
by a new movement in interior design, 
called biophilic design. The resource 
provides a concise information on how 
biophilic design impacts humans HERE

SOURCES OF INSPIRATION AND FURTHER READING
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https://rosanbosch.com/en/approach/learning-spaces-need-enable-and-motivate-every-learner
https://rosanbosch.com/en/approach/learning-spaces-need-enable-and-motivate-every-learner
https://rosanbosch.com/en/approach/learning-spaces-need-enable-and-motivate-every-learner
https://rosanbosch.com/en/page/projects
https://www.vogue.com/article/sage-how-to-cleanse-energy-home-office-smudging
https://www.frontiersin.org/articles/10.3389/feduc.2020.00089/full
https://www.neuroau.com/post/principles-of-neuroarchitecture
https://participatoryleadership.eu/
https://artofhosting.org/what-is-aoh
https://www.sciencedirect.com/science/article/pii/S0272494421001353
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Take some time for quality reflection 
on what have you learned  

so far.
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by Svetoslava Stoyanova
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CLOTHES AND COLOURS

Human babies learn to laugh before 
they learn to speak. Fostering a vivid 
mood in the training room is essential 
for burnout prevention. As trainers 
we need to make sure we choose the 

right “colour and style” of mood and 
presence, before we literally choose 
our style, clothing, and accessories. 
Sure enough, we need to make that 
choice thoughtfully and with care and 
compassion – to ourselves and to our 
learners.

 
When we feel good, we have the energy to help others feel 

good too. The well-being of our learners starts with a series of 
conscious choices we, as adult educators make at first.

The preparatory phase of a training 
or any other group setting starts and 
ends with the trainer’s mindset. Here 
is a fact proven in our practice: neither 
the slides, nor the choice of clothing 
will do the job unless the trainer wears 

the right mindset, which is “I am the 
presentation”. This means that the 
trainer is the ultimate transmitter of 
calm attitude, confidence and lightness, 
in the training room.

IDEA 1 You Are The Presentation

ENGAGING TRAINERS
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Main rule when it comes to your 
trainers’ fashion style is to align it with 
the nature of activities you envision, 
and with the audience. A team of 
corporates may expect you to come 
with a business suit. However, in the 
context of preventing burnout, you 
might consider a smart-casual outlook 
– comfortable for you to wear and for 
your trainees to look at.

The more vivid the colours you choose 
for your clothes and accessories, the 
brighter the mood you create in the 
training room. Light colours and earthy 
shades of green, blue and khaki send 
the message for relaxation and remind 
of nature. Use one to two colours as a 
tool to convey your message.

In a corporate setting wearing clothes 
featuring the colours of the client’s 

logo might appear as an effective NLP 
technique. However, in the training 
room or during a retreat, for the trainer 
to wear the company’s brand colours is 
unlikely to contribute to the trainees’ 
light and relaxed mood.

When you wear a colour that suits you 
and uplifts you, whether it is a bright 
or grey colour palette, you transfer the 
feeling of confidence and tranquillity to 
your group.

If you work with an overwhelmed 
group of people whose manager lacks 
leadership skills, and the manager 
wears a combination of white and blue 
most of the time, it may turn out that 
this colour combination creates tension 
for them. On the other hand, unless you 
work closely with the team for a certain 
period, you may not know what the 

IDEA 2  Mind The Clothes And Colours

CHAPTER 4
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underlined emotional associations are 
with a particular colour for the team, or 
for the individuals in a group.

It makes sense to communicate openly 

with your learners about the message 
you would like to send with your choice 
of colour or style.

There is a difference between online 
and onsite settings when choosing your 
fashionable accessories as a trainer. A 
female trainer may consider wearing 
shiny and visible earrings in a Zoom 
room, to keep the audience alert, while 
in the physical space where learners are 
stimulated by much richer surroundings, 
with big bright jewellery the trainer 
may reach the opposite effect – the 
attention on the accessories to prevent 
learners from engaged presence. 

Everything is a message. Including 
things like what you drink water or 
coffee from, during the training. Your 
choice of a refillable bottle instead of a 
plastic one adds to the trust you create 
in your audience. Your mug with a 
positive affirmation on it sends a direct 
message to the learners as much as it 
boosts your mood.

IDEA 3 Distinguish Between Online And In Person Setting
             When Choosing Your Outfit 
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PRESENCING

“Every moment brings with it the 
opportunity to have a full sensory 
experience” say the authors of the book 
“Everyday Self Care for Educators, Tools 
and Strategies for Well-Being” (see the 
resources at the end of this chapter).

When we develop the skill to observe, 
scan and notice our thoughts and 
sensations without judgement, we 
become capable of responding more 
adequately to the needs of our learners 
too.

Being in the present is easier to imagine 
than to practice. One thought that can 
help us is to remind ourselves that no 
matter if we focus our “live moments” 
in the past or the future, we are only 
living in the present moment - here and 
now.

Professor Shirzad Chamine suggests a 
simple technique to bring us back to the 
here and now. Everything that distracts 
you from the present moment can be 
one of your saboteurs – a result of your 

negative self-talk, or as Prof. Chamine 
describes them “voices in your head 
that generate negative emotions in 
the way you handle life’s everyday 
challenges”. The moment you observe 
that your mood changes to one which 
creates discomfort for you (worry, fear, 
vigilance, etc.), you can bring yourself 
back to a more positive inner narrative, 
by focusing on any physical sensation 
for as little as 15 or 30 seconds. What 
you can exercise during this time:

IDEA 1 Intelligence, BUT Positive 

CHAPTER 4
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- Observe an object right in front of 
you;

-  Tactile exercises with the fingers of 
one hand touching the fingers of the 
other hand;

-  Breathe in and breathe out, counting 
a few seconds each way. 

And then you continue your work 
(facilitating a group, coaching a team, 
delivering a lecture, etc.). 

Test it first outside of your training, and 
then start applying it when in sessions 
with your trainees. 

Here are a few techniques, presented 
in the book “Everyday Self Care for 
Educators, Tools and Strategies for Well-
Being” (p.49), published in 2020, that 
you can practise on a daily basis. They 
will keep you present and productive, 
and help you overcome doubt caused 
by your fears related to performance in 

the training room. 

1. Bring your awareness to the task 
you are doing.

2. Notice what you can smell.

3. Now focus on what you can see. 
Describe what you see to yourself.

IDEA 2 Overcoming Your Fear Of “How Will      
              I Perform?”
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You can use visualisation activities to 
support and nurture your presencing 
mode. Here is one brief yet powerful 
visualisation by Elias Patras, proposed 
by the authors of “Everyday selfcare 
for Educators. Tools and Strategies for 

Well-Being” (p. 74). You can use the 
wording to lead this visualisation for 
your learners, or you can browse his 
YouTube channel for techniques led by 
him directly (see resources)

IDEA 3 Breathe In The Breeze 

4. Notice if there is anything you can 
taste.

5. Can you feel something tactile 
in this task? Spend a few moments 
exploring it.

6. Bring awareness to what you can 
hear while performing the task.

7. Lastly, check if there is a feeling 
emerging while doing this task. 
Where in your body do you feel this?

8. Finish the task, and if you find your 

awareness drawn to something else, 
gently come back to the sensations of 
your body. 

Some additional daily activities that 
can invite present moment awareness 
include the following: showering, doing 
the dishes, cooking, eating, conversing, 
driving, standing in line, yard work, 
cleaning, playing with children, walking 
the dog, hugging, grading, grocery 
shopping.
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Take a deep breath. 

Pause. 

Slowly exhale out. 

Be intentional about your breathing. 

Slowly close your eyes, if closing your eyes feels accessible and safe. If not, focus 
your gaze on a spot on the floor. 

Take another deep breath in and slowly exhale out. 

Follow this with another breath in and slowly exhale out. Now imagine that you 
are in your favourite place in nature, it’s relaxing and calming. 

You can see that it’s a beautiful sunny day. 

You can almost sense a warm breeze surrounding you. 

This breeze starts at your feet. 

As you feel the breeze at your feet, you can feel your feet relax, as the breeze 
whisks away the tension that you keep here. 

You can sense, or feel, this beautiful breeze as it hits your legs, taking away the 
stress of the day that you might have. 

You can now feel it on your hips, removing all tension here. 

This breeze travels up your body to your stomach and whole torso and arms, 
allowing you to feel relaxed and calm. 

Travelling up to your neck and head, having this amazing breeze blow out any 
tension that is stored in your head or neck. 

Now you can sense or feel the breeze blow around you, releasing any left-over 
tension or anxiety that you might have. 

With a final breath in, slowly exhale out and release all that is left of that uneasiness. 

Slowly come back to the here and now and breathe naturally.

ENGAGING TRAINERS



50

It may prove to be challenging to read 
and follow the steps while doing an 
exercise in practice. Here is a ready-
to-use, 3-minute breathing exercise, 
proposed by Stanislava G. Stoeva, a 
breathing and embodiment coach, and 

shared in the Brief Interview Series we 
launched within the Burnout Coaching 
Project:   HERE

IDEA 4 Breathing - Part Two
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Research shows, and it is confirmed in 
our practice, that trainers and educators 
who often practise mindfulness improve 
their well-being in various directions, 
including better adapting to challenging 
situations, having a better quality of 

sleep, and having more meaningful 
relationships and conversations. 

As a trainer you probably have access 
to numerous resources for practising 
mindfulness. Here is a suggestion from 
us: 

IDEA 5 Bridge Meditation 

BRIDGE meditation technique  

The BRIDGE technique is developed by our team member Svetoslava Stoyanova, 
and can serve well in a training session with a group of people who are Do-ers 
rather than Be-ers in their mindset.

For this exercise you need 6 to 8 minutes in an uninterrupted environment. Here 
is BRIDGE step by step:

B stands for BE. Meet yourself wherever you are, whoever you are – you don’t 
need to BE anything but you. Here and now. Just the way you are at that moment.

R is for RECOGNIZE. Recognize your mood now. Maybe you are experiencing an 
emotion. Allow yourself to do so. Maybe you are a little bored. Or you are anxious 
about a deadline and feel guilty for investing time in this exercise… Or perhaps you 
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are calm and still. Recognize the emotion as it is even if you are not able to give it 
a name. It is fine.

I is for INQUIRY. Move your attention from how you feel to where in your body 
it reflects. Do you feel a physical sensation in a particular part of the body? How 
does it feel? Sense and observe with curiosity.

D is for DEVELOP. Develop your awareness of the situation, your feelings and 
sensations. Through the mindful technique of labelling, you can learn what you 
are dealing with. Sadness, worry, joy, happiness, or even hunger… they can all be 
named. You may experience a few feelings at once. Start by separating them and 
giving each a label. Stay with this label for a while. Let it sink in.

G in bridge stands for GAIN. I invite you now to gain further clarity. What is the 
message here for you from your body and mind? What is behind this sensation? 
Pause for a while and give it time to say what it has to say to you.

And finally, E is for EMBRACE. Whatever the reason is for you to feel that way, 
embrace it, show yourself kindness. It is a part of you for a reason and is here to 
support you, to accompany you in your humanly fragile and flawless way forward.

EMOTIONS

Teaching and learning are inherently 
social acts with social purposes. A 
training stimulates the mirror neurons 
in our learners – imitating behaviours to 
learn new skills, the so-called reciprocal 
imitations. (Zhou, 2012). In practical 
terms it means that your learners will 
unconsciously mirror your behaviour, 
and your emotional state during the 
training.

“Emotions are contagious by design”, 

says Brian Harris (“17 things Resilient 
teachers do”, p. 2) That means we can 
purposefully use emotions for a good 
cause – create ambient environment 
and learners will flourish in it. A study 
shows that teachers who suffer from 
burnout simply do not have the energy 
to examine the feelings underneath 
challenging student behaviours, and 
are thus more likely to be excessively 
punitive in their responses, even during 
relatively mild interactions (Jennings 
& Greenberg, 2009, cited in “Everyday 
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selfcare for Educators. Tools and 
Strategies for Well-Being”, pp. 14-15).

“To feel what you feel and know what 
you know in your body, can go a long 
way toward healing” (Van Der Kolk, 
2014).

Emotional management work is 
what makes us effective trainers and 
educators. To be able to serve our 
learners, we need to learn how our 
actions serve our own well-being. 
“Resilience comes from the repeated 
practice of effective habits and 
strategies” (Hanson, 2018, in “17 things 
Resilient teachers do”). Much like the 
transition from caterpillar to chrysalis to 
butterfly, this change happens gradually 
through awareness, self-assessment, 
mindfulness, body wisdom, and both 
formal and informal holistic practices. 
All these are designed to bring one back 
into a state of balance in order to live 
a life of connection and to achieve the 
internal sense of well-being.

Before achieving this inner state of 
being well, a trainer is rarely able to 
help their learners improve their well-
being. Above all, successful emotional 
management is about owning your 
performance and practice, and having 
the confidence to lead the group.

While the idea of Emotional intelligence, 
or EQ, is widely popular due to the 

remarkable work of Professor Daniel 
Goleman, the concept of Emotional 
agility, coined by Professor Susan David 
in recent years, deserves our attention 
when dealing with emotions (our own 
and those of our trainees).

“Emotional agility is a science-based 
skill set that will provide you with a 
roadmap for real behavioural change” 
(David, S., 2016). Briefly said, it helps 
you respond instead of reacting to 
people and circumstances.

What does it mean to manage your 
emotions and to build your emotional 
agility? Certainly not to suppress 
them. For being an effective trainer 
and supporting your trainees in their 
emotional labour, you need to own 
your emotions.
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● Psychological distance. Imagine 
that not you, but someone else is 
facing your challenge or problem. 
It will be much easier for you to 
train or to coach them through that 
situation. The reason being that you 
create psychological distance from 
the problem. When we adapt this 
behaviour in a situation of doubt or 
uncertainty, we become more capable 
of thinking of our own situation more 
objectively.

● Language. When thinking of your 
own situation and instead of “I am, 
my feelings are, etc.”, you can use 
“You are now in a situation, you need 
to make a smart decision, etc.”. As a 
result, it provides the distance that 
makes your judgement more rational 
and with clearer arguments.

● Time distance. Third way to distance 
yourself from a situation, to be able 
to make a better decision, is to think – 
how relevant will this be 5 or 10 years 
from now? Sometimes it is enough to 
imagine how important it will be after 
a few weeks, or even days or hours.

● Physical detachment. You are 
perplexed and worried while you 
prepare the training you will deliver 
or during any other respective action 
around your work. Simply stop 
where you are in your workflow, give 
yourself a break, as little as opening 
the window – let the fresh air do its 
job. If you have more time, go for a 
short walk, or change your focus by 
doing another task from your daily 
list.

● Debrief. Speak to a colleague or a 

IDEA 1 You Are Not Your Emotions
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friend, or even to your learners. If 
you feel stressed before or during an 
educational service you provide, you 
can always be honest with yourself 
and your learners and admit that you 
feel stressed.

● Positive self-talk or Reframing. 
Consciously recognise, label and 

choose positive aspects of people, 
situations, etc. Practice listing out 
strengths (own, student’s, school’s).

● Write. Try to write every day 
for a couple of minutes about all 
the good moments you had and 
accomplishments.

The idea is to follow the 4-step process, 
described by Susan David in her book 
“Emotional Agility”, here reframed 
in the light of adult educators as the 
audience. 

How can you build emotional agility? 

1. Showing Up:  It refers to labelling 
an emotion, to give it a name and to 

start a “conversation with it” while 
exploring the emotion. “People who 
can identify the full spectrum of 
emotion and who, for example realize 
how sadness differs from boredom, or 
loneliness, or nervousness – do much, 
much better at managing the ups and 
downs of ordinary existence than 
those who see everything in black 

IDEA 2 Be Agile

ENGAGING TRAINERS



56

and white” (David., S. “Emotional 
Agility”, 2016, p. 85). 

2. Stepping Out: This is to see your 
emotions as if they are someone 
else’s. It can happen through a 
view from above or just a different 
perspective, “turning the telescope 
around to get a broader view” 
(David., S. “Emotional Agility”, 2016, 
p. 111). Changing perspective is one 
way to do so. For example, try to see 
a ridiculous situation from its funny 
side. Not easy, but worthwhile to try 
it. It can literally change the inner 
narrative and negative self-talk we 
often exercise when we are hooked 
to an old pattern or behaviour in our 
life that no longer serves us. 

3. Walking Your Why: This one speaks 
about values – how is the choice 
we make, in the very moment of an 
emotional situation, in alignment 
with our core values in life? We 
tend to make decisions that are 
not necessarily “ours” – choosing a 
career in a direction chosen for us 
by parents, for example. Instead of 
thinking about a situation as right or 
wrong, we can filter it through how 
we want to show up in this world. 
“Creating time for the long view leads 

to actions that benefit the long term” 
(David., S. “Emotional Agility”, 2016, 
p. 119).

4. Moving On: Once we know who 
we are and what our core “why” 
is, it is much easier to say “no” to 
what distracts us from our own way 
forward, simply because we have said 
“yes” to our core values.
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People who regularly practice gratitude 
also experience more positive emotions, 
feel more alive, sleep better, express 
more compassion and kindness, and 
even have stronger immune systems, 
as shown in the research made by UC 
Davis psychologist Dr. Robert Emmons. 

His studies show that simply keeping 
a gratitude journal – regularly writing 
brief reflections on moments for which 
we are thankful – can significantly 
increase well-being and life satisfaction. 
Here are two practices based on the 
work of Dr. Emmons.

IDEA 3 Learn To Be Grateful

THE JAR OF GRATITUDE

1. First, decorate a large jar with a sign titled “Jar of Gratitude.”

2. Next, every evening before going to sleep, reflect on one thing for which you 
are grateful (it can be anything).

3. Then, take a deep breath and notice the sensation in your body when you 
think about it.

4. Last, write it down on a slip of paper and put it in the jar.

5. You can look at the slips at the end of each week, month or anytime you need 
a reminder of the positive.
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REFLECT ON GRATITUDE

To be grateful in your current state, it is helpful to remember the hard times that 
you once experienced. When you remember how difficult life used to be and how 
far you have come, you set up an explicit contrast in your mind, and this contrast 
is fertile ground for gratefulness. 

In many spiritual traditions, prayers of gratitude are the most powerful form of 
prayer, because through these prayers people recognize the ultimate source of all 
they are and all they will ever be.

Utilise the meditation technique known as Naikan, which involves reflecting on 
three questions: 

1. What have I received from __? 

2. What have I given to __?

3. What troubles and difficulties have I caused?

One of the authors of this manual, 
Svetoslava Stoyanova designed and 
curated a workshop called “Map of 

priorities and Elements of personal 
balance”. In this process participants 
are led through a few elements of 

IDEA 4 Map Of Priorities 
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importance for everyone’s well-being. 
The exercise can take between 1 to 3 
hours, and is an invitation to re-evaluate 
the efficiency of our daily routine and 
creates inspiration for practicing smart 
prioritisation:

1. What are your tasks? (Your to-do 
list, but also your “to-don’t” list)

2. What are the ways you manage 
to fully relax? (Often different for 
everyone)

3. Do you know your strengths? (Those 
that contribute to your success)

4. What are your guiding values? 
(According to your True North these 
are activities in your day and routine 
that deserve your efforts)

5. What are your slip outs 
(distractions)? (Actions that steal your 
attention from what is important) 

6. What goal do you pursue with your 
actions? (Short-term, long-term)

Reflection on these 6 elements can 
help everyone, being a trainer or 
trainee, to start seeing the big picture 
and the details of it, when it comes to 
an overwhelmed routine and a risk of 
burnout.

Here is a checklist to consider when 
designing meaningful time in the 
training room: 

Time: your experience might also 
confirm that what you plan ends up 
taking more time on the day of the 
event/training/workshop.

Script or Scenario: even in the case 
that you might be an experienced 
trainer, a conscious choice of wording 
and narrative jotted down in advance 
can contribute to the experience of 
your learners.

Rituals: do you have your own ritual 
before entering the training? Listening 
to your favourite song, reading 
inspirational quotes, or anything that 
can help you be calm and confident 
or feel the joy of contributing to 
people’s day – loading some good 
vibes and energy to transmit will 
support your performance and your 
learners’ experience. Remember that 
stress is contagious? 
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Take some time for quality reflection 
on what have you learned  

so far.
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Education and training are advancing 
at high speed in response to 
increasing challenges for societies 

and increasing expectations from 
learners. There is an ongoing evolution 
of our understanding of what is a 
good training process. When it comes 
to ensuring learners’ well-being as a 

measure to prevent burnout, we can 
explore diverse directions in choosing 
the right trainer methods. Our choice 
is usually determined by our individual 
style, preferences and level of expertise 
as trainers. Still, there are some 
meeting points that can be embedded 
in different learning contexts. 

CHAPTER 5

 
Not only to be there, but to care, is what will make the 

difference between  good and great learning experience and 
prevention of overwhelm, fatigue and burnout.

It is the ABC of trainers’ work to 
acknowledge and to recognise the 
individual personalities of learners. 

While every trainer will agree to this 
statement, it is often the case that we 
miss to really see the people in our

IDEA 1 I See You
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training room. Yes, we ask learners to 
share their names and interesting/
fun facts about themselves, but do we 
really connect on a deeper level?

“I see you, so that you can trust me” is 
the key outcome we should aim for if 
we want to have a training process full 
of not only learning achievements, but 
also a deeper sense of meaning, which 
is directly linked to more profound 
satisfaction and positive motivation 
toward learning and development. One 
indicator for a high level of trust is the 
level of engagement of the participants. 
Observe: how active are your learners 
in the different activities you offer to 
them? Are there learners who are not 
active at all or when engaging seem 
“shy” or “detached” from the process? 
These are signposts for you that 
something in your training scenario 
might need to be transformed.

For you to see your learners better, and 
for them to see you and themselves 
better, a good point to start with is short 
warm-up activities targeting well-being. 

The following sample list is designed 
and written by Carla Philibert in the 
book “Everyday SEL in High School, 
Integrating Social Emotional Learning 
and Mindfulness Into Your Classroom, 
2021”:

- Facilitator turns off all screens, 
projectors, computers in the room 
and invites participants to turn off 
and put away all personal devices.

- Facilitator instructs all learners to 
visualize a blank sheet of paper and 
clear their minds of all thoughts.

- Then participants are invited to place 
one hand on their stomachs and one 
hand on their collarbones to follow 
the rhythm of their breath (without 
the need to control it).

- Setting the timer for one minute, the 
facilitator gives learners the option of 
closing their eyes as they sit together 
in stillness and breathe.

- This process can be repeated several 
times. Check with learners how they 
feel about it. 
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In systemic coaching and constellations 
work, you will often find the concept 
that everything and everyone should 
be included. In other words, everyone 
has a place in the system and this place 
should be respected and recognised. 
This seems valid for a training context, if 
we perceive it as a system, where every 
learner has a place and a voice.

How to check whether everyone is 
included? First step is to ask yourself 
along the training process “Is everyone 
included?”.

Another direction to explore is to 
remind yourself of this principle when 
you sense that the energy of the training 
gets stuck or is becoming really tense. 
Someone may need space to express 
or do something. Directly address this 

situation to the learners.

A pragmatic approach, to ensure 
inclusiveness of the process, is to set 
Inclusion as part of the rules for the 
training to be respected by you and 
your learners.

In adult training it is all about co-creation 
of knowledge together with learners. 
You can try to explore this notion, when 
planning objectives for a training: “I see 
my role here not so much as teaching 
you something, but reminding you of 
things which in one way or another you 
already know; I’m here to support you 
in structuring it”.

This approach adds up to respecting the 
principle of Inclusion.

IDEA 2 Inclusion
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This seems to be one of the trainer’s 
key dilemmas when deciding on how to 
approach a given training process. The 
common tradition in formal systems 
like school and university education 
postulates that education and training 
are serious matters to be approached in 
a serious manner.

This might be valid for some types of 
adult education activities, but in general 
has no evidence of adding value or 
enhancing the learning results. At the 
same time, going into the other end of 
the spectrum and constantly being in a 
“laughing” mode is not a good strategy 
either, since there are learners who 
prefer a calm and disciplined learning 
algorithm.

The first starting point is to inquire with 

yourself as a trainer how you feel about 
humour in training. There are trainers 
who are natural jokers, and it is in their 
DNA to add jokes in their training. If it 
is natural, it means authentic. Learners 
and people in general trust authenticity.

On the contrary, if you are more of an 
introspective professional, then do not 
push yourself into embedding humour 
just because somebody tells you that it 
adds positive effects to your training.

When in international settings, remind 
yourself that there might be culturally 
inappropriate jokes.

To sum up, if you want to add a merry 
spirit to your training, but you feel there 
is a risk of overdoing it, limit yourself 
to entering the training in a positive 
mood with true intention to serve 

IDEA 3 To Joke Or Not To Joke
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and to support your learners. You can 
have a small ritual before the training 
dedicated to wishful thinking about the 
success of your learners. In such a way 

you will add positivity from the very 
beginning.

Sometimes trainers get carried away in 
adding a wide range of activities in the 
training design, guided by their strong 
dedication towards the learners’ well-
being. Do not forget that this is your 
choice of activities, which you consider 
as the best for suiting their needs. While 
usually this approach will work just fine, 
there might be cases when learners 
seem unengaged, which causes stress 
both for the trainer and the whole 
group.

One way to avoid tensions is to 

emphasise on the rule of Free Choice 
not to participate in the planned 
activities. When you say openly “Dear 
participants, I have selected a set of 
activities for you in today’s training. I am 
aware that some of you might not feel 
like doing some of the activities and that 
is why I propose that we agree on the 
Free Choice rule, i.e. everyone is free to 
not participate in a given activity”, this 
immediately brings relief in the group 
process and creates prerequisites for a 
smooth and positive learning process.

IDEA 4 Free Choice
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The motivation behind having a 
well-structured training design is 
to ensure structure and logical flow 
in the learning process, leading to 
predetermined learning outcomes. 
While this should always be the case 
when planning professional training, it 
might sometimes turn into a source of 
disengagement for learners.

We live in dynamic and challenging 
times. Learners bring their issues in 
the training room, and sometimes 
these issues might be expressed 
either verbally or through non-verbal 
movements and emotional reactions.

It is up to you to decide whether you 
stop the planned learning process 
and address these, or you continue 
following the training script. For some 

trainers it is crucial to stick to the plan, 
and these situations are perceived 
as personal issues unrelated to the 
training objectives and they should not 
be the focus of attention. For others, 
these moments are a perfect moment 
to change the plan and to spend enough 
time to address what is emerging as 
topics, and to continue in this direction.

It is difficult to judge what is the right 
approach. It also depends on the level 
of intensity of the reactions coming 
from a given learner expressing their 
issues.

Still, if we want to take effective 
measures for our trainings to be 
positive environments for people 
to grow, nothing is more important 
than taking good care of ourselves as 

IDEA 5 Don’t Stop The Motion
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trainers and of our learners’ well-being. 
To sum it up, seeing that there are 
motions emerging from learners that 
call for moving away from your plan, 
experiment and transform it. This will 
create the energy for a truly meaningful 
experience, and foster learning in the 
long-term perspective.

Furthermore, do not forget that it is a 
co-learning process, which also means 
collective responsibility on how to move 
forward. Inquire with the whole group 
what direction to take, and facilitate 
the common agreement.

CHAPTER 5
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● Carla Philibert. Everyday SEL 
in High School, Integrating Social 
Emotional Learning and Mindfulness 
Into Your Classroom, 2021: https://
www.routledge.com/Everyday-SEL-
in-High-School-Integrating-Social-
Emotional-Learning-and-Mindfulness/
Philibert/p/book/9780367692353

● Unlocking Systemic Wisdom by 
Siets Bakker and Leanne Steeghs

● Systemic coaching by Jan Jacob 
Stam and Bibi Schreuder

● Systemic coaching and 
constellations by John Whittington

● The Effortless Entrepreneur by 
Martijn Meima

● Systemic Transition Management 
by Maaike Thiecke and Bianca van 
Leeuwen

● Systemic Leadership by Jan Jacob 
Stam and Barbara Hoogenboom

● Moving Questions by Siets Bakker

● Acknowledging what is by Bert 
Hellinger
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Take some time for quality reflection 
on what have you learned  

so far.
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Engaging Yourself Engaging Yourself 
by Yourself
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We would like to ask you 
to add your insights 

on how to create engaging 
training, to nurture positive 
and meaningful learning.

Please share your insights on 
tips and recommendations 
on one or all the key topics 
(Engaging Learners, Engaging 
Space, Engaging Trainer, 
Engaging Methods) on our 
global online community, the 
Burnout Coaching Project 
Webspace: HERE.

You can also add stories 
and reflections on using the 

principles and guidelines 
proposed in the manual.

Thank you for your 
contribution!

Svetoslava & Lachezar

 
 We hope that you liked this manual and that it 

will contribute to your training practice.

https://www.linkedin.com/showcase/burnout-coaching-project

