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INTRODUCTION

This guide offers a comprehensive framework with guidelines on how to replicate the

Burnout F

Organizar

REE ECI Program, according to the needs of ditferent target groups, ditterent

ions and other users and on how to pertorm Trainings/Workshops on Burnout

FREE Met

organizat

nodology. This Guide will enable the successtul replication of the results to

ions beyond the consortium.

The content provides guidelines on:

e Performing Trainings/Workshops on Burnout FREE Methodology for different

organizations.

e Developing e-learning games using the authoring tool for specific target groups.

e Apply

ing evaluation procedures and self-assessment tools to identity needs and

assess organizational capacity for supporting professionals, and advocating for

policy reforms within organizations.
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" Introduction

This guide provides practical instructions on

now to replicate and adjust the Burnout
-REE ECI Training Material to sui

target groups, organizations, ano

" VArious

users. |t

involves designing, developing and

conducting -
the Burnout

meet the ino

raining sessions/workshops on
-REE Methodology tailored to

ividualized needs of other

organizations.



I 1.1. OVERVIEW OF THE BURNOUT FREE WORKSHOPS
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WHAT ARE BURNOUT FREE KEY ELEMENTS
WORKSHOPS? The workshops offer:

e practical exercises,

The Burnout FREE workshops oftter

participants the opportunity to engage in ° in—dep’rh conversations,

highly interactive workshops, resulting in e real-life scenarios, and

improved collaboration among e individualized guidance to foster a profound

professionals and parents, fostering their educational journey on the burnout

wellbeing and resulting in ameliorating prevention.
the quality of support provided to children Furthermore, they aspire to equip other
with disabilities. professional with the knowledge, skills and

competences required to be “facilitators of
change” in organizations beyond the consortium.



Q THE WORKSHOPS DEVELOPMENT PHASES
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e Follow the specitic step by step methodology tor designing a workshop.

e Make sure that all participants are adequately briefed on the content,

prerequisites, and the anticipated level of their involvement.

. During the Workshop

e Apply all essential components for effective training.
e Utilize proven learning engagement techniques to maximize learners’ participation.

. Post-Workshop

e Conduct evaluations, gather input, and implement improvements for future workshops.

e Monitor the long ferm impact of the acquired knowledge, skills and competencies.



1.2. STEP BY STEP METHODOLOGY
FOR DESIGNING WORKSHOPS
(PRE - WORKSHOP PHASE)

Workshops otter opportunities tor learning,
teamwork, and creativity. Organizing an effective
workshop requires caretul planning to ensure
success and participants’ engagement. This guide
will outline the key steps for creating and

implementing a successtul workshop.
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i. Identify Target Groups

Precisely define the target groups in relation to their

expertise, their needs and desires (motivation), their special
characteristics (interests, challenges etc) and their prior
knowledge on the subject.

ii. Perform Training Needs Assessment

Identity and analyze the gaps in knowledge, skills, and competencies ot participants to determine the
specific training requirements. This ensures that the needs of the participants are met and that the
training material effectively meets the goals, objectives, and desired outcomes of the specitic workshop.

iii. Align Training Objectives with Needs Assessment

Detine clear and measurable training objectives that directly address the needs identified in the
training needs assessment process. This alignment will guide the design, development, delivery, and
evaluation of the workshop. /
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'iv. Set Training Objectives
Set training objectives that are:
e Specific: Clearly detined,
e Measurable: Progress should be monitored,
e Achievable: Realistic and attainable,
e Relevant: Aligned with training needs,
e Time-bound: Set within precise deadlines.

v. Specify Learning Outcomes

Clearly detine what participants will know, understand, and be able to do
by the end of the workshop. This includes specitic knowledge, skills, and

competencies they should acquire, using brief, measurable statements.
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vi. Develop the Training Content

Craft the training content based on the participants’
needs and desired training objectives and learning
oufcomes.
e Develop thematic modules and write the content.
e Use interactive learning engagement techniques &
methods.
e Design assessment tools to evaluate training
eftectiveness.
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Organizational Issues should be carefully considered




A. SELECTING THE APPROPRIATE VENUE N

Size and Layout

Select a venue that is
suitable for the

anticipated number of
participants and can
tacilitate the
scheduled events.

Accessibility

Make sure the location
is accessible and
accommodates any
specific requirements

of the participants.

Amenities

Verity the presence of
essential equipment,
technology, and
refreshments to ensure

a successful workshop.

T o T o P
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B. TIME CONSIDERATION AND DURATION A

""

Plan dates Travel Arrangements Course Documents
and Materials
It the training requires
Caretully select - J1es | Allocate sufficient time
training dates that participants o fravel,
! o time f to develop and

accommodate both the allow ample tfime tor distri

S - y istribute all necessary
trainers' and them to make

course materials,

.. ! necessar
participants’ schedules. Y including workbooks,

Consider any arrangements. Take
, handouts, and any
organizational events INTo account any .-
- digital resources, to
or holidays that may logistical challenges,
. participants in
impact attendance.  such as fransportation

. advance.
or accommodation.




1.2.2. CRAFTING THE WORKSHOP AGENDA

Introduction

Begin by providing a concise outline of the workshop
objectives, timetable, and anticipated learning outcomes.

Learning Activities

Utilize a combination of icebreakers, presentations, and

interactive activities to actively involve learners.

Breaks and Networking

| . |
i Allow participants time to recharge, get to know each

r

other and exchange ideas.

13
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I 1.2.3. INVITING POTENTIAL PARTICIPANTS
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) TARGET GROUPS ) OUTREACH AND INVITATIONS

Identity the target group profile Utilize a range of platforms to

by considering the goals of the promote the workshop and send

workshop. out invitations.

CONFIRMED G

DIVERSITY AND INCLUSION

G ATTENDANCE

Contact potential participants to Ensure the creation of an all-encompassing

guarantee a high attendance rate. atmosphere that welcomes and embraces

participants from ditferent backgrounds.

14
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Brainstorming

Encourage innovative thought by engaging
in collaborative brainstorming activities.

Hands-on Activities

Integrate exercises that encourage
participants to utilize newly acquired
knowledge, abilities and competencies.

1.3. DELIVERING ENGAGING INTERACTIVE WORKSHOP
ACTIVITIES (WORKSHOP PHASE)

Group Discussions

Encourage engaging group
conversations to delve into
subjects thoroughly.

Presentations

Provide visually captivating
presentations to capture participants’
interest.

15



| 1.3.1. FACILITATING DISCUSSIONS

—

. Set the Tone

Create a welcoming, cooperative, and

friendly atmosphere for conversations.

. Guide Participation

Promote active involvement of all participants.

. Manage Dynamics

Address any disruptive behavior or contlict,

modelling good practice and selt-regulation.

16



1.4. MEASURE SUCCESS (POST-WORKSHOP PHASE) '

Feedback Evaluations

Gather feedback from
participants to evaluate the

efticacy of the workshop.

Reflections Continuous Improvement
Evaluate the workshop Utilize feedback and insights to
positive aspects, challenges, improve upcoming workshops.

and potential areas tor

enhancement.

17
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INTRODUCTION

The E-learning game provides Professionals and Parents with an effective tool to deal with
burnout, improve their well-being and cope better with their personal and protessional
challenges. It is accompanied by an authoring tool that allows development of new soft skills
and integration into the same 3D application. The authoring tool supports future additions to
the game in order to easily update the content and respond etticiently to upcoming needs.

The authoring tool empowers authorized users to become co-designers and administrators of

the app, facilitating changes to existing scenarios and enhancing content with links to new

tools.

19



W7

3-ECI Professional - Manager: Facing
difficulties with the families

2. E-LEARNING GAME &
AUTHORING TOOL

BURNOUT FREE GAME

aaaaaaaaaaaaaaaa

4-ECI Professional-Social Worker:
ooooooooooooooooooooo

. * The Game is made with Unity. a popular game engine

* There is an authoring tool (web app) connected to the game
offering:
v" The ability to modify existing scenarios
v" The ability to add new scenarios

| s N, | v" Translation tools for translating existing scenarios in more

languages

e The Game is Available for PCs and Tablets
20



How to play
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How to play

Scenario feedback

You can find more information about practising
mindfulness if you click "More Info" button below.

N

Feedback based on the users choices
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Sample scenario
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Authoring tool

The authoring tool is for creating more game scenarios and
modifying/translating existing ones allowing the author to
select between different settings (scenes) where the scenarios
are taking place. Different avatars (Non-Player Characters) are
available for these sceneries.

When creating the scenario, the different dialogues added
create a graph with all the possible choices for the player and
the responses of the NPCs to these choices. It looks like a tree
but actually is a graph where the different nodes can be
connected to any other node of the graph.

The different sayings are connected with each other through
relations the author decides. Final NPC sayings can link to
feedback materials for further reading.

Analytics are Kept for the scenarios the end users tried out as
well as the results of the Mood Questionnaire. All data are
gathered anonymously for research purposes.

7 /N
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scenario

pagesize 12 s~ perpage

-

4-FECl Professional-Social Worker:
Professionals Community

The ECI Professional is sesk N aovice
from the social worker regarding the
development of support network within
the community for himsell or for the

families that he/she assists

Mg péffue FME

3-EC1 Professional - Manager
Facing difficulties with the families

The ECI Projessional S expressand e
difficulics  tha! hefthe eaperenc
when working with famises The
manager is providng possible soluteons
and ools /practices

@ EMnpvikd welcomemessage @ demo author

= logout

Moy afffuce m&?

2-EC1 Professional - Manager:
Facing personal problems

The ECI Professional i experiencing
riggatne feshngs | dnaiety,
unsatisfaction) in his/her personal life

& manager is trying o be supportive
and is providing possible solutions and

00l%/ prachices
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INTRODUCTION

Addressing burnout in the workplace necessitates
implementing a comprehensive approach that integrates

organizational changes and policy retorms in order to

create a healthier, more supportive work environment.

T

26




3.1. CHARACTERISTICS OF HEALTHY ORGANIZATIONS

Leadership

Leaders play a significant role in cultivating meaningtul relationships
with the members of staff, which leads to the achievement of
desired job performance and positive work-related behaviors.

Learning Culture

Healthy organizations promote education, new experiences,
encourage responsible risk-taking and an eagerness to recognize

and learn from mistakes and setbacks.

//

27
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Job Quality

An employee's well-being and organizational productivity are related
to a manageable workload, clearly defined role, job satety, tlexible

work schedules, and making sure that the employee is not overloaded.

HR Practices

Healthy organizations evaluate the employees’ performance, giving them
teedback, incentives and support tor their career development.
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1 3.2. ORGANIZATION-RELATED
CAUSES OF BURNOUT
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e Stressful, emotional and tiring working

environments

e Contlicts in the workplace
e Heavy workload and long working hours

e Lack of support from management
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ORGANISATION

e Poor performance, decreased productivity
and decreased engagement.

e Increased absenteeism.

e Lower job satistaction and lack of
motivation.

e Strained workplace relationships.

e Negative organizational culture.

e High turnover rate.




3.4. DEVELOPING A COMPREHENSIVE
BURNOUT PREVENTION STRATEGY

Organizational

Changes

Develop strategies
that promote
work-litfe balance,
flexible schedules,
and employees’
well-being.

Employee
Support

Make available
mental health
resources,
coaching, and
programs for
stress

management.

Leadership
Development

Educate leaders on
identitying symptoms of
burnout and cultivating a
supportive, empathetic
work culture. Provide
training on leadership
skills and good practices
and empower leaders to
perform their roles
eftectively.

31



3.5. POLICY REFORMS TO FOSTER A SUPPORTIVE
WORK ENVIRONMENT

Positive communication with Clear Responsibilities
Suppervisors and Colleagues and roles
* Prioritize respect Set clear roles and responsibilities, so
e Value honesty & trust that the employees can focus on
e Foster the expression of vulnerability specific goals and tasks leading to
e Promote open communication increased productivity and satistaction.

e Encourage information sharing
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Job control and Autonomy
Ensure the capacity to make decisions about Clinical and SUPPOI’"HVG

one's own work. supervision

Otter opportunities for creativity, development

of new skills and competencies. Provide regular clinical /protessional
and supportive supervision, aiming to

Offer clear career pCI"'hS support employees in matters that

Outline and communicate career advancements and are related to their work lite.

promotion opportunities, providing clear long-term goals
for employees.

\
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High quality Training

INTERNAL TRAINING:

EXTERNAL TRAINING:

e Employee orientation (training of new
employees).

e Sharing of knowledge among employees
of different expertise.

e Mentoring by a more experienced member
of the team.

e Hands- on activities (practical activities
that involve “learning by doing”.

7
//

e Seminars.

e Conferences.

e [ectures.

e Postgraduate programmes.

34



Remote Work

Oftter the option for remote work to increase
flexibility, reduce commute stress, and help

employees achieve a better work-lite balance.

Z
Z

.

Flexible Schedules

Oftter tlexible start and finish times, along with
the ability to adjust working hours to

accommodate personal needs.

35



Promoting Work-Life Balance and Self-Care Practices

e Physical Activity: Promote regular exercise and physical activity in order to
alleviate stress and enhance overall well-being.

e Mindfulness: Provide mindfulness and meditation workshops aimed at assisting
employees in stress management and enhancing concentration.

e Paid Time Off: Make sure that employees take regular paid time-oftf in order to

rest and revitalize.

_
___
_
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Enhancing Employee Engagement and Recognition

e Meaningful Work: Ensuring that employees tind their work and role purposetul.
e Frequent Feedback: Providing consistent recognition of employee achievements

and constructive feedback to address weaknesses.

 Rewards and Recognition: Recognizing and celebrating employees' contributions

to enhance their motivation and engagement.
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INTRODUCTION

Evaluation procedures and self-assessment forms are of crucial for
specifying the needs and assessing an organization’s capacity—
beyond the consortium—to support staff, identify areas for

improvement, develop and implement targeted strategies and reforms
to enhance and optimize the working environment
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4.1. UNDERSTANDING THE ORGANIZATION

Identifying the organization’s vision and mission will allow to specify the
adequate resources and organizational requirements to fulfill its purposes. This
will facilitate the development of appropriate policies and the implementation of
necessary changes to ensure that needs are met efficiently, preventing

employee overload and addressing gaps in knowledge, skills and competencies.

Understand Mission & Goals

Clearly articulate the fundamental goals
of the organization.

Identify Needs

Collect valuable perspectives from employees,
managers, and other key stakeholders.

Prioritize Focus Areas

Identify the key areas that require significant
improvement and development.

40
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4.2. DEVELOPING IMPROVEMENT
STRATEGIES

. Prioritize Needs

Concentrate on the key areas that are crucial

for the expansion of the organization.

. Set SMART Goals

Establish precise and measurable goals to

guide the improvement procedure.

. Implement Solutions

Allocate resources, delegate tasks, and monitor

progress.



4.2.1. ASSESSING ORGANIZATIONAL CAPACITY

Human Resources Financial Resources Operational Efficiency
Assess the adequacy of Evaluate the budget, Identify operational

staffing, competencies, funding sources, and inefficiencies, technological
and chances for financial management requirements, and needs for
professional growth and practices. workflow optimizations.
promotion.
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4.2.2. IDENTIFYING STRENGTHS AND
WEAKNESSES TO PROMOTE POLICY
IMPROVEMENTS & REFORMS

GAP ANALYSIS

Evaluate the current capacities
against the expected performance
levels.

SWOT ASSESSMENT

Uncover the organization's
Strengths, Weaknesses,
Opportunities and Threats.

ROOT CAUSE ANALYSIS

Further explore to comprehend the root
causes and the factors driving them.

43



4.2.3. EVALUATION PROCEDURES AND SELF-ASSESSMENT FORMS

Personalized Questionnaires
& Self-Assessment Forms

Design self-assessment forms
and conduct personalized
surveys to obtain in-depth data.

Observation Protocols

Monitor processes and
workflows to spot opportunities
for enhancement and threats to
be addressed.

Structured Interviews

Engage in comprehensive
discussions with members of
staff.

Document Review &
Update

Review and update
organizational policies, reports,
and other relevant documents
accordingly.

[ -
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4.2.4. BURNOUT ASSESSMENT TOOL FOR
ORGANIZATIONS & INDIVIDUALS

Try the proposed free online
assessment tool. It can be used by
non-profit organizations, and
individuals. It encompasses a vast
body of research and helps evaluate
burnout potential based on
research-based criteria.

It will help identify the areas that
require improvement and guide the
development of the respective
policy reforms.

BREAKTHROUGH

BURNOUT
ASSESSMENT

An effective tool for measuring your personal
burnout risk & employee burnout within your

https://www.break-through.ca/burnout-
assessment

/AR LR

45



\\\
T
\\\\\\\\\

= !}
\\\\\\

4.3. PROMOTING ORGANIZATIONAL CHANGES
AND POLICY REFORMS

Y
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Q TRAINING Q MENTORSHIP

Ensure employees have Support the exchange of

access to ongoing training and knowledge and provide

skill development. career mentoring initiatives.
G PERFORMANCE Q WELLNESS SUPPORT

MANAGEMENT

Develop equitable and Enhance employee well-being

efficient systems for evaluating by implementing health and

and compensating employees stress management programs.

accordingly. 46



CONCLUSION

Burnout is more than just a work-life balance issue. It comes down to
company culture priorities around workload, autonomy, reward,
connection, equity and values. Employee wellness incorporates both
healthy workplace culture and personal self-care.

The process of evaluating an organization's capacity and
effectiveness is a continuous journey towards improvement.
Implementation of these guidelines is expected to facilitate the
creation of healthy burnout-free environments where individuals can
thrive and offer their best to children with disabilities, their families,
other professionals, and the organizations they work for. This
approach will help all parties involved remain positive through
adversity, both during and beyond the course of the project.

It offers a communication channel among professionals and the
administration of their organizations, contributing to better working
conditions and relations, sustainable growth and social cohesion.



https://www.break-through.ca/blogposts/science-of-self-care
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