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Praise for 
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In this crazy mach-5, over-caffeinated and hyper-
connected culture we live in, burnout is inevitable. Not just 
for the CEOs and high-performing leaders but more and 
more it’s happening across every level of our organizations. 
It is one of the biggest reasons that job satisfaction and 
engagement is at an all-time low. It prevents us from hiring, 
developing and retaining our best talent! Peter nails how to 
address burnout in your own life and gives you the tools 
and behaviors that will cure burnout in your organization. 
Thank you for writing this Pete, and I will be 
recommending your book to all of the leaders that I coach! 

~ John Ramstead 
CEO and Founder of Beyond Influence, Inc.  

and the Eternal Leadership Podcast 
Executive Coach and preferred leadership training 

for the U.S. Military 

Reversing Burnout is the must read for business 
professionals of our time. Written with the precision of the 
engineer that Pete is plus the very human touch that defines 
his work and life, this is a critical tool and strategy for 
professionals everywhere. Anyone who has experienced 
even small amounts of burnout will find this the 
comprehensive guide out.  Written through the eyes of 
someone who has made the journey and has created a new 
and better world, it is without doubt the finest guide I have 



 

 

seen. Keep it near you all of your business life. You won’t 
be sorry.  

~ Ralph Twombly 
Founder of Priority Learning 

www.prioritylearningresearch.com 

Reversing Burnout is a remarkably insightful read 
as to the very real epidemic of disengagement and burnout 
and its tremendous impact on businesses, corporations and 
hospitals alike. Peter’s experience and dissection of the 
issues so very accurately defines and describes the 
problems and also provides a clear and concise pathway 
toward retaining and growing talent, as well as helping 
oneself to re-pivot for a personally fulfilling and healthy 
career. This is a must read for any professional and any 
organization’s administration and leadership.  

~ Marc Hodroff, MD 
Founding Partner 

Fore River Urology 

In the legal profession, the concept of burnout is 
well-established. As a managing partner for a top 20 law 
firm, I found Pete's book to be insightful and it hit close to 
home. Pete’s insight, analysis, and reflections help me see 
the trends in our firm and with myself. While I was in the 
middle of reading the book, one of our senior attorneys 
gave their notice after spending years as the director of one 
of our more profitable programs. In discussing the 
departure, the word “burnout” was cited multiple times. 
While it is too late to salvage that relationship, this book 
gave me the tools to recognize warning signs and the 

http://www.prioritylearningresearch.com/


 

 

knowledge to take steps to hopefully avoid losing other 
members while being able to attract and retain future talent. 

~ Thomas Quartararo, Esq. 
Senior Partner/ Director,  

Robinson, Kriger & McCallum  

Pete has managed to provide sound and practical 
guidance to a topic that too often falls prey to lip service 
and jingoism. A winning argument for a balanced approach 
to managing talent in today's workplace. 

~ Patrick Sweeney 
CFO and senior executive 

for multiple national and multinational companies   

This was a great book to read from a Human 
Resources standpoint. The topic of burnout can sometimes 
be a difficult one for employees to talk about in this work 
climate. If employees see management being more open to 
discuss and see signs ahead of time and work on changes, 
this will make for a better workforce not only at your 
company but also in that employee’s personal life. This 
book hits on some major themes, thoughts, and positive 
ways to make changes. 

~ Chad Smithers  
Human Resources Manager  

A2H - Engineers • Architects • Planners 

I read Peter Atherton's book, Reversing Burnout, 
with great interest. Much like many Gen Xers, I am now at 
the stage of life where I feel I have proven myself and it is 
time to look at the big picture of my life. A couple of years 



 

 

ago I said to my wife, “I am not yet at the ‘burnout’ stage 
but I can see it in the horizon.” Peter’s book was just what I 
needed to read. It guided me to affirm where I am in this 
stage of life, how I can help the 90 employees in my 
corrugated box company, and how to do all of that while 
still running a successful business. It is not an easy task, but 
it is one that, with Peter’s book as my reference guide, I 
feel much more confident that I can handle the challenge. 
Thank you for writing this book! 

~ Derek Volk  
President of Volk Packaging Corporation  

and author of Chasing the Rabbit: A Dad's Life 
Raising a Son on the Spectrum  

Through this thought-provoking narrative of Pete’s 
own experiences with burnout, I am forced to consider my 
own career burnout. His original I.M.P.A.C.T. process will 
help you immediately move forward and avoid 
disengagement. Pete gives insightful tools to gauge where 
we lie on the burnout spectrum and helps with reversing the 
burnout. 

~ Jeffrey Messer 
President  

Messer Truck Equipment  

Pete Atherton is a rare breed of entrepreneur. Most 
are bottom-line focused, and there’s nothing wrong with 
that! However, with this important book, you too will 
discover that Pete has put his money where his mouth – and 
heart – is by leaving a high-paying executive position to 



 

 

help more leaders and companies with a perplexing and 
growing problem – burnout. 

Reversing Burnout – How to Immediately Engage 
Top Talent and Grow takes a fresh look at the problem, and 
also gives several new and well thought out strategies that 
in my opinion can be easily implemented and make a real 
and lasting difference, beginning today.  

In full disclosure, Pete is not only a friend but a 
coaching client. When Pete shared his idea for this book, 
my first reaction was, “This can’t be another book that just 
talks about burnout!” And to his credit, Pete didn’t do that 
– he provided us an answer to it. Through the experience he 
has as a leader, and more importantly, as a visionary, I see 
clearly why Pete left his executive position to help far more 
companies than just his former understand what top talent 
wants and lead them in creating solutions that ultimately 
help companies grow and prosper.  

Pete is passionate about solving this problem and 
has made helping others win at both work and life his new 
focus. I applaud his efforts and after reading this book, you 
will as well. 

~ Jim Palmer 
The Dream Business Coach  

www.GetJimPalmer.com 

http://www.getjimpalmer.com/
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This book is dedicated to my wife and kids: That 
they pursue excellence and a full life, and have 

impact in what they are called to do and for those 
they are called to serve. 
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Preface 
“What just happened should inspire and cause fear.” 

That’s what I have heard from so many friends, fellow 
professionals, and business owners over the past year or so. 
It should inspire individuals to take ownership and begin to 
live the full life they have dreamed of – but feel blocked 
from. It should cause every executive and management 
team to pause and then fear maintaining the status quo. 

In some ways, it makes no sense for someone at the 
peak of their career to walk away from an executive 
position and large sums of near guaranteed money to begin 
anew. But that is an old, conventional way of thinking. In 
the new, it makes perfect sense.  

We are living in a new age, but too many of us have 
been too busy to notice. Furthermore, too many of us have 
been sidelined by burnout and disengagement from 
unevolved workplaces and an inability to participate. I 
needed a timeout experience, a parallel life, a lot of great 
counsel, and a little tough love,  but entering and 
participating in the new has made all the difference.  

My heart breaks when I see so many still trapped, 
feeling defeated, and unable to share all the skills, talents, 
assets, and gifts they have and want to offer. The good 
news is that the tide has shifted, and the new flows in favor 
of top talent. Top leaders and organizations embracing this 
shift and designing systems to align also gain favor and 
benefit.  

This book employs an engineering approach to 
present the promise and the opportunities of the new. As 
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engineering is the practical application of science, this book 
is the practical application of the new to reverse burnout, 
immediately engage top talent, and grow. This book speaks 
specifically to us  in terms of the “many hats” we must 
wear as professionals and business owners. This book is 
designed like a funnel to allow us to thoroughly understand 
the realities of work and life today and then move us 
toward defined goals and destinations. The book then 
presents a blueprint and an engineered process we, as 
individuals, organizations, and leaders, can use for 
winning… and along the way transform the American 
workplace for the benefit of us all.   

Please accept this invitation to the new.  
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Introduction 

Welcome to the New 
The old ways are no longer working. Conventional 

thinking is not only ineffective today, it has resulted in 
damage and loss… to both individuals and to organizations. 
The harm has been out-matched, however, and the result 
has a steady migration by top talent toward a better future. 
Whether or not we have fully recognized it, “business as 
usual” has been disrupted, and the disruption is only 
picking up in intensity and reach.  

There is a growing epidemic of burnout and 
disengagement in the workplace today. As a result, many 
professionals and other high achievers are leaving or poised 
to leave successful careers… to pivot away. Maybe it’s 
because work is just too consuming too much of the time – 
leaving us with very little time or energy for other things. 
Maybe our careers don’t provide us the growth and 
excitement they once did. Or, maybe we are just at the 
point in life where we want more – greater meaning and 
purpose and more fulfillment. No matter the reason, 
something’s gotta give. Individuals, organizations, and 
even industries are struggling, trying to make sense of it. 
We all need an answer. I wrote this book to provide one. 

This book details a new way for top talent and 
organizations to understand burnout in order to reverse it 
but also to address it in such a way that immediately 
engages employees in what they are looking for and 
positions both individuals and organizations for greater 
growth and success. 
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Redefining Success 
As soon as I saw the graphic, I understood. It 

instantly articulated what had happened to me, and I saw 
the connection. Sitting in a leadership conference in 2016, 
it had been about five years since I’d decided to pivot my 
career and one month since I’d sold my company stock and 
resigned from the Board of Directors. I’d held that position 
for 13 years, joining the Board and becoming vice president 
at age 32. 

For the first 20 years of my career, I was an 
achiever. I wanted to achieve. I worked hard. I took on 
assignments. I made sure they were completed and correct. 
I asked what else I could do. I had goals that would lead to 
more learning, more responsibility, more advancement, and 
more rewards. Sound familiar? 

My first major career milestone was to become a 
professional engineer. I checked off that box in 1998. Later 
that year, my professional career took me from a large, 
globally recognized engineering firm in Boston to a then 
much smaller and lesser known firm in Maine. The new 
firm actually dared to tell me I could reach whatever level 
of success I wanted so long as I proved myself capable. 
Wow. I was on my way. The combination of my drive and 
having no boundaries fueled me on to an accelerated path 
to success that felt great, really great… right up until it 
didn’t.  

Despite all the achievements, there came a point 
when I sensed a change happening. My interests in 
continuing on the path I was on began to decelerate. I 
learned this downshifting was real two years later, and I 
shared with the partners at my firm that I’d be doing 
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something different in five to ten years. I wrote the words, 
and the reality was that I had no idea exactly what I’d be 
doing, but I was certain it was not going to be more of the 
same. 

It wasn’t just burnout from a career that I now 
realized took as much as it gave. I was also beginning to 
resent aspects of the work that had been such a big part of 
my life and the basis for my success. I knew my 
engineering work was good, even honorable, but I was 
discontented. As I began seeking more from life, barriers 
became evident.  

How much life can be had after I put in my routine 
45 to 50 hours at the office or on the road and checking 
emails before I went to bed and as I woke up? How much 
life can be had when Saturday mornings were spent 
catching up on the past workweek and Sunday evenings 
were planning for the week to come? The barriers raised 
questions that seemed all too common; the answers, 
however, would require something new. Ultimately, and at 
what was seemingly the peak of my career, I needed to 
choose between where I was and where I wanted to go. I 
chose a career pivot, but it didn’t need to be that way. 

The Game Plan 
This book is segmented into three sections. The first 

section reveals what we need to understand about the 
realities of work and life today for many professionals and 
business owners. For those of us already experienced in the 
workforce, this section will help you understand the causes 
of burnout and disengagement you or your top employees 
may be feeling and why career pivoting has become so 
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appealing. For those newer to the workforce, this section 
will help you understand some of the traps and pitfalls that 
have affected so many of us who have come before you and 
better position you to design a successful career that is 
balanced and integrated with greater meaning and purpose 
and more overall fulfillment. Understanding this 
information will also make you a more informed 
employment seeker.  

The second section of the book defines what top 
talent wants today. This section is important for many of us 
who want to begin to reverse burnout and need to set an 
initial target toward a new future. This section is also 
important for organizational leaders who want to better 
understand the elements that will help employees reverse 
burnout and be able to thrive again in the workplace.  

The final section of the book serves as a blueprint 
for professionals and business owners to reverse burnout, 
immediately engage top talent, and grow in ways that are 
right for you and your organization. The blueprint allows 
leaders to tackle the realities of work and life today in ways 
that align with what top employees want. The role of good 
leadership to the success of any initiative related to 
reversing burnout cannot be overstated. As such, I have 
devoted a full chapter to describing the kind of leadership 
that is necessary to achieve this outcome and set the stage 
for greater growth and success. 

The Answer 
The answer to reversing burnout, engaging top 

talent, and growing is in understanding and embracing the 
new realities of today; changing and expanding our 
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mindsets, perspectives, and experiences; and being part of 
work and a work environment that supports, encourages, 
and enables winning at both work and life. 

There is no quick fix for burnout or disengagement. 
Achieving a positive outcome requires personal and 
organizational ownership to begin, followed by working 
through a process. We need to be willing and able to take 
the time needed to solve the problems that led to them. 
Taking time is only the first step. We need to be willing 
and able to learn about and understand all the root causes 
and contributing elements of burnout and disengagement – 
and then discern what that means for us, or for us and our 
organizations. 

The answer to reversing burnout, engaging top 
talent, and growing is as much a process as it is a series of 
specific actions toward a resolution. As such, just knowing 
the answer and understanding the engineered processes 
presented in this book is of limited value without having 
the knowledge of how best to apply them as part of a well-
designed and coordinated plan to win.  

We can think about reversing burnout, engaging top 
talent, and growing in the context of eating right and 
exercising. Knowing that we should eat right and exercise 
doesn’t mean we do them – and doing them doesn’t mean 
we do them consistently or successfully over the long term 
to realize their benefits. Despite the undisputed importance 
of eating right and exercising, we often fall short until we 
reach the point of owning the outcome we desire and 
figuring out how to make it all work for our lives and our 
circumstances. We can also think about reversing burnout, 
engaging top talent, and growing in the context of running 
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a marathon. Attempting to run a marathon without having 
and following a well-designed and effective training plan 
that works with your life and your circumstances is not 
credible and not likely to lead to finishing or finishing well.  

The life most of us are experiencing today is much 
different than the past. The realities of work and life have 
changed rapidly, and our busyness has made matters worse. 
Burnout and disengagement is costing us and our 
organizations and creating fewer winners at work and in 
life. We know this is wrong. We know we don’t want this 
kind of life for ourselves… and we don’t want it for our 
kids or others we care about. The problem seems so big that 
we just don’t know what to do. We feel trapped and are 
most often offered only the choice to suck it up until we 
can leave or pivot away on our own terms – or until we just 
can’t take it anymore. This is not what we dreamed for our 
lives, and these are not the conditions indicative of good 
leadership. We need a change. We need the courage to do 
what it takes to win today. We need to take a stand. We 
need to transform the American workplace.  

The life and career we thought was too good to be 
true is not. Welcome to the new.  
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Part 1: 

The Realities of Work  
and Life Today 

The demands of work and life today are much 
different than they were even 10 or 20 years ago. Today, 
many of us feel burned-out, busy, and trapped. Sometimes 
we’re not sure if we can keep up the current pace for 
another year, let alone another 10, 20, or 30 years, and we 
are often not even sure we are headed in the right direction.  

For many of us, especially those of us who are 
professionals and business owners, the world seems to have 
changed around us. We have been participants in many of 
the changes in technology, mobile access, and social media. 
We’re now connected virtually all the time from virtually 
anywhere on any of our devices. Even if we have not yet 
participated, most of us are at least aware of the major 
societal shifts toward wanting greater meaning and purpose 
and wanting our lives to matter more.  

The problem for many of us is not the change. 
These changes have the power to make our lives easier, 
allow us to be better connected, and provide us a larger 
platform to make our mark and to have impact. The 
problem for many of us is that we have not had the time nor 
the perspective to process these changes and then leverage 
them for our benefit. We have been too busy building our 
careers and businesses and raising our families.  

Compounding the changes around us is the fact that 
many of us have also changed. Many of us have shifted into 
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new work and life seasons – and some of us may not have 
even realized it. Our interests, goals, and passions change 
with our seasons. When we are operating out of sync with 
our season, the feelings of burnout, busyness, and being 
trapped are often magnified.  

If we are going to solve the problem of chronic 
burnout, busyness, and feeling trapped, we need both focus 
and commitment. We need these because those feelings of 
burnout, busyness, and being trapped are not even the real 
problems! Although problematic, they are only symptoms. 
The actual problems are much deeper, and they transcend 
conventional work and life boundaries and status quo 
management structures. 

Perspectives from Experience 
For over 20 years, I have been a near rabid 

consumer of personal success and leadership development 
materials. Before podcasts, weekly blogs, and access 
through social media, I was devouring available books and 
books-on-tape. Early in my career, these books and tapes 
were very encouraging and provided answers that helped 
me achieve the success I was striving for. When I was first 
dealing with burnout and realizing that I was also going 
through a major life transformation, I had a much harder 
time finding answers.  

In order to find the answers I wanted and needed, I 
had to pull from many different sources. I also needed to 
intentionally spend time processing how these pieces from 
various sources fit together in the context of my career and 
my experiences. It was a very iterative process. Once I 
found information and processed it, I realized more was 
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needed and the cycle repeated. This process continued for a 
number of years. As an engineer, my interests and training 
has been geared toward problem solving. I was about 
results. I was about practical applications. I didn’t seek a 
research grant, I sought answers for my life, and I wanted 
those answers as fast as possible, so I could put them into 
practice.  

My first order of business was to define and 
understand the problems that needed to be solved – an 
ingrained engineering approach.  

Understanding these problems was not simply about 
understanding how they manifest in symptoms but in their 
underlying causes. This first section of the book brings to 
light the problems that underlie the symptoms of burnout, 
busyness, and feelings of being trapped that we are 
experiencing today. Later sections will outline what top 
employees are looking for today and present a blueprint for 
helping both individuals and organizations grow and 
prosper by addressing and solving the causes.  
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Chapter One: 

Burnout and Disengagement 
Busy. Hustling. Over-committed. Over-connected. 

Exhausted. No real end in sight. It’s the feeling many of us 
share. Not only is there always one more project to 
complete, one more proposal to write, one more report to 
submit, or a dozen or more emails to read, there’s one more 
quarter or 100-day plan to show results, and one more year 
to finish up strong. That project, quarter, and year suddenly 
turns into a decade of “work busy” before we know it. On 
top of this “work busy” we are also often “life busy.”  

Feeling burnout is a process and can be the result of 
a singular or combination of work and life stresses. This 
chapter walks through the causes and mechanics of burnout 
and disengagement today.  

Commitment, Ownership, and Excellence 
Achieving goals we desire can energize, motivate, 

and inspire us to accomplish great things, things that most 
others don’t or won’t do, and things that we may not have 
previously thought possible. Commitment to those goals we 
desire helps build our character and self-esteem. It is 
commitment to goals that do not line up with our present 
needs or our desired future that can contribute to burnout.  

Commitment is vital to establishing ourselves as 
successful professionals and business owners. All we’ve 
needed to do to achieve our goals is embedded in our story 
and helps define who we are today. Whatever motivated us 
to become a professional or a business owner – the 
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challenge, the paycheck, the standing in society, or the 
expectations of others – a full commitment was necessary. 
And wherever we are right now in our careers, we need to 
begin our understanding of present-day burnout and 
disengagement with the realization that our commitment to 
our career started long before our first day on the job – and 
for some of us, our commitment dates back to high school. 

Early on, we needed to take ownership to target a 
direction for our lives and focus our time to realize our 
future. We needed to select a school and a major. We 
needed to get through 8:00 a.m. classes and a more 
challenging curriculum than many of our friends. We 
needed to secure and succeed in internships and 
residencies, and we needed to pass all-day tests or 
licensures or certifications. At some point, however, many 
of us lost some ownership in the details and the direction in 
our lives.  

For many of us, we also desired to make a 
difference and contribute to the greater good. We wanted to 
find that “thing” (or “things”) unique to us at which we can 
excel. In addition to allowing us to provide value, we knew 
that those “things” would also help us feel valued, 
appreciated, and connected with others. This can be as 

basic as being a good 
mom, dad, coach, or 
friend. However, our 
desire to contribute 
doesn’t always stop at 
good. Most of us are 

more ambitious and we want to excel, be great…and even 
be world-class – on both personal and professional levels. 

Our desire to contribute 
doesn’t stop at good; most 
of us want to excel.   
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When we began our careers, we entered a new season. We 
needed to confirm our career choice as we committed to the 
goals of our new employers. Individually, our commitment 
was most likely to excel and have impact in our chosen 
field: to create things and access (for those in engineering), 
to provide means and opportunities (for those in sales, 
marketing, accounting, finance, and education), to produce 
processes and justice (for those in law), and to advance 
health and wellness (for those in medicine)… just to name 
a few.  

For virtually all professions, excelling and 
achieving standing and having success requires us to be “all 
in” for an extended period – often 10, 20, or even 30 years. 
This may be exactly what it takes to master our craft, make 
a name, and build our platform. Success as a professional is 
as much or more about applied knowledge than it is 
information alone. We need to make judgments. We need 
to operate in gray areas. To get to this point, we need to 
gain both experience and understanding. There is no other 
way to do this than to spend the appropriate amount of time 
in our craft to learn, do, 
fail, seek more 
opportunities, and repeat. 
The more time and the 
more focus, the more 
growth – and the quicker 
the path to success. There is so much to learn on the job, 
especially in the early years, and your commitment to do so 
can be consuming. This can be consuming in a positive and 
productive way… but this can also work against us. Over 
time, our commitment to our careers through our craft can 

It takes commitment and 
time to master our 
respective crafts. 
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cause us to lose touch with ourselves and others, lose track 
of our accomplishments, and lose clarity of where things 
may be heading.  

We want our doctors, lawyers, engineers, financial 
gurus, nurses, and teachers to at least excel, if not be great 
or world-class. If not, we are disappointed. And we expect 
them to be clear and focused on serving us, as our clients, 
customers, and patients expect us to be serving them. This 
is why professionals have prominent standing in our 
communities. Having this prominence and being able to 
positively contribute in these chosen fields is often part of 
what drove our commitment to excel or become great, or 
world-class in the first place. Achieving this standing took 
ownership to leverage our time, interests, and passions and 
commitment to persevere. For many of us, this helped build 
our self-esteem and confidence. It was not our commitment 
to learning and mastering our craft where the seeds of 
burnout and disengagement were planted. Those seeds were 

planted elsewhere. In 
fact, the opposite is true. 
Being able to continually 
grow and excel can 
actually help to reverse 
burnout and re-engage. 

Yes, it takes commitment to become both a 
successful professional and business owner. Yes, it takes 
commitment to learn to excel, be great, or be world-class. 
And, yes, most professionals and business owners carry 
heavy workloads. However, unless there are intervening 
factors, commitment to excellence itself will not result in 
burnout. 

Intervening factors, not 
our pursuit of excellence 
alone, causes burnout. 
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If we are feeling burned-out, we need to take 
ownership to preserve our investments to date. We can’t let 
intervening factors control us – and, as leaders, we can’t let 
intervening factors cause burnout of employees, especially 
those who we consider top talent who drive our success. 
We need to clear paths to allow for their commitment and 
ability to excel. Initially, however, we may need to take 
action to clear a path for ourselves.  

Perspectives from Experience 
 I was motivated to succeed during the early portion 

of my career. I wanted to learn how to solve problems, 
design solutions, and learn to lead. I wanted to excel. The 
initial check mark of becoming a professional engineer was 
replaced with becoming a lead project engineer. That was 
then eclipsed by becoming a project manager, followed by 
a team leader. Within seven years, I was an owner. Initially 
a junior shareholder… yes, but still an owner. Next step: 
vice president, major owner, and member of the Board of 
Directors. Check. Check. And check… all three within 
three years at age 32. I was committed. I had worked very 
hard, I routinely did things others were not willing to do in 
order to excel, and I didn’t confuse effort with results. 
Through those early year efforts, I achieved a position and 
a level of financial reward that made me feel good and 
made me feel confident. It was about a year later that I 
began to feel a change. It was an inkling at first that my 
career focus was beginning to take a toll, that things were 
out of balance, and that my commitments and energies 
were not aligned with what I ultimately wanted… and 
needed.  
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My commitment, ownership, and drive for 
excellence were my assets at work, but burnout and 
disengagement began to slowly erode them.  

The Burnout-Disengagement Cycle 
When every season is a harvest season, when 

expectations for results only escalate, when your “all” is 
always being asked for, burnout is a real possibility. How 
much can we really take, especially when it seems to be 
continuously expected? The standard seems to have shifted. 
The norm is not normal… or sustainable. Trying to sustain 
an unsustainable pace for too long can lead to burnout.  

Merriam-Webster defines burnout as: “exhaustion 
of physical or emotional strength or motivation usually as a 
result of prolonged stress or frustration.” This definition 
doesn’t seem as extreme a diagnosis as it once did. 
Unfortunately, it probably describes the state of most of us 
today.  

Burnout has been on the increase and quickly 
moving beyond becoming a major threat to becoming an 
epidemic, not just to individuals experiencing it but also to 
organizations that employ them. Even entire industries can 
be victims of burnout when some of their primary 
occupations are routinely associated with high burnout 
rates, including those of physicians, nurses, educators, 
attorneys, and finance, including accountants. A recent 
study found 95 percent of human resource leaders across a 
variety of industries admit employee burnout is sabotaging 
workplace retention (Kronos Incorporated and Future 
Workplace, 2017; reference 1 [see References & Resources 
for citations]).  



Reversing Burnout 

23 

Stress in the workplace is a reality of life for most 
professionals – those who are highly skilled and perform 
important functions for society at large. The professional 
workplace has standards, practices, and procedures that 
must be followed. There are also times when problem 
solving, creativity, and guts may need to be skillfully 
applied in order to produce the results that we are expected, 
and even obligated, to produce. It is part of the reason there 
are relatively few of us… and why we can earn a good 
living – a good living that entails more than salary.  

Although stress can be a routine part of the nature 
of our jobs, it becomes problematic if the work 
environment is not managed well. Today, professionals are 
working harder than ever. This can lead to periods of 
prolonged stress. The source of stress may not be the work 
itself, as we are trained and skilled in the work and 
performing it can actually give us the energy, focus, and 
stamina necessary to achieve results. Instead, the source of 
problematic stress is often the workload, workflow, and the 
work environment. 

Workloads have increased for virtually all 
professionals across the board. Maybe the increase is due to 
disruptive forces in our industry. Maybe commoditization 
trends reduce our billings. Maybe it’s the escalating costs 
necessary to attract employees into our organizations and to 
retain our talent. Maybe it’s leaders who have lost touch 
with the realities of work and life today.  

The net result is increased pressure to do more 
with less.  

The problem for many of us is that having to “do 
more with less” has become more of a constant, not a 
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temporary, situation. An easy answer is to hire additional 
staff, develop the full capabilities of the teams throughout 
the organization, and optimize workload and workflow. 
However, this answer is often merely a dream. The urgent 
realities of business today are consuming. The problem 
organizationally is that constant response to the urgent too 
often prohibits addressing the important. Creating systems 
and a culture that can better manage workloads and its 
related stress is critical.  

The work environment is also problematic today. 
We are often required to multi-task and routinely have 
fragmented days filled with meetings and email. This leads 
to stress and even reduced efficiency. What is critical to 
professional and entrepreneurial performance and reduced 
workplace stress, and what we’ve lost in the busy work 

environment today, is 
time to concentrate, 
contemplate, plan, or 
even decompress after an 
important or stressful 
work event. The drive 

now for even more teamwork and collaboration in the 
workplace, if not managed well, can actually worsen the 
work environment for professionals who need routine time 
for concentration, contemplation, planning, and 
decompression in order to perform productively and 
effectively at a high level.  

If workloads and the work environment are not 
managed well, the prolonged overload we encounter leads 
to overwhelm. Overwhelm can be masked for a while. 
Being overloaded can feel different day-to-day, project-to-

We need to move beyond 
the urgent in order to 
address what’s important. 
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project, account-to-account, case-to-case, patient-to-patient, 
new position-to-new position, but it is persistent and 
oppressive. Over time, overload turns into overwhelm. It is 
when overwhelm sets in that we begin to experience the 
physical, mental, and emotional exhaustion that leads to 
burnout. 

Under these conditions, disengagement at work also 
comes into play. Disengagement is a reaction to protect 
ourselves, our attempt to separate us from the source of our 
stress and overwhelm. Merriam-Webster defines 
disengagement as: “to release or detach oneself: withdraw.”  

The most recent Gallup State of the American 
Workplace report (reference 2) concluded that 67 percent 
of U.S. employees were not engaged at work. That is two 
out of every three employees! Whereas 51 percent were 

Figure 1 illustrates the steps to burnout. 
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characterized as not engaged, 16 percent were characterized 
as actively disengaged.  

Burnout and disengagement don’t happen 
overnight. They can take years to take root. Burnout and 
the isolating nature of disengagement can also form a cycle. 
In this way, burnout and disengagement often reinforce 
each other. The net result is typically a downward spiral. 
For the individual, this negative looping disintegrates 
toward a pivot away from a team, division, organization, or 
even an industry. Pivoting away can become the only way 
to break the cycle to either cope with the realities of the 
situation or to proactively change our environment.  

For the teams, divisions, organizations, and 
industries impacted, this downward spiral and pivot is 
never beneficial. Highly skilled and once motivated 
employees, and even leaders, pivot away. The cost to 

When the cycle repeats, pivoting may be the only way to 
break out of it. 
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replace them and the cost of the loss of their future 
productivity can be enormous – up to or greater than twice 
the salary of a senior or highly trained employee. In 
addition, deadlines are often missed, workloads on others 
further increase, and clients, patients and future referrals 
can be lost or poached. But, wait… there’s more. A person 
stuck in the burnout-disengagement cycle can either 
directly or indirectly negatively impact others and degrade 
your overall culture along the way. Whether they leave due 
to their choice to pivot or remain in the cycle, the result for 
the organization is never positive. 

Even when leaders aspire and work toward 
achieving “the dream” of hiring the necessary number of 
employees with the right skills and developing them to 
optimize workload and workflow, the reality for much of 
professional services is inconsistent staffing. Even in the 
most proactive and effectively led organizations, there are 
bound to be periods of time with back-to-back critical 
deadlines, the need to string a couple good quarters 
together, or get through 
the year successfully with 
less than the ideal number 
and composition of staff. 
To survive these “seasons 
of overload,” leaders need 
to rely on the organization’s mission, reward systems, and 
the intrinsic motivations and goodwill of employees.  

A reality that we face today – whether due to 
overload or just our overall busyness – is that we lose track 
of things. We lose touch. We lose clarity of where we stand 
and how or if what we are doing fits into the “big picture.” 

Employee goodwill and 
aligned motivations are 
needed to withstand 
seasons of overload. 
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This can often manifest itself in a loss of efficacy – feeling 
like we no longer have the power to produce an effect or 
that our efforts aren’t really making a difference.  

As leaders, we often stop talking about our 
organization’s mission and vision and the future. Continual 
communication about our mission and vision and what the 
future could hold is essential for keeping busy talent on 
track and inspired. Organizationally we also need to 
connect “where the rubber hits the road.” Disconnection 
can occur if we have outdated, ineffective, or 
counterproductive incentive systems. These systems don’t 
motivate or reinforce continuous commitment to meeting or 
exceeding organizational needs. At the same time, intrinsic 
motivations of employees change over time. Most of us 
evolve and mature as we enter different work and life 
seasons. What motivated me at age 25 was not the same as 
what motivated me at 35 or 45. Our goodwill is also often 
consumed with seemingly continual near-term needs and 
initiatives that compound overload. This coupled with 
strained or non-existent relationships can leave us feeling 
like we are being taken advantage of. When this happens, 
burnout and disengagement take on a new dimension – one 
that adds the element of frustration.  

Work-related frustration coupled with prolonged 
work overload-related burnout intensifies the burnout-
disengagement cycle. It is essential for both individuals and 
leaders to understand and address this added dimension of 
work frustration if they want to reverse (and prevent) 
burnout and halt the burnout-disengagement cycle. 
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Professionals are particularly susceptible to work-
related frustration because we are achievers by nature. We 
want to do, build, serve, and have impact. We have 
committed and invested a lot to be where we are, and when 
we can’t see results, when our progress is slowed or 
stopped, when we are experiencing a lack of control, and 
when we are feeling like we’re missing out, we get 
frustrated.  

If the frustrations we are dealing with today are not 
understood and effectively addressed, the burnout-
disengagement cycle can be further fueled by resentment.  

Work overload issues impact our personal lives. 
When we miss too much time with our family, time with 

Work frustration adds another element to the burnout-
disengagement cycle and professionals are a very susceptible 
population for this complicating factor. 
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our friends, and time by ourselves, it is personally 
frustrating. But when it is incessant and as a direct result of 
unaddressed work issues, that personal frustration often 
manifests into resentment. 

This resentment can be toward leaders who choose 
not to see work overload and environment issues and 
myopically focus on the organization and near-term goals; 
leaders who see overload issues and give them lip service, 
but ultimately do nothing about them while still expecting 
results; or leaders who talk specifically about employees 
being our “biggest” or “most valuable” asset but reinforce 
outdated systems that perpetuate the problems. This form 
of “double-speak” – saying the right things but 
incentivizing the status quo – not only breeds resentment, it 
also undermines trust and confidence in leaders and 
organizations, and helps to validate an employee’s 
disengagement. 

Failure to live up to employees as “the most valuable 
asset” increase personal frustration and resentment. 
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Perspectives from Experience 
As a professional engineer, physical exhaustion 

didn’t lead to frustration. I could generally deal with 
physical exhaustion by actually taking a weekend off from 
time to time, sleeping in, and having a couple of relaxed 
afternoons. It was even better if it was a long weekend 
when we didn’t have things to do or places to be. Vacations 
improved with time. A week’s vacation away was not as 
beneficial as a long weekend at home with little to do. Two 
weeks’ vacation that included some time at home toward 
the end was better for me than two full weeks away. Of 
course, like many professionals, I was almost 20 years into 
my career before I ever took an actual two-week vacation 
or used all my vacation time in a given year.  

Mental exhaustion became an issue. I began to 
recognize it in 2004, a year or so after I had become a vice 
president, practice group leader, and joined the Board of 
Directors. I was 33 and was beginning to recognize some 
of the downsides to being 
admittedly a workaholic. 
Like many, I gradually 
internalized the needs of 
work as my personal 
needs. I was constantly 
thinking of work, and this 
one-way relationship led 
to work becoming my identity. Needing to continuously 
perform and grow the business as a measure of who I was 
as a person became exhausting. There was little to no 
separation between me and my work. There was no time for 

Internalizing “work” needs 
as “personal” needs and 
allowing too much of your 
identity to be defined by 
career leads to burnout. 
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consistent physical activity for either better health or stress 
relief, but I knew I did need some relief.  

I can’t quite remember the specific motivation to 
act, but I remember at that time being drawn to a service 
trip that was being offered through my church to a location 
in the developing world. Maybe I liked the idea of an 
escape. Maybe I liked the challenge of something new. 
Maybe I just knew something was off or missing. Whatever 
contributed to my attraction, I will forever be grateful for 
the opportunity. That trip in ‘05 was what I would later 
term my “timeout.” That trip also began what I later 
termed my “parallel life.” 

The travel and the work on this eight-day trip were 
physically tiring but the wider perspective on life was 
mentally and emotionally invigorating – at least 
temporarily. The new experience and the personal growth 
afforded me months of working without mental exhaustion. 
However, the pull of the work demands to which I returned 
eventually took over my mental energy and pushed aside 
any continued personal and emotional growth. This see-
saw of going away each year to serve and be invigorated 
followed by the resurfacing of work-related mental 
exhaustion and postponement of personal and emotional 
growth continued for a few years.  

For much of my early career, my “present” was a 
calculated investment in providing for myself, my family, 
and my future. In contrast to work at that time, serving 
others gave much more than it took. I experienced the truth 
that it is better to give than to receive. Serving provided a 
much needed broader perspective on life, and it shed new 
light on the value of others and community. Serving 
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connected me with greater meaning and purpose. Serving 
also sparked new interests, curiosities, and growth. As my 
parallel life progressed, not only was I looking for more 
than temporary relief for work that was otherwise 
consuming, I wanted to make more of an impact, and I 
wanted to share that with others. 

2009 was a pivotal year for me. Three separate 
things were intersecting at this time. First, on a personal 
level, I was continuing to grow in self- and social-
awareness. I had a new and expanded world view. My 
family life improved as we participated together in the 
service work, and I was living up to my personal vow to 
actually use my vacation time and not to miss any more of 
my kids’ high school years other than what was absolutely 
necessary.  

At this time, I was continuing to excel at work, and 
as a leader, I was improving. I knew that this was all in 
direct proportion to my personal growth and better balance 
– and that I would not be reverting to my previous state of 
mind. I also knew that I had exercised the power of my 
leadership position to rescript the life I wanted to now 
have.  

Looking back, a “fade” also began at this time. It 
was a fade in my interest in work. The fade grew in 
proportion to a lack of 
inspiration and a growing 
frustration about the 
future. The fade matured 
over time to become the 
pivot. I didn’t dislike the work we were doing, but the 
projects and the victories no longer meant as much to me. I 

A sense of connectedness 
and serving others is a 
foundational human need. 



Burnout and Disengagement 

34 

knew the work. I knew how to win. I knew how to be 
profitable. But I began to question the purpose. Winning at 
work was clearly more of a milestone for me than the 
destination to which I had mentally committed to early on. I 
also began to question the pace and question the 
expectations to continually over-achieve. I began to see the 
impact the long hours every week, every month, and every 
year were having on our staff – especially our key staff. I 
shifted from a project-centric focus to a people- and 
organization-centric interest. I became frustrated at what I 
perceived as double-speak related to operational matters 
affecting our “most valuable assets” that I saw as short 
term and short sighted. I was becoming convinced that 
necessary changes to the status quo may be a mirage – and 
I began to resent the possible presence of a mirage.  

The third thing that was happening was a drive for 
impact and a desire for more connection. The resistance to 
change at work led me to invest more in service to others. 
And these doors were wide open. In 2009, with my 
confidence in serving others growing, I was presented with 
an opportunity to leverage routine work skills in a new 
context. That summer, our family decided to vacation at a 
child refuge center at which we had been serving as part of 
my parallel life. There was chronic flooding that now 
threatened to undermine the children’s feeding center. 
Erosion from heavy rains had rapidly carved a new and 
much wider chasm, and that opening in the earth was now 
within a foot of the building’s foundation. Immediately, I 
brainstormed possible fixes using materials that were 
readily available on the rural island with the center’s 
director and one of her contacts. With a small notepad and 
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pen, a fix was designed – and it worked. Professionally 
speaking, this was a pretty minor effort. Personally 
speaking, however, this was a major breakthrough. With 
this opportunity, I realized that I had skills that could really 
help others, that I could help solve problems, and that I 
could actually have an impact, and not just as part of a 
team.  

 
It was empowering and over the next several years, 

I helped lead the design of multiple erosion control, 
roadway, water, and building projects for the refuge 
center; the development of a university earning program 
for talented and motivated teens; and later a social 
enterprise farm business to help fund the refuge center and 
university program, and to provide local jobs. I was also 
co-leading a growing number of service teams to the refuge 
center and local community to build and further develop 
the projects. Seeing the great need for skills and 
experiencing the power of sharing these skills in a new 
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context, we routinely engaged other professionals including 
engineers, architects, attorneys, doctors, nurses, teachers, 
graphic designers, builders, accountants, and financial 
folks on the projects. 

 
Two years later, as we were working through our 

firm’s strategic and succession planning sessions, I knew I 
was at a fork in the road. I was unwilling to “go back” to 
where I was before my ‘05 timeout. I continued to be 
frustrated with the status quo. At the same time, I was still 
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drawn to the growth and impact embedded with serving. At 
this moment, I was asking myself some bigger questions: 
Could I affect enough change fast enough at work to keep 
me interested and motivated? Could I leave and do 
something different? What would I do? How much would 
that pay? What would my wife say? Were things really that 
bad? How could I unwind the deeply intertwined position I 
held? Would I have the courage to break from my past and 
commit to a future that was more aligned with what I 
wanted?  

The Alternatives 
Organizations can and do function with burned-out 

and disengaged employees. Depending on a variety of 
factors, organizational leaders could embrace the realities 
of operating with burned-out and disengaged employees as 
an acceptable cost of doing business. That is clearly a 
decision for organizational leaders to make. It’s not a very 
wise decision, and if organizational leaders don’t take 
action to address burnout and disengagement, individuals 
have options, too.  
Staying in the Organization: 

Employees can choose to stay with an organization 
and deal with the burnout and disengagement. They can 
remain quiet about their feelings or they can be more 
publicly vocal. Either way, employees who are burned-out 
and disengaged – especially those actively disengaged – are 
likely to create some collateral damage via disengaging 
other employees, negatively impacting the culture, and 
lowering the standards of excellence in most organizations. 
Even if the money is good and staying will help you 
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achieve admirable goals such as helping your kid through 
college, paying off your mortgage, or saving enough to get 
that vacation home you would like to retire to one day, 
staying in the organization is likely to create collateral 
damage to you as well.  

First, there are negative health and relationship 
consequences to continually operating in the environments 
of burnout and disengagement. If staying results in us being 
chronically unhappy, that can lead to relationship strains 
and even lead to depression. Staying under worsening 
conditions could also lead to a health incident. Any of these 
consequences are likely to negatively impact both you and 
those you are trying to help by staying.  

Second, staying too long could lead to a more 
emotionally charged exit when that day arrives. Reaching a 
point of being totally fed-up or “not being able to take it 
anymore” is more likely to result in burned bridges that can 
negatively impact your next position or venture.  

Finally, you could be let go or fired for a lack of 
productivity. Burnout and disengagement can contribute to 
“presenteeism,” or being 
present but not motivated, 
focused, or productive at 
work. Presenteeism is a 
major cost to employers 
that has gotten more 
attention. Recent studies 
report that, on average, employees operate at 75 percent of 
their capacity as a result of coming to work either 
physically or mentally unwell, costing businesses the 
equivalent of three months per year in lost productivity 

A burned-out, disengaged 
employee is costly to any 
organization and often 
negatively impacts others 
and the corporate culture. 
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(Global Corporate Challenge, 2016; reference 3). It is hard 
to mask your lack of motivation and whatever else may 
result from burnout and disengagement for long, especially 
if you are frustrated and have grown resentful. In this case, 
the organization makes a decision for you, and that 
decision will likely more significantly set back your efforts 
for a smooth transition to your next position or venture.  

Other options for staying in your organization 
despite the presence of burnout and disengagement can 
include: developing a “side-hustle,” remaining full-time but 
cutting back, or switching to part-time.  

Perspectives from Experience 
As I was transitioning out of my career in 

engineering, I tried each of these alternatives before 
eventually pivoting away. During my initial burnout-
disengagement cycle, I voiced my opinions in attempt to 
change the status quo. Later, I grew mostly silent and 
worked on attaining financial goals that would better 
position me for a possible next venture. That worked for a 
few years, as I was fully engaged and growing in my side-
hustle and able push my “personal status quo.” My side-
hustle was not a secondary job or source of income; it was 
the parallel life I described earlier. At some point, however, 
I knew a change was inevitable. My time, energy, and 
future life became worth more to me than the money. I 
needed more time to plan that change. I still committed to 
my job and even enjoyed aspects related to strategic 
planning and business and staff development, but 
something needed to give. I decided that that something 
would be my “second 40,” or the routine work hours over 
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40 each week. No more work on the weekends or at night – 
that would be the time I would devote to figuring out 
exactly what my next venture would be.  

That strategy did not work for long. There were too 
many expectations from others. When external pressures to 
devote more time from my “second 40” moved from 
awkward and uncomfortable to unhealthy levels, I made the 
permanent decision to pivot toward my future. It was then 
that I negotiated my departure. 

As part of the agreement, I would work six months 
full-time with “reset” expectations, and then transition to 
part-time. There were plenty of challenges in those last 
months. Maybe it was the unique nature of this situation or 
the general newness of professionals choosing to transition 
for non-retirement reasons, but some of the awkwardness 
and discomfort continued. In addition, some of the more 
strategic initiatives I was interested in pursuing during this 
transition were not of interest to others, so I decided to 
have a limited part-time season and accelerate my plans to 
pivot away.  

Pivoting Away from the Organization: 
Employees who decide that they can no longer 

tolerate the burnout and disengagement may choose to 
pivot away. Options for pivoting away from an 
organization can include: conventional retirement, 
retirement to an encore career, leaving the organization for 
a competitor, leaving the organization and venturing out on 
your own, and leaving both the organization and the 
industry.  
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As you can see from the graphic, short of an 
organization addressing burnout and disengagement, all of 
the individual options for addressing burnout result in less 
focus, less time or no time in the organization. Individual 
options obviously focus on the employee and what is best 
for them. There are huge costs to replacing talent that 
leaves an organization. As presented, replacement costs can 
be up to or greater than twice the salary of a senior or 
highly trained employee.  

These higher costs associated with employee loss 
and turnover are particularly true in professional services. 
In addition to the direct replacement costs, there are other 

Figure 5 summarizes each of the options described. 
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costs associated with lost productivity in the organization 
and the lost future value of their contacts and influence. All 
of these costs further support the significant return on 
investment organizations can realize by investing to retain 
employees by reducing and eliminating burnout and 
disengagement, especially in top and senior talent.  

On the other hand, for individuals, there has never 
been a better time to pivot away from organizations that 
allow burnout and disengagement to occur and fester. Part-
time and post-retirement volunteering is being marketed 
and filling a major need for people in the second half of 
their adult lives to connect with others and their 

communities after a near 
full focus on a singular 
industry or engaging 
primarily in generating a 
positive bottom line. 
Encore careers in both 
the nonprofit and for-
profit spaces are in 

vogue. The freelance or “gig” economy is strong and 
growing and is encouraging and supporting side-hustles. 
Entrepreneurship is booming, and tools to help both the 
serious and more hobby-minded entrepreneurs are pretty 
much everywhere these days. This is in addition to costs 
and barriers of entry into markets being lower now than 
they have ever been in history, thanks to democratization of 
technology, the internet, and social media.  

This all being said, there is a “tragic” element in the 
fact that professionals in many cases are being forced to 
pivot away from organizations or careers because of 

There has never been an 
easier time than now for 
employees to pivot away 
from an organization. 
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burnout and disengagement. These are smart, motivated, 
and talented people who have committed years to master 
their craft and often wired to achieve… now choosing to do 
something different or leave practices just to cope with the 
effects of burnout and disengagement. What does this say 
about our society, our industries, and our organizations?  

There is also a tragic 
element for organizations. 
Notwithstanding the high 
costs of having burned-out 
and disengaged employees, 
the most talented employees 
are often the most mobile. 
Your most talented 
employees are most likely to 
pivot away. It is also getting 
harder for less-than-great 
organizations to attract top 
talent to either replace lost talent or grow. Today, the news 
of the departure of a professional spreads immediately. 
There are also many websites at which employees can post 
their reviews of your organization. It is more important 
than ever that organizations become attractive workplaces 
and workplace destinations in order thrive or, in some 
cases, even to survive.  

The same holds true for some industries. Burnout 
and disengagement is growing or rampant in most 
professional services fields. This is especially true in 
medical, legal, education, and financial services. 

There is a better way. There is an answer. Careers, 
organizations, and industries need to engage in a refresh. 

Burnout and 
disengagement is 
growing rampant in most 
professional services 
fields, and industries – 
like organizations – will 
need to become much 
more attractive to entice 
and retain top talent.   
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We will need to pause, develop a new approach, and hit a 
reset button.  

Key Points 
• It takes commitment and ownership to excel 

as a professional and a business owner 
today, but neither commitment nor 
ownership in the pursuit of excelling at our 
craft alone causes burnout. 

• Excelling at our craft is a key driver and 
positive motivator for professionals and 
business owners. Excelling is also expected 
from our clients, customers, and patients. 

• Burnout and disengagement is real and 
erodes our motivation, commitment to our 
craft, and ability to perform. Burnout and 
disengagement only create loss for 
individuals, organizations, and even 
industries. 

• Leadership needs to make addressing 
burnout and disengagement a real priority, 
not a competing priority, if it is to be solved. 

• For leaders and organizations that don’t 
credibly and effectively take action to 
address burnout and disengagement, there is 
no better time than now for individuals to 
develop a side-hustle or pivot away to a new 
venture – not to mention being a great 
demand for their services from competing 
organizations as part of the “talent war.”  
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Chapter Two: 

The Losing Side of Busy 
As I presented at the start of this section, burnout, 

disengagement, and feeling trapped are problematic 
symptoms of larger issues. In addition to the problems of 
prolonged work overload, unaddressed frustration, and the 
loss of inspiration and motivation I presented in Chapter 1, 
many of us are dealing with problems arising from the fact 
that we are losing touch, losing track, and losing clarity in 
our lives.  

All our busyness only adds to this “loss.” The 
consuming nature of our overall busyness often stops us 
from taking advantage of opportunities that may benefit us 
and our organizations that would ultimately help reverse 
some of the problems associated with burnout. The 
demands of today are seemingly too urgent and pressing, 
and many of us remain in a fog. In order to live the life we 
desire, we need to be intentional about our actions. A lack 
of action to begin to win again is a decision to continue 
with the status quo.  

Losing Touch  
Despite all of our increased connections through 

smart phones, alerts, instant messages, and the many forms 
of social media, we are actually becoming more 
disconnected today, and as a result, our ability to lead 
effective lives and organizations is impacted.  

Because we are so busy, we often don’t see it 
happening. We’re actually too busy to take a minute to look 
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up and around and take note of it. Only when we 
consciously look to address reconnecting do we do so. That 
is unless or until we have an intervening event, such as an 
illness or an accident or have a series of negative 
experiences that force us to pause and take notice. This 
phenomenon of lost connections that plagues us today can 
be best explained through the concept of emotional 
intelligence.  

The concept of emotional intelligence has been 
popularized by several, including Daniel Goleman and 
Travis Bradberry. The data about emotional intelligence is 
clear. Emotionally intelligent people are more successful at 
work and at life and are better leaders. Emotional 
intelligence is what draws people (i.e., our friends, 
colleagues, employees, clients, customers, patients, and 
students, etc.) to like, know, and trust us. Emotionally 
intelligent people attract and inspire others up and down the 
corporate ladder, on the front line, and in the back office. 
Interactions with emotionally intelligent people are more 
relational and less transactional – which makes them so 
much more effective.  

Emotional intelligence is different from the 
intelligence measured as the “IQ” (intelligence quotient) 
we are born with and helps explain why people with 
average IQs outperform people with the highest IQs 70 
percent of the time and why 90 percent of top performers 
have high levels of emotional intelligence (Drs. Travis 
Bradberry and Jean Greaves, Emotional Intelligence 2.0; 
reference 4). Emotional intelligence, measured as “EQ” 
(emotional quotient), is a measure of our self-awareness, 
self-management, social-awareness, and our relationship 
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management. Having high levels of EQ would include 
understanding and being able to appropriately control and 
leverage our emotions, knowing our strengths and 
weaknesses, understanding what drives us in terms of 
values, motivations and goals, understanding how our 
actions and attitudes impact ourselves and others, having 
empathy for others, being able to consider others when 
making decisions, and being able to appropriately and 
effectively communicate with others. 

Our emotional intelligence can be increased over 
time. Emotional intelligence can also be lost over time. The 
problem we, as individuals and organizational leaders, need 
to recognize is that, on average, professionals and high 
achievers actually lose emotional intelligence as we 
become increasingly successful in our careers. It was the 
very graphic (Figure 6) that was the turning point for me 
that I shared at the start of this book. It instantly articulated 
exactly what had happened to me.  

Emotional Intelligence 2.0, Drs. Travis Bradberry and Jean Greaves 



The Losing Side of Busy 

48 

Perspectives from Experience 
As I had achieved and became more successful in 

my career, I became less self-aware outside of my work 
goals and less socially aware outside of work… that is until 
I called my timeout in 2005. The demands of the work to 
this point resulted in the loss of connections with myself 
and others although I worked hard not to lose connections 
with my immediate family. The connections I lost were with 
more extended family and those with friends and neighbors. 
Those relationships were always on a “fit in if there is 
space” basis, if at all, during the first half of my career. It 
wasn’t by design. I was simply too busy and too focused at 
the time to even notice it.  

What immediately resonated with me about this 
graphic was that it validated the losses I began to feel as 
my career advanced through its first half. The loss was 
losing touch with who I was and knowing whether I was 
still on the right path. The loss was in being able to answer 
some of the bigger questions I had as I progressed in life: 

What did I want and 
what did I want to stand 
for? Would maintaining 
my position at work 
contribute to achieving 
all my goals or make it 
harder? The loss was 

also in the quality of relationships with others – both inside 
and outside of work.  

As we make our name and build our careers, we 
often don’t have time for many relationships outside of the 
office. Inside the office, we are also often hampered in 

Beware the loss of 
emotional intelligence. 
You’re likely to lose it when 
you need it most. 
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establishing meaningful relationships. If and as we proceed 
up the corporate ladder, our position and competition often 
intervenes to maintain distances. For many of us, we have 
colleagues, peers, subordinates, and supervisors at work –
not close friends. This can be especially true for leaders 
and managers. Despite position, it is lonely at or near the 
top for many leaders. This separation takes a toll on us. 
This separation can also limit the number of trusted people 
we know who can challenge us, grow us, hold us 
accountable, and keep us on track. It’s an unlikely Catch-
22: The more we need others as we succeed the more 
distant and isolated we become.  

With the compelling data before me in that graphic, 
I immediately knew that the rebuilding and expansion of my 
self- and social-awareness and my ability to manage both 
emanated from my parallel life. The personal growth that 
had resulted from those experiences was what made me a 
better leader at work and a better person in life. 

The data proved that I was not alone. High 
achievers on average are losing emotional intelligence. 
Dozens of professionals and business owners I know 
continue to reveal that they feel and experience these 
losses. Armed with this concept and data, they almost 
universally better understand that internal whisper for 
more awareness and connection – and why they are also 
longing for greater meaning and purpose and a much fuller 
and balanced life.  

Following my timeout and as I progressed along my 
parallel life, I knew firsthand the organizational value that 
could be gained in creating environments for employees to 
build back lost emotional intelligence. I thought this to be 
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especially true for our highest achievers and high-
potentials who were burning out and becoming disengaged. 
I saw this as both a way to provide something that was 
missing for employees, contributing to their growing 
frustrations, and as a way to grow the business through 
renewed individual motivation and organizational 
engagement. I wanted the result that organizations with 
higher levels of emotional intelligence enjoy. However, at 
the time of our 2011 strategic and succession planning and 
until my final paycheck, I only grew more frustrated with 
the continued stagnation in what I saw as the status quo 
and the burnout-disengagement cycle.  

 
There is another Catch-22 here, and we need to 

offer leaders a period of grace as a result. The statistics are 
true for all. The reality is that leaders themselves have lost 
or are losing their own emotional intelligence. Even when 
leaders decide they want to take action to restore their own 
EQ, they may be too busy or tied to conventional business 
practices to create systems to rebuild and continue to grow 
the emotional intelligence of employees. To rebuild and 
grow emotional intelligence on the job may be considered 
by some established leaders to be inappropriate, costly, or 
risky. That mindset needs to change if a leader or an 
organization wants to remain relevant today and thrive. The 
benefits of emotional intelligence for professionals and 
organizations that are client-, customer-, patient-, and 
student-facing are more than convincing. 

Designing environments for employees to become 
more socially and self-aware as part of their job takes both 
an investment in time and an investment in strategy, but the 
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return on investment can be substantial for both the 
individuals involved and the organization – and can be a 
positive start to a new season of growth.  

Different Seasons, Different Goals 
We have distinct work and life seasons… and they 

matter. We may not have been told about these seasons or 
we may be too busy to think about them or the 
opportunities and implications of having them. We may 
even be so busy that we haven’t even realized we’ve 
transitioned from one season to the next. We may be losing 
track.  

For the purposes of understanding more about our 
seasons and how they intersect, overlap, and impact our 
lives, I have outlined an example. This example is based on 
my direct experience and my learnings through dozens of 
leadership, self-help, and organizational development 
books and articles as well as dozens, if not hundreds, of 
related conversations, podcasts, sermons, and teachings 
within the past decade. Our specific life circumstances and 
timing of events that create our seasons will differ, but the 
example can be adapted to better understand our unique 
situations.  

Work Seasons: 
There are four typical “work” seasons that are 

understood by more established professionals and business 
owners. These seasons have some aspects that make them 
timeless truths and some aspects that are associated with 
more conventional thinking. The seasons are: the 
“mastering our craft” season; the “making a name” season; 
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the “making a difference” season; and the “leaving a 
legacy” season.  

The “mastering your craft” season is when we work 
to become proficient in our chosen professions. We work to 
become licensed, registered, certified, and progress to 
operate in responsible charge of assignments. This learning 
and development season can last up to 10 years from the 
time we begin our careers.  

The “making a name” season is when we leverage 
our proficiency to larger or more complex assignments and 
when we take on management and leadership roles through 

successive promotions. 
This season of further 
mastering our craft and 
ascending the corporate 
ladder can last up to 
another 15 years. 

At about the 25-year mark, a shift can and often 
does occur. At this point in our careers, we have put in our 
time and been all in and committed for many years. We 
may be more established and comfortable in our 
organizations and in our industry and more comfortable in 
terms of personal finances. At this stage, for many of us, 
growing our careers entails shifting from a “me” focus to a 
“we” focus. If so, the “making a difference” season begins. 
This season is when we, as more established senior 
managers and leaders, have a better handle on our personal 
success drivers and motivations and see our primary roles 
as coaching and supporting others to help them do and be 
their best. We leverage our knowledge and experience to 
improve others’ understandings and abilities to successfully 

As professionals, we have 
work seasons, and as 
humans, we have life 
seasons. 
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accomplish goals and complete tasks. This season can last 
up to 15 years.  

The final season is the “leaving a legacy” season. 
This is when our primary focus may be to share 
perspectives and pass along knowledge to help inspire the 
next generation and help perpetuate the organization and its 
mission. This season can last up to 10 years.  

 
Life Seasons: 
There are three typical “life” seasons many of us 

experience as adults: the pre-family “me” season; the 
“family” season; and the post-family “empty-nest” season.  

The “me” season can be a “we” season if we’re 
married and don’t yet have children. For the purposes of 
this example, we can assume that the “me” (or “we”) 
season can last up to 10 years from the time we leave 
school. The “family” season can last 20 years and can be 
subdivided to include the “raising” phase, say 15 years, and 
the later “letting go” phase, say five years. The “empty-
nest” season can last up to 20 years and can be subdivided 

Figure 7 illustrates these work seasons along a year 
of experience timeline.  
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to include the “pre-grandchildren” phase, say 10 years, and 
the “grandchildren” phase, say 10 years. 

 
When I first took the time to layout and try to align 

my work and life seasons, I found it pretty fascinating. In 
this example, and as part of my own life mapping, the 
following items are often found:  

1. We can have an active adult work-life timeline 
of up to 50 years. 

2. Our work and life seasons do not always align. 
3. Transitioning from our “master our craft” 

season to our “make a name” season at work 
can coincide with transitioning from our 
“me/we” season to our “family” season in life. 
This shift makes sense in that we would now 
be working to provide for our family’s 
financial needs.  

4. Transitioning from our “make a name” season 
to our “make a difference” season at work can 
coincide with our transition from our family 

Figure 8 illustrates these life seasons along the same 
timeline as the work seasons and with the assumption that we left 
school and began our career at age 22. 
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season’s “raising” phase to the “letting go” 
phase. This shift again makes sense as, at this 
point, we may be operating at fairly high levels 
of expertise at work and looking for more 
challenges. Depending on our circumstances, it 
may be harder to find those challenges at work. 
We may also be in a comfortable financial 
position and the allure of money may not be 
the same as it once was. This could be 
especially true if, at the time, it became 
apparent to us that our kids were suddenly 
growing up and time with them is growing 
short. In this context, many of us become 
retrospective and wonder what life will be like 
in the future when the kids leave to begin their 
own lives. Aligned with our shift at work, our 
interests and actions often shift to more of a 
coach and supporter role. Our goal becomes to 
pour into our kids as much of our wisdom and 
knowledge as possible so that they can be 
prepared and be their best and work to 
maximize our positive impact.  

5. Similarly, transitioning from our “make a 
difference” season to our “leave a legacy” 
season at work can coincide with our transition 
from our empty-nest season’s “pre-
grandchildren” phase to the “grandchildren” 
phase. This can make sense as we may be 
beginning to face our mortality and want to 
give back as much as possible to those who 
will follow in our footsteps.  
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Each of our work and life seasons is different and 

comes with different goals and aspirations. These changes 
are reflective of where we are in life and the experiences 
we have had to date. Each season can also represent a 
transition point or “fork in the road” that we need to 
navigate.  

There can be conflict and confusion if we don’t 
navigate well from one season to the next or we are not 
operating in sync with our present season. For example, if 
we have a family and operate in “me” season mode, there 
can be conflict and confusion. Similarly, if we operate in a 
family “raising” phase mode when our family is really in 
the “letting go” phase, we can also have conflict and 
confusion.  

On the work 
front, if we have 
mastered our craft and 
new opportunities to 
leverage our proficiency 
to larger and more 
complex assignments or 
opportunities for greater 

management and leadership roles don’t come our way, it 
can be frustrating. Similarly, when we are no longer 
inspired and motivated by aspects of our jobs, and no new 
growth opportunities are available, we could grow both 
bored and frustrated.  

Transitions between work seasons can affect our 
non-work life, and transitions between life seasons can 
affect our work. As presented in some of the observations 

Understanding both life 
and work seasons will help 
you avoid the conflict and 
confusion that often occurs 
at their transition points. 
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listed above, these transitions between seasons and phases 
can complement each other. Transitions between seasons 
and phases can also work against each other and contribute 
to feeling burned-out, bored, and trapped. 

Perspectives from Experience 
Starting our family on the early side, I didn’t have 

much of a “me” or “we” season. As a result, I did all that I 
could to shorten my “master our craft” season and push 
into “making a name” as early as I could. Fortunately, I 
had a series of tremendous managers and mentors, and the 
great start to my career in Boston set me up for a rapid 
ascent in Maine. Although about a decade ahead of the 
example’s timeline, the sequence of my shifting from the 
“making a name” to the “making a difference” season was 
similar to that of the example coinciding with our family 
season shift from the “raising” to the “letting go” phase. 
From my perspective as an individual, these transitions 
between my work and life seasons were complementary. 

Whether it was because I was ahead of a more 
typical life season timeline or due to a very strong 
performance-based work culture, there was some conflict 
and confusion as I was looking to make the transition from 
“making a name” to “making a difference” at work.  

Initially there was some support and 
encouragement for my parallel life at work. For some, it 
was a curiosity, and for some, it was a marketing 
opportunity. A number of service-minded peers also 
contributed to designs and some even helped build projects. 
I was also allowed to use available equipment to support 
some of the work. This was beneficial and it was part of 
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what helped extend my mental benefits of the annual trip 
experience from eight days to months afterward.  

The conflict and confusion started about halfway 
through my transition process after I had concluded that 
the business would not be willing to contribute enough as a 
partner to my “making a difference” season. That 
conclusion was drawn during that strategic and succession 
planning period in 2011. The primary culprit was burnout. 
With my vow a couple of years earlier to take all my 
vacation time and spend more time with my family, I was 
feeling less burned-out than in the past. Just having more 
control to make decisions can alleviate burnout. In this 
case, I was the boss and could take control to make 
decisions that worked best to accommodate my goals. I 
went further to count the possible cost: 10 hours was about 
15 to 20 percent of my near constant 50- to 60-hour 
workweek. During that season, those 10 hours per week 
were worth much more to me than 15 to 20 percent of my 
bonus. Other employees, even top employees, didn’t have 
or feel the freedom I had to make that decision – and that 
added to my frustrations.  

The work environment itself had many great 
qualities – smart, talented, motivated, and committed 
people. Customer service and technical excellence united 
our culture. It was a great place to grow technically and be 
part of a successful and high-performing organization. 
With so much success, many seemed confused about my 
concerns related to the more widespread burnout and 
disengagement I saw surfacing. I wanted to explore this 
further and make adjustments. I was interested as an 
individual who experienced and was still trying to work 
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through the burnout-disengagement cycle. I was interested 
as a more emotionally connected and empathetic leader.  I 
was also interested as a major owner in the firm. I needed 
to ensure my investment was both safe and poised to grow. 
As the youngest major owner and member of the Board, 
and with seemingly the longest tenure left, I needed to 
ensure our performance would be sustainable and be able 
to be further expanded well into the future. My visions of 
just how to ensure this were often in conflict with 
prevailing views.  

As an individual, I was also in conflict with having 
to live parallel lives. I had successfully integrated my work 
skills into my service life, but there was no opening to 
integrate my service skills into my career or my firm. This 
added to my frustration at the time.  

Generations in the Workplace 
Although there are 

certainly some distinctions 
between generations in the 
workplace today, much of 
the distinction seems more 
related to our different 
seasons than our generations. 
That said, today there is 
greater cross-generational convergence related to one 
aspect that top leaders are beginning to better understand 
and leverage. This convergence is related to impact. Today, 
most of us want to have a greater impact. We want to have 
a direct effect on creating something positive, or we want 
to be part of a team that creates that positive or allows that 

Today, creating impact in 
the workplace can unite 
across generations, offices, 
teams, departments, 
divisions, positions, and 
tenure. 
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positive to grow. Whether it be a seasonal shift to make 
more of a difference or give back, or be part of a growing 
desire to live a more integrated life, having an impact at 
work can also be a unifying element across offices, teams, 
departments, divisions, positions, and tenure.  

In general, millennials desire to have impact in life 
and are also looking to have it integrated as part of their 
work and careers. They are looking to do and to participate 
in governance, environmental, or socially related matters 
that go beyond conventional business. The focus of the 
desired impact can change from season to season, but the 
goal on the work front at least will be to help effect 
something positive beyond “business as usual” or “business 
for business sake.”  

Having this type of impact was typically not on the 
mind of baby boomers as they entered and progressed 
through their careers. Life and work was mostly 
compartmentalized. However, the desire for this separation 
is changing. Having spent years, if not decades, dedicated 
to their careers, greater numbers of boomers are looking to 
volunteer more and have a growing interest in engaging in 
their communities more on the job through corporate social 
impact initiatives. This makes sense in terms of work and 
life seasons, too. Boomers are now in the “make a 
difference” and “leave a legacy” work seasons and likely 
have more time and more seasoned perspectives now with 
many also simultaneously in the “empty-nest” life season.  



Reversing Burnout 

61 

 
 

Generation Xers are generally more philosophically 
aligned with the millennials in their desire to have an 
impact in life and be able to make a difference at work in 
ways beyond business as usual. Many Generation Xers are 
making the shift from the “make a name” to the “make a 
difference” season at work and shifting from the family 
“raising” phase to the family “letting go” phase in life. 
These transitions for many are helping to provide more 
inspiration to consider and pursue life and career 
adjustments. Gen Xers are also beginning to take on more 
leadership roles in organizations that can help facilitate 
desired adjustments.  

Gen Xers are the bridge between the larger boomer 
and millennial generations. Given their philosophical 
leanings, their work and life season shifts, and the interests 
of the millennials behind them, work environments under 
the leadership of Gen Xers are poised for change. However, 
present leaders need to take note: Having been forced to 

Figure 9 adds the component of the current 
workplace generations to the work-life season graphics. 
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come to age work-wise with major recessions in the early 
1990s, early 2000s, and another beginning in 2008, and 
needing to conform more to the ideals of the boomers to 
date due to their comparatively small numbers, the Gen 

Xers are some of the 
most burned-out and 
disengaged professionals 
today. If burnout and 
disengagement is not 
addressed now for many 
Gen Xers, they may not 
be around in organizations 
or industries to take over 
leadership roles… and 

they may not be there to help train and develop the 
millennials and others entering the workforce. 

Keeping Score  
Getting reconnected and keeping track of our 

seasons can better position us to address burnout, but many 
of us also need to re-establish our clarity. Are we on the 
right path? Are we on track to live the life we desire? Will 
this next promotion help me to have the impact I want or 
am destined to have?  

Having clarity of where we are in life provides 
perspective. Having perspective can be especially 
important in light of a possible 50-year work-life time 
horizon.  

Given this time horizon, many of us need to think 
bigger and more strategically about work and life. Doing so 
will help adjust our mindset, help us better see and 

 Changing work and life 
seasons and generational 
differences make 
addressing burnout and 
disengagement critical to 
the success of future 
leadership transitions. 
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understand how one season fits with another and how 
seasons can be leveraged to help move us toward the life 
we desire, and may help reduce some concerns or anxieties 
we have about the future. 

We will need to be intentional in order to establish 
and maintain a view of our “big picture.” We need to 
routinely make the time and invest the effort to map this 
out and keep it updated knowing that our lives as 
professionals and business owners require near continuous 
focus in order to establish and maintain our success.  

There is a flow and pattern to life. In fact, there is a 
flow and a pattern that helps explain virtually all human 
phenomena. That flow takes the general shape of the 
Sigmoid Curve.  

The Sigmoid or “S” Curve is in the shape of an 
elongated forward slanting “S.” The path begins with a 
learning and development phase, followed by a growth 
phase, and then peaking and declining phases.  

We follow the Sigmoid Curve as we age. 
Businesses often use the Sigmoid concept to better 
understand their product and service cycles. The goal is to 
know when to refresh or pivot away from one product or 
service to another in order to sustain growth and push into 
the future peaking and decline phases. 
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Although we can’t really alter the trajectory of the 

curve as we age through our physical lives on earth, we can 
use the Sigmoid concept in terms of understanding and 
altering the trajectory of our careers and personal lives. 
Knowing where we are on our work and life curves is a key 
aspect to understanding where our momentum may be 
taking us and whether that destination is aligned with our 
goals and desires. The process to develop our curves is 
essentially scorekeeping – developing an accounting of our 
past to see where we stand. With this information, we can 
then assess whether we are on the right path or in need of a 
refresh or a pivot from our current trajectory.  

Figure 10 depicts the typical Sigmoid Curve that 
indicates when it’s time to pivot or refresh. 
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Perspectives from Experience 
Outside designing biological treatment systems as 

part of my engineering career, the first time I came upon 
another use for the Sigmoid Curve concept as an adult was 
when I read the book Halftime by Bob Buford. This was 
one of a handful of a pivotal books that helped me navigate 
my life transition. The shape of the curve and the process of 
being committed to learning and development, energized by 
growth and sensing a maturing of the growth and energy, 
followed by peaking and decline phases was exactly how I 
felt about my career at that time. I was more than 
intrigued; I needed to map this out. At this time in 2014, my 
interest in work was rapidly declining.  

 

Figure 11 is what I mapped at this time and termed my 
“success” curve. 
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Since success requires commitment and 
commitment starts with interest, I mapped my interest in 
work along a timeline from when I graduated college 
(1993) to my then present decline (2014). I knew my 
interest in my career as it was had peaked between 2010 
and ‘11 as we began a significant strategic and succession 
planning process. This was the second major strategic 
planning process I was involved with – so I marked that 
point (SP2). I knew that I was pretty good and becoming 
proficient at “my craft” with the design of the first 
treatment plant around 1996 and became licensed as a 
professional engineer in 1998 – so I marked those points 
(TP1 and P.E.). I then documented parts of my rapid accent 
becoming a shareholder in 2001, leading the design of my 
fourth treatment plant in 2002, and becoming a vice 
president, major owner and joining the Board of Directors 
in 2003 – so I marked those points (S/H, TP4, and VP+). 
After a strategic planning event in 2006, I began for the 
first time to feel a moderated interest in work – so I marked 
that point (SP1). Despite becoming a senior vice president 
in 2008, I was feeling more of a deceleration of my interest 
in work – so I marked that point (SVP). After I knew things 
had started to decline, I tried many other things to revive 
my interests. In 2012, I bought a piece of property at 
auction with the goal to have the zoning changed, design 
the subdivision, and sell or develop the parcels. That 
pursuit was very successful, but my interest in my career, 
even as a land developer on the side, was still declining – 
so I marked that point (LD). I then connected the dots. 
Amazingly to me at that time was that my career followed 
the shape of the S-curve. But I didn’t stop there. 
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I was not binge-watching as I lost interest in my 
career. I was working as hard and as passionately as I had 
earlier in my career – only now that interest was directed 
toward my parallel life. I tried to put the S-curve concept to 
the test. Would it also help explain my parallel life? What I 

mapped is included as Figure 12. This is what I termed my 
“significance” curve. Both the “success” and 
“significance” terminology I used was consistent with that 
of Bob Buford. 

I began my “significance” curve with my timeout 
and first service trip in 2005 (T1). I then marked my major 
service breakthrough on our family trip to the child refuge 
center in 2009. This was actually my seventh trip to a 
developing world location at that time, and since my 
learning and development had risen to the point where I 
felt I had the competence and confidence to do more – I 

Figure 12 depicts the overlap of my career and 
parallel life. 
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marked that point (T7). That is also the time I stepped up 
my game in helping to co-lead our annual service trips. By 
2011, I’d turned a corner. That year, our numbers had 
grown and we began offering two service trips and we 
began our university education program named Talents to 
Treasures, so I marked that point (T2T). Our projects and 
teams continued to grow and expand over the next several 
years, so I marked this growth period (P&TG). In 2015, we 
further expanded and began a social enterprise farm (SE), 
and by the end of the following year, I had completed 26 
trips and my interest in serving others had not waned, so I 
marked that point (T26). My “significance” curve had the 
makings of a similar S shape.  

I felt good about the better clarity surrounding my 
career and my parallel life, but I was not satisfied. I was 
still feeling trapped and not able to fully integrate what I 
wanted out of work and life. There was more work to do.  

Key Points 
• Despite all the new connectedness we enjoy 

through technology and social media, we are 
increasingly disconnected from meaningful 
relationships and isolated by our work which 
contributes to burnout and disengagement. 

• As a result of our busyness, we are 
increasingly losing touch, losing track, and 
losing clarity in and of our lives which also 
contributes to burnout and disengagement. 

• Ninety percent of top performers have high 
levels of emotional intelligence yet, on 
average, we lose emotional intelligence as 



Reversing Burnout 

69 

we climb and operate on elevated rungs of 
the corporate ladder. This disconnect 
contributes to individual burnout and 
disengagement and also helps explain why 
many leaders and organizations have been 
unable recognize or address burnout and 
disengagement in their organizations to date.  

• We each have a series of seasons – both 
work and life seasons. How and when these 
overlap and intersect often dictate whether 
there will be conflict and confusion or 
whether our seasons will be more 
complementary. 

• Changing work and life seasons and 
generational differences make addressing 
burnout and disengagement critical to the 
success of future leadership transitions. 

• Knowing where we are on our work and life 
curves is a key aspect to understanding 
where our momentum may be taking us and 
whether that destination is aligned with our 
goals and desires. 
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What’s Next 
I hope that I've helped you to more fully understand 

burnout and its impact on top talent and organizations. I 
also hope that I’ve been able to provide you with answers 
on how to reverse burnout, immediately engage top talent 
and grow, and in the process do our part to transform the 
American workplace for the benefit of us all.  

I welcome your comments and thoughts. Please 
reach out to me personally at pete@actionsprove.com or 
visit us at www.actionsprove.com to schedule a time to 
strategize on how I can help you and your organization win 
today through: 

• Coaching,  
• Consulting,  
• Training,  
• Impact Tracking, and  
• Speaking.  

 
More details at: www.actionsprove.com/what-we-

do/ 
 

Become part of our ActionsProve community at 
http://www.reversingburnoutbook.com/community/ to 
receive a free gift and be notified of new content and 
upcoming events.   
 

Please also Follow, Like, Share, and Connect with 
us on social media.  
 

mailto:pete@actionsprove.com
http://www.actionsprove.com/
http://www.actionsprove.com/what-we-do/
http://www.actionsprove.com/what-we-do/
http://www.reversingburnoutbook.com/community/
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