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MINDFULNESS IN THE WORKPLACE: AN ANALYSIS AND PLAN FOR
IMPROVING CORPORATE WELLNESS IN A MULTI-NATIONAL FOOD AND
BEVERAGE COMPANY

by

Ingrid S. Greene
April 2017
Dr. Denise Ferguson, Chairperson

ABSTRACT

Research has linked improved mindfulness to increased work engagement.
According to Dr. Jon Kabat-Zinn, founder of the Mindfulness-Based Stress Reduction
Program, mindfulness is maintaining moment by moment awareness of our thoughts,
feelings, bodily sensations, and surrounding environment. In the workplace, the program’s
function includes the reduction of absenteeism, and the increasing of productivity during
days at work. Over the last 20 years, mindfulness has been linked to a term developed in
1964 by Michael Beldoch called emotional intelligence. In 1995, Daniel Goleman
published a book titled Emotional Intelligence, which popularized the topic and further
discussed the benefits of improving one’s mindfulness in the workplace. This project is a
practical theory training program developed in response to a request by JuiceCo (name has
been changed to protect confidentiality), a progressive company in Los Angeles, to better
understand its current mindfulness program, identify what employees they would like to
see in a future program, and what deliverables can follow from those requests.

This paper reviews the proposed concept, explains the theoretical foundation and
contribution of this project, analyzes current programs via quantitative measurements, and
provides a rationale for the proposed new training modules in mindfulness. The following
research questions guided this project: (a) What is the level of mindful communication in
the current program curriculum?, (b) How satisfied are employees with the current
program?, and (¢) What kind of training at JuiceCo could increase knowledge and
behaviors of workplace mindfulness based on the theory and feedback for the current
program?

vii



CHAPTER ONE
Introduction

A Gallup report released in 2015 showed that a mere 30% of all workers feel truly
engaged in their daily activities (Adkins, 2016). These results are consistent with other Gallup
surveys from previous years, in which over 80,000 U.S. workers were interviewed for ratings of
key workplace elements, such as having an opportunity to do what they do best each day, having
someone at work who encourages their development, and believing their opinions count at work
(Adkins, 2016). Gallup's research shows that employee engagement is strongly connected to
business outcomes and 1s very important to an organization's financial prosperity, as it influences
key elements for its success, such as productivity, profitability and customer engagement.
Engaged employees support the innovation, the growth, and the revenue that their companies
require to win business and compete in the marketplace (Adkins, 2016).

For many years, research has linked improved mindfulness to increased work
engagement and performance. A recent 2015 study confirmed that mindfulness predicts work
engagement and includes hope, optimism, resiliency, and self-efficacy as key psychological
factors in work engagement (Malinowski & Lim, 2015).

The idea of mindfulness in the workplace is surging (Good et al., 2016). Organizations
around the world have started to incorporate in-house mindfulness programs to allow employees
reach greater levels of empathy, become easier to work with, lower stress levels, and improve
relationships. Google, Aetna, Mayo Clinic, and the U.S. Army are just a few organizations that
use mindfulness training to improve workplace functioning. This improvement in workplace
functioning includes reducing absenteeism and increasing productivity during days at work. An

individual’s work engagement can then increase team production, lower costs associated with



pricey substitute labor, or help an organization avoid penalties for output shortfalls (Jha et al.,
2015; Tan, 2012; West et al., 2014; Wolever et al., 2012).

Over the last twenty years, mindfulness has been linked to a term developed by Michael
Beldoch in 1964 called emotional intelligence (Tan, 2012; Beldoch, 1964). While there are many
positive workplace outcomes that result from emotional intelligence training, one of the most
common outcomes 1s the capacity to identify and understand the impact one’s own feelings have
on thoughts, decisions, behavior, and performance at work. This allows employees to better
manage, lead, and understand the goals of the organization. Other workplace outcomes include
enhanced decision-making, where more information is considered and greater buy-in is obtained
from others into decisions that is made (Palmer, Stough, Harmer, & Gignac, 2009).

In 1995, Daniel Goleman published a book- titled Emotional Intelligence, which
popularized the topic and further discussed the benefits of improving one’s mindfulness in the
workplace. Emotional intelligence (EI) has four main constructs: self-awareness, self-
management, social awareness, and relationship management. Mindfulness training can foster
the development of these behaviors (Chaskalson, 2011). These concepts spurred a rapid growth
in mindfulness programs and continue to do so.

This project is a practical theory training program developed in response to a request by
JuiceCo (name has been changed to protect confidentiality), a progressive food and beverage
company in Los Angeles, to better understand their current mindfulness curriculum and identify
what employees would like to see in a future instance of the program, as well as establishing
what deliverables could ideally follow from those requests. JuiceCo is comprised of nine major

brands to include products such as juice, water, nuts, wine, and fruit.



This paper will review the proposed concept, explain its theoretical foundation and its
contribution of this project, analyze current programs via quantitative measurements, and
provide a rationale for the proposed new training modules in mindfulness.

This project was guided by the following research questions: (a) What is the level of
mindful communication in the current program curriculum? (b) How satisfied are employees
with the current program? (c) What kind of training at JuiceCo could increase knowledge and
behaviors of workplace mindfulness based on insights from both theory and current program
feedback?

Qualifications

This project demonstrates the techniques and competencies gained within the Strategic
Skills concentration of Pepperdine’s Master of Arts in Strategic Communication, which includes
organizational communication as a core topic. This project also presents an opportunity to learn
and apply additional quantitative skills such as coding and survey analysis. Furthermore, the
Collaborative Institutional Training Initiative Program (CITI), offered by Pepperdine
University’s IRB (Institutional Review Board), increased the necessary knowledge and skills
about the correct and ethical ways to implement surveys and focus groups. Understanding the
needs of the participants and ensuring all participants are voluntarily included in the study are

important components to the ethical execution of research projects.

Along with Pepperdine-acquired skills and knowledge, the researcher submits past
experience working within organizations and as a contractor for more than 14 years, and a
quantitative background with a B.S. in engineering and MBA in international management as
qualifications to conduct this study. Overall, the researcher has gained insights from working in

the corporate environment and has significant first-hand experience in project management,



including the management of mindfulness programs.

The present project extends the researcher’s experience to a traditional quantitative
research project. By following the guidelines of the IRB (Institutional Review Board), globally
regarded as the pillars of human subject research, she was able to apply the professional
instructions required to implement a quantitative research project and will also submit the results

of the research to Pepperdine University, professional journals, and the general public.

This project aligns with Pepperdine’s commitment to purpose and leadership, and to the
researcher’s own moral values. As a Christian University, Pepperdine continually strives to
implement ideas of empathy, expert listening skills, and the understanding of one’s neighbor.
The components of mindfulness programs align with the teachings of the school. Quiet
meditation is also a key pillar of Christian teachings. Connecting with God is often done in quiet

Y

and this new program will help people be able to quiet their minds.

It is intended for this project to be an excellent example and quantitative study of ethical
organizational communication and corporate strategy. It reflects a commitment to moral values,
showcases skills for quantitative analysis, and highlights strategic planning and communication
skills. The researcher anticipates that this project will open further conversation about the value

of health and mindfulness programs within organizations.

This project may also show how it is possible to create a valuable mindfulness program
with limited investment. By creating a curriculum that employees choose and believe in, the
program has a better chance for success. It is believed that this initiative can be an agent for

positive social change through strategic communication. The researcher’s main interest is in the



intersection of organizational development, business management, and mindfulness programs.
This project combines research, interests and skills in a program that will contribute to the

knowledge and practices of the mindfulness movement.

Relevance to Career Plan

The project was designed to be a convergence of research interests and career aspirations.
The intersection of organizational communication and mindfulness prompted the researcher’s
coming to graduate school at Pepperdine, and thus her goal is to explore how her passion for
yoga, mindfulness in general as a social construct, and mindfulness as a praxis in the workplace
can best support employee engagement. As it will be demonstrated in this project, mindfulness
can come In a variety of different forms. Stretching, breathing, and meditating are just a few of
the practices involved. This study at JuiceCo plans to serve as an Alpha project and it is

anticipated that other organizations will add mindfulness to their in-house training programs.



CHAPTER TWO

Project Rationale
This initiative aims to make the teachings and learnings from traditional mindfulness
programs more accessible to organizations and their employees. While traditional mindfulness
courses last three to four days in length and are most often administered to senior management
(Tan, 2012), the courses planned for JuiceCo will be available to employees of all levels, and
will be available for attendance and download according to each employee’s schedule. Examples
of full-length courses include the Google’s Search Inside Yourself curriculum or Jon Kabat

Zinn’s MBSR for the workplace environment.

Problems in the workplace, such as high-risk employees and lack ot work engagement,
will be discussed throughout this work. Mindfulness as a solution, including a history of
emotional intelligence, contributions from Daniel Goleman, Mindfulness-Based Stress
Reduction, other leading corporate mindfulness programs such as Search Inside Yourself, and

other general positive outcomes of mindfulness, will then be explained.

Problems In The Workplace
There 1s a growing need for a better work-life balance (Howe & Strauss, 2000). People
are voicing their opinions loud and strong that there needs to be support from organizations to
help overworked employees (Lewis, 2015). These voices have resulted in many on-site daycare
centers, longer paid maternity leave, and more flexible work-from-home schedules. Mindfulness

programs are just one of the requests from employees today (Cook, 2012).



High-Risk Emplovees

Mindfulness programs are often targeted to “high-risk™ individuals. At JuiceCo, these are
millennials. The millennial generation of workers is not loyal to their employers and is happy to
move to other organizations for better working conditions (Lewis, 2015). Millennials are looking
for a very healthy work-life balance (Lewis, 2015) and are thought to job-hop if not engaged
(Alsop, 2008; Hartman & McCambridge, 2011). Of the four generations studied in North
America, the Boomers emerged as the most engaged at work (39%), followed by GenXers at
35%, millennials at half the amount of Boomers at 16%, and the Silent Generation at a mere 10%
(BlessingWhite, Inc., 2011).

With the growing prevalence of millennials in the workplace, it is believed this group of
“high-risk™ individuals will grow even larger as workers from previous generations retire
(Asghar, 2014). By 2020, 40 percent of the workforce will be comprised of millennials (Asghar,
2014) and, by 2025, members who make up 75 percent of the workforce across the globe will
call themselves the millennial generation (Winograd & Hais, 2014). The four generations
currently in the workplace include the Silent Generation, also known as Traditionalists (1925-
1945); Baby Boomers (1946-1964); Generation X or GenX (1965-1981); and the Millennials
(1982-1999). The latter are also known as Net Gen, Gen Y, GenerationMe, Gen Net, and Digital
Natives (Schullery, 2013).

The forecast is that young workers will demand that employers adjust to the needs of
workers who wish to build careers and families at the same time and to lead lower-stress lives
than their parents did (Howe & Strauss, 2000). A desire for “balance” is frequently raised when
referring to millennials at work (Howe & Strauss, 2000). Millennials want to understand how

their work fits into the big picture of the company, and how the company serves the social goals



they value (Lambert, 2009). In addition, millennials want and expect deep personal and
communal relationships in their work (Lambert, 2009) as mindfulness develops. Millennials are
also socially minded, with almost 70 percent saying that being civically engaged is one of their
highest priorities (Buchanan, 2010). Mindfulness contains strong components of empathy and
helps to better understand people around us (Tan, 2012).
Work Engagement

A lack of employee engagement was shown to jeopardize firms’ performance in 2009,
via total shareholder return, to 44% below average (BlessingWhite, Inc., 2011). A popular
definition by experienced academic professionals Macey, Schneider, Barbera, and Young (2009),
is that work engagement is whereby employees choose to work harder than they would if they
were not engaged. Supporting this idea is the definition that engaged employees “are more likely
to work harder through increased levels of discretionary effort” (Bakker, 2011, p. 265).
Practitioners” definitions vary by organization (BlessingWhite, Inc., 2011); however, the
commonality is that employers strive to increase employee engagement because it has been
shown to have multiple, far-reaching benefits (Kumar & Sia, 2012; Sahoo & Sahu, 2009).
Quantifiable benefits include increased net revenue (22%), improved earnings before taxes
(43%), reduced team member turnover (19%), and lower workers’ compensation claims (27%)
(Williams, 2010). Hewitt Associates found “high engagement firms” reported a 19% higher total
shareholder return than average in 2009 (BlessingWhite, Inc., 2011). As often discussed, high
engagement has been linked with improved employee retention, product quality, and improved
customer service, resulting in increased customer satisfaction and loyalty. The benefits have
further payoff with increased employee loyalty and advocacy on the firm’s behalf (Kumar & Sia,

2012).



Millennials are interested in training policies that provide for their growth and
development; they expect to be in a workplace that nurtures their well-being and fitness (Catano
& Hines, 2015).

Mindfulness As A Solution

In order to fully justify the proposed project and undertake the execution of it it is
important to consider the research that has informed the project and its purpose. Background and
further studies on Emotional Intelligence (EI) will be discussed. First, a brief history of EI will
be discussed, and then Emotional Intelligence by Daniel Goleman (2006) will be reviewed to
represent the breakthrough in popularity of organizational mindfulness curriculum in 1995
(Schwabel, 2011). In addition, further emotional intelligence studies will be reviewed, including
leading organizational mindfulness initiatives such as Jon Kabat-Zinn’s Mindful Based Stress
Reduction (MBSR) applications in the workplace and Google’s Search Inside Yourself . General
positive results of mindfulness will also be addressed.

History of EI

The concept of emotional intelligence began with early studies in the 1920s (Bar-On &
Parker, 2000). In the early 1980s, several scholars, such as Gardner (1983) and Steiner (1984),
began to thoroughly conceptualize the idea of emotional intelligence; this then became what
Salovey and Mayer (1989) first termed as emotional intelligence. Bar-On et al. (2000) viewed
emotional intelligence as a “non-cognitive intelligence, which is defined as an array of
emotional, personal, and social abilities and skills that influence an individual’s ability to cope
effectively with environmental demands and pressures” (p. 1108). Later, Salovey and Mayer
(1989) defined emotional intelligence as “the subset of social intelligence that involves the

ability to monitor one’s own and others’ feelings and emotions, to discriminate among them and



10
to use this information to guide one’s thinking and actions” (p. 189). Later, they refined the term
and defined emotional intelligence as “the ability to perceive emotions, to access and generate
emotions so as to assist thoughts, to understand emotions and emotional knowledge, and to
reflectively regulate emotions so as to promote emotional and intellectual growth” (Mayer and
Salovey, 1997, p. 5).

A key concept in their definition that needs an explanation is that of “emotion” itself.
Salovey and Mayer (1989) argued that there is a set of three related mental processes that lead to
higher EI. First one 1s appraising and expressing emotions in the self and others, where
individuals who accurately appraise and express (i.e. perceive and respond to) their emotions are
likely to be better understood by the people they work with. They also have the potential to better
lead and manage people because they are able to perceive the emotions of people around them.
Second mental process is regulating emotion in the self and others. People differ in their ability
to manage (i.e. monitor, evaluate, and adjust to changing moods) their own emotions as well as
in their ability to regulate and alter the affective reactions of others (Salovey & Mayer, 1989).
Regulation of one’s own emotions and moods results in positive and negative affective states.
Emotionally astute people can induce a positive affect in others that results in a powerful social
influence known as charisma, which is an important component of leadership (Wasielewski,
1985). The third mental process consists of using emotions in adaptive ways, and it is important
where individuals can differ in the ways in which they utilize their emotions, that is, whether
they use them in a functional or a dysfunctional manner. Emotions can help in generating
multiple future plans, resulting in better and more flexible planning; they can improve the
decision-making process due to a better understanding of one’s emotional reaction, leading to

stronger creative thinking; and they can facilitate cognitive processes such as creativity on the



11
one hand and punctuality on the other hand through mood redirected attention; as well as
enhancing persistence regarding challenging tasks (motivating emotions) (Salovey & Mayer,
1989). Mayor and Salovey (2001) validated the claim that emotional intelligence (EI) meets
traditional standards for intelligence, and that there are correct answers to questions on tests
purporting to measure EI as a set of abilities. They view EI as an ability, indicate that correct
answers exist, and summarize recent data suggesting that such measures are, indeed, reliable
(Mayer, Salovey, Caruso, & Sitarenios, 2001). One of the most well-known EI tests is created by
Genos International. Two of the tests by Genos will be used when evaluating employees at
JuiceCo after an EI training. These tests measure how often individuals display emotionally
intelligent workplace behavior according to a taxonomic seven-factor model of emotional
intelligence (The Genos Emotional Intelligence Inventory, n.d.).

One of the 1nitial studies in the workplace took place at Johnson and Johnson, where the
importance of EI in leadership success was reviewed across the J&J Consumer Companies
(Carmeli, 2003). Kathleen Cavallo and Dottie Brienza conducted a study on a sample of a
randomly selected 358 managers. It found a strong relationship between superior performing
leaders and emotional competence, whereby leaders who received performance ratings of 4.1 or
greater (on a 5-point scale) were rated significantly higher than other participants in all four of
the emotional intelligence dimensions of self-awareness, self-management, social awareness, and
social skills, by both supervisors and subordinates.

El by Daniel Goleman
In 1995, Daniel Goleman, PhD., published a book that further developed ideas about the
measurement of intelligence. He studied the idea that one’s knowledge and IQ score are as

important as how aware one is of one’s own and other people’s emotions (Goleman, 1995).
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Goleman went on to write multiple books on the topic that identified four main pillars of being
emotionally intelligent: self-awareness, self-management, empathy, and skilled relationship
management (Goleman, 2012). The original book, Emotional Intelligence: Why It Can Matter
More Than 1Q, has spurred hundreds of studies, articles, and further publications that reinforce
the importance of meditation, getting to know one’s self, and the benefit of improving one’s
listening skills. Most recently, Goleman has written a book titled “Focus: The Hidden Driver of
Excellence” in which he further discusses the importance of getting rid of distracting thoughts
while performing important tasks. For example, he says that the human mind wanders on average
50 percent of the time, making this an epidemic at work.

Mind wandering happens when we are driving, completing routine tasks, or conducting a
variety of different activities, but, according to a Harvard study (Goleman, 2013a), a lack of
focus occurs most often when we are at the office. In addition, these thoughts are typically
negative ones. The study also showed that they are making us unhappy (Killingsworth & Gilbert,
2010). Practicing mindfulness is a recommended solution to decreasing the amount of time
minds wander (Goleman, 2013a). Goleman says that, with focus, we are able to come up with
better solutions, able to be more efficient, and to be more well-liked by our colleagues (Goleman,

2013a). Studies have also shown that managers who show higher levels of EI are also more

effective in their role (Gardner & Stough, 2002).



13

. SELF-AWARENESS SOCIAL AWARENESS
Emnotional Self-awareness Empathy
Accurate Self-Assessment Organisational Awareness
Self-Confidence Service Orientation
SELF-MANAGEMENT RELATIONSHIP MANAGEMENT
Self-Control Inspirational Leadership
Transparency Developing Others
Adaptability influence
Achievement Drive Change Catalyst
Initiative Conflict Management

Building Bonds
Tearnwork & Collaboration

Fig. 1 — Daniel Goleman’s Components of Social Intelligence (2009, February 1). Retrieved from

https://www.sonoma.edu/users/s/swijtink/teaching/philosophy 101/paperl/goleman.htm

In Fig. 1, the key components of Goleman’s social intelligence model are illustrated.
Self-awareness yields social awareness and self-management, which then yield better
relationship management. Each of the major four components of social intelligence are
represented by key traits and attributes. For example, relationship management consists of more
inspiring leadership, the ability to develop others, greater influence, and increased teamwork.
Self-awareness starts with accurate self-assessment and increased self-confidence. The
independent variables grow from self to social while the dependent variables move from
recognition to regulation. This diagram illustrates how leadership and team management improve
based on the development of the leader. Goleman believes that working through this process of

self-awareness will help leaders determine how their emotional leadership is driving the moods
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and actions of their organizations, and how they can control their actions in order to better guide
their teams (Goleman, Boyatkis, & McKee, 2001).

Mindfulness-Based Stress Reduction (MBSR)

Developed in 1979 by Jon Kabat-Zinn at the University of Massachusetts Medical
Center’s outpatient stress reduction clinic, this program has been used as a model for other
medical centers and settings as a stress reduction intervention (Kabat-Zinn, 2003). Mindfulness
meditation teaches nonjudgmental awareness of sensation, emotion, cognition, and perception,
and provides a method of observing the mind’s filtering of both internal and external experience.
Mindfulness encourages a state of mind where one distances from one’s own mental “noise.” It
allows for a new awareness of mind that permits focused attention on releasing stressful
constructions and a more relaxed awareness and movement (Klatt, Buckworth, & Malarkey,
2008). Awareness of one’s emotional response to external events is presented as the crucial piece
to changing one’s internal experience of stress. As later discussed with the stress process model,
everyone experiences stress, but how it is processed differs from person to person.

Both controlled and uncontrolled studies of MBSR (Grossman, Niemann, Schmidt, &
Walach, 2004) show improvements in mental health processes, including quality of life scales,
depression, anxiety, coping style, social functioning (Reibel, Greeson, Brainard, & Rosenzweig,
2001), and other dimensions of disability, all of which affect workers” ability to function in the
workplace (Klatt et al., 2008).

In a recent 2009 study, the results yielded a significant increase in MAAS (Mindful
Attention Awareness Scale) scores for the intervention but not the control group. MAAS (Brown
& Ryan, 2003) determines the frequency of mindful states over time, specifically the presence or

absence of attention to, and awareness of, what is occurring in the present. In addition, scores on
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the Perceived Stress Scale decreased significantly for the intervention but not for the control
group. The Perceived Stress Scale (Cohen, Kamarck, & Mermelstein, 1983) measures the degree
to which situations in life are appraised as stressful. Items are designed to evaluate how
overloaded, unpredictable, and uncontrollable one finds one’s life. It also queries current levels
of experienced stress (Klatt et al., 2008).

The Pittsburgh Sleep Quality Index (Buysse, Reynolds, Monk, Berman, & Kupfer, 1989)
measured sleep quality and disturbances during a one-month period (pretest) and the subsequent
six weeks (posttest). The global measure of sleep from the Pittsburgh Sleep Quality Index
improved significantly for both the MBSR-led group and the control group. However, three of
the seven components of sleep quality showed significant improvement for the intervention
group to include sleep quality, sleep latency, sleep disturbances, and daytime dysfunction as
significantly better at the end of the intervention, compared to the pretest (Klatt et al., 2008).
Search Inside Yourself

The following research will review the success of a mindfulness program developed at
Google, where there is currently a 5,000-person waitlist to attend the mindfulness-training
course. Employees are eligible to take time away from work to take part in the Search Inside
Yourself (SIY) program, which long-time Google engineer Chade-Meng Tan started in 2007
(Falk, 2016). As Tan says, “the foundation of emotional intelligence is attention training, which
allows you to be calm and clear on demand. The way to train your mind to do what is called
mindfulness, is defined as paying attention moment to moment, non-judgmentally” (“Google’s
Chade-Meng,” 2012).

Tan has created a curriculum that includes three steps. The first is to train attention in a

way that allows one to make the mind calm and clear on demand. Step two is creating self-
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mastery, whereby self-awareness improves over time. The third step is to develop good mental
habits such as kindness. Once this is practiced, mindfulness comes naturally (“Google’s Chade-
Meng,” 2012). Tan has taken much of his inspiration for his course from the work of Daniel
Goleman. In Tan’s first book, Goleman wrote a forward and discussed their close relationship
working together (Tan, 2014). In Tan’s second book, both Jon Kabat-Zinn and Daniel Goleman
contributed forewords (Tan, 2016). Tan also references multiple studies that highlight positive
results from meditation and mindfulness programs. For example, he speaks about a study from
Antoine Lutz that focuses on long-term meditators. These meditators exhibit higher gamma-band
activity, even at baseline, when they are not meditating, suggesting that meditation training can
change your brain at rest (Tan, 2014; Lutz, Greischar, Rawlings, Ricard, & Davidson, 2004).

Positive Outcomes of Mindfulness

There is strong evidence that work-site programs focusing on managing stress, anxiety,
and developing coping skills can significantly reduce illness and health care utilization (Rahe et
al., 2002). In addition, Gallup’s poll to measure engagement showed that, when employees are
fully involved and enthusiastic, businesses benefit (Wagner & Harter, 2006). Businesses with
less engagement suffer 31% more turnover, and engaged employees average 27% less

absenteeism.

MBSR and other mindfulness programs currently have substantial research-based
evidence for their efficacy in a variety of work-site settings (Kabat-Zinn, 2003). They have been
found to be useful for a variety of symptoms and illnesses, including anxiety, binge eating
disorders, depression, cancer, coronary artery disease, chronic pain, and psychiatric disorders, as

mentioned in the previous section.
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Yoga As A Complementary Treatment

Yoga 1s a method for managing stress with a long history in non-Western cultures. It has
grown in popularity as a complementary treatment for several physical and mental diseases
(Raub, 2002). There is evidence that the regular practice of yoga is also effective as a stress
management technique (Baldwin, 1999), and yoga in the workplace has been shown to be a
practical strategy for relieving tension and job stress (Gura, 2002). Because workplace yoga is
always a group activity, there also seem to be benefits of social support related to the
community. A recent study (Oginska-Bulik, 2005) has confirmed the critical role of personal and
social resources and perceived social support in reducing job stress and preventing negative
health outcomes for workers. In addition, positive psychosocial work features, such as social
support, have been associated with fewer sleep disruptions (Williams et al., 2006). After the
implementation of his mindfulness program, Mark Bertolini, CEO of Aetna Insurance, said:
“Employees report a 28 percent decrease in stress levels, a 20 percent improvement in sleep

quality, and 19 percent reduction in pain” (“How Aetna CEO,” 2015).

The Engagement Problem and Mindfulness Solution

As discussed, the problems in the workplace dealt with in this study include the need to
address high-risk employees, such as millennials, and to increase work engagement.
Mindfulness, as a solution to these problems, was then detailed to include a history of EI, Daniel
Goleman’s adaptation of EI, MSBR, SIY, and other positive outcomes of mindfulness. Next, this
paper will review the theoretical foundation to justify the recommended solution of mindfulness.
As mentioned, the intersection of strategic communication and mindfulness in the workplace is

the basis for this study. The project rationale is grounded in finding ways to make the teachings
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and learnings from traditional mindfulness programs more accessible to both organizations and

their employees.
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CHAPTER THREE
Theoretical Foundation

Strategic communication provides an umbrella for organizations to integrate their distinct
messaging efforts to a variety of audiences. By implementing a strategic plan for
communication, the organization is able to communicate with better coherence among all
messages, and it is hoped that the messages are better understood in order to reinforce a
continual and consistent corporate message (Grigorescu, 2015; Scandelius & Cohen, 2015;
Kotler, Burton, Deans, Brown, & Armstrong, 2013). This attempts to prevent contradictory
messaging to different groups within the organization, as well as maintaining professional
communication. Furthermore, there is a risk of misallocating efforts without the implementation
of a strategic communication plan. Clear goals must be identified and all team members must be
on-board with them. Some key components of strategic communication include strategic
planning, talking to key stakeholders, developing objectives, developing and prioritizing tactics,
and creating a timeline for implementation with corresponding responsible parties (Grigorescu,
2015; Scandelius & Cohen, 2015; Kotler et al., 2013).

Two key theories will be discussed in support of strategic communication for
mindfulness programs. First, the stress process model will outline the detriments of stress in
employees in order to create a foundation of understanding of the workplace issue. Second,
diffusion theory will be reviewed to include the development of the theory, its stages, and its
typical characteristics. These theories will each include a section on how they inform the method

and answer each of the research questions.
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Stress Process Model
Stress refers to a life event that disrupts a person’s psychological equilibrium and can
potentially lead to the development of a disorder (Ingram & Luxton, 2005). Depression, anxiety,
or schizophrenia can be typical health concerns (“Diathesis stress models,” n.d.). Multiple
factors, including mindfulness techniques, can mitigate or provide a buffer against the effects of
major stressors by providing an individual with channels to eftectively deal with stress (Gazelle
& Ladd, 2003). An individual’s threshold for processing stress is determined by one’s individual
vulnerabilities, which are combinations of genetic, psychological, biological, and situational
influences (Sigelman & Rider, 2009). This section will further detail the theory of the stress
process model and how it relates to mindfulness.
History of the Siress Process Model
In 1981, Leonard Pearlin led a group of sociologists in a study about how various

components of stress are connected to form a process (Pearlin, Menaghan, Lieberman & Mullan,
1981). Stressors refer to circumstances and experiences to which it is difficult to adjust and that
can impose damaging effects on emotions, cognitions, behavior, physiological functioning, and
well-being (Pearlin & Bierman, 2013). Previously, stress was studied in distinctive parts, such as
life events and chronic life strains in relation to sources, mediators, and manifestations of stress,
but all these components were never thought to be part of a larger process (Pearlin et al., 1981).
Pearlin and his team at the National Institute of Mental Health speculated about a broad array of
social and psychological conditions that combined over time to create stress. Since then, this has
become the dominant model employed in research on social structure and mental health

(Aneshensel & Avison, 2015).
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Impact of the Stress Process Model

The most commonly researched job stressors are considered chronic, for example, role
conflict and role ambiguity (Beehr, Jex, Stacy, & Murray, 2000). Pearlin helped define the topic
of a chronic stressor in the workplace and emphasized that people are deeply invested in their
roles at work (Beehr, et al., 2000). This emotional investment makes the stress more severe than
if found in other contexts outside of the workplace (Pearlin, 1983). He reasoned that problems
arising in the worker role might well extend over lengthy time intervals, may have considerable
meaning to the person, and therefore can evoke substantial psychological distress (Aneshensel &
Avison, 2015). Equally important, Pearlin (1983) identified the idea that stressors are not
necessarily isolated, independent occurrences, such as divorce and natural disaster, but often are
interconnected and dependent on people’s status hierarchies (e.g., divorce and economic
hardship among people of low socioeconomic status) (Aneshensal & Avison, 2015).

Furthermore, chronic stressors, rather than life events, were found to be of primary
importance in explaining the social distribution of depressive symptoms and major depression.
The stress process model reviews how stressors exert their detrimental effects on mental health

and why these effects are stronger for some people than for others (Aneshensal & Avison, 2015).
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Fig. 4 - The original stress process model (Pearlin et al., 1981)

Pearlin (as cited in Aneshensal & Avison, 2015) made it clear that it was not enough to
know whether traumatic life events, chronic strains, and other stressful experiences damage
health, but that it was important know how and why (Aneshensal & Avison, 2015). Pearlin (as
cited in Aneshensal & Avison, 2015) believed that the stress process associates the sources of
people’s difficulties with the surrounding social conditions in which they live (Pearlin &
Bierman, 2013). There are also different types of coping resources, as well as differences
between coping resources and coping behaviors. Furthermore, life-changing events or chronic
stress did not always equal stress (Wheaton, 2010). In addition, social support did not always
equal coping, nor do specific coping behaviors equal coping (Pearlin, 1983). Pearlin brought to
light that stress is a complex process and is unique to an individual’s circumstances (Wheaton,
2010).

The most recent version of the Stress Process Model includes anticipatory stressors—
events and circumstances that have not occurred yet but hover on the horizon as ominous

possibilities (Pearlin & Bierman, 2013). Anticipated stressors do not exist as realities, but are

22



23
viewed as having the potential to become ones. For example, this happens often when people
fear being a victim of crime after incidents occur in one’s social network. Stressors can also
occur with fluctuations in the economic conditions in which people will start to feel anxiety and
apprehension from the media or from hearing about hardships from relatives, friends, or
coworkers.

Another type of new stress in society is due to innovations and changes that arise as part
of everyday life. One example describes an emergent source of stress fueled in large part by
innovations in communication technologies (Glavin, Schieman, and Reid, 2011). These authors
refer to this emergent source of stress as role-blurring, which occurs when roles that are usually
segregated in time and space become intertwined. Their study underscores how technological
changes in communication undermine the separation of roles. Through increased access to and
penetration by new forms of communication, work demands are more easily projected into the
family domain. This study further found that women more than men are likely to be affected by
the blurring of work and household roles, illustrating how the emergence of stressful change may
be entangled with social statuses (Pearlin & Bierman, 2013).

The stress process model identifies stressors and resources that affect the mental health of
employees in the workplace. The following section describes how mindfulness messages can
best be adopted by the organization in hopes of helping employees cope with their perceived
stress.

How Theory Informs Method: Stress Process Model

As mentioned, Leonard Pearlin was a key navigator of this model and brought attention

to the needs of the office worker when it comes to coping with stress. For this reason, teaching

employees how to deal with their stress is of great importance and will be a key component of
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the JuiceCo’s mindfulness program. According to Pearlin (1983), work stress can be detrimental
because it can extend over lengthy time intervals, have considerable meaning to the person, and
therefore evoke substantial psychological harm, such as depression. The mindfulness training
curriculum will incorporate techniques to help employees reduce their stress by using tested
exercises and methods, such as the MBSR (Mindfulness-Based Stress Reduction).

One of the key components of the stress process model is anticipatory stressors, with
events and circumstances that have not occurred hovering on the horizon as threatening
possibilities (Pearlin & Bierman, 2013). Coincidentally, one of the key premises of mindfulness
meditations and thinking are strengthening the ability to stay in the present moment (Kabat-Zinn,
2003). When we begin to focus on the many options and “if this were to happen” statements, our
mind starts to worry and create large amounts of concern (Kabat-Zinn, 2013). The mindfulness
curriculum will include subject matter that encourages participants to focus on their breath and
what is happening exactly at this moment. It will provide techniques to stop the mind from
imagining what might happen in the future. Breathing techniques and listening to the sounds
around us are typical methods used when helping people focus on the reality in front of them as
opposed to future possibilities (Kabat-Zinn, 2003). Anticipatory stressors from Pearlin’s process
model aim to be addressed with the new curriculum.

As mentioned previously, there are also different types of coping resources and each
individual needs to find a resource that works best for them. Pearlin was confident that a
particular type of resource, such as social support, would provide the necessary coping skills
(Pearlin, Menaghan, Lieberman & Mullan, 1981). Pearlin brought to light that stress is a
complex process and is unique to an individual’s circumstances (Wheaton, 2010). For this

reason, the curriculum at JuiceCo will provide options of various types of coping resources. Not
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only will different mstructors be available for different points of view on mindfulness
techniques, but employees also will be able to experience different types of mindfulness
techniques. For example, body scans, box-breathing, and visualizations are just a few of the
suggested techniques. Fortunately, mindfulness subject material lends itself to various forms of
learning styles.

As discussed, through increased access to and penetration by new forms of
communication, work demands are more easily projected into the family domain. Studies found
that women are more likely to be affected by the blurring of work and household roles (Glavin,
Scheiman, & Reid, 2011). Seeing this, the mindfulness program at JuiceCo will be designed with
a curriculum that addresses this issue of role-blurring (Pearlin & Bierman, 2013). Meditations
and instruction are created to address ways to mentally separate the roles despite being
consistently connected via technology at all times. Furthermore, techniques that have employees
focus more on the present moment and task, which can be useful when performing household
roles, can be taught in order to further strengthen each role separately. While at home, the stress
of role-blurring can be reduced by keeping the mind in the present moment and focused on the
task at hand.

Diffusion Theory

A popular theory in innovation of products, ideas, and processes, diffusion theory,
articulates stages for adoption. Mindfulness in the workplace programs will be the initiative that
will be used to exemplify the theory and stages of diffusion.

Background on Diffusion Theory
This theory helps to explain how, why, and at what rate new ideas and initiatives spread.

Everett Rogers, a professor of communication studies at the University of New Mexico,
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popularized the theory in his book Diffusion of Innovations in 1962. Rogers claims that diffusion
is the process by which an initiative is communicated over time among the participants. The
origins of the diffusion of innovations theory are varied and span multiple industries (Rogers,
1962).

The Dominant Paradigm of Diffusion Theory

It is believed that there are five essential groups of adopters that create the basic patterns
and foundation to predict the probability for success in organizations (Rogers, Singhal, &
Quinlan, 2009). By identifying the current stage of adoption, project stakeholders are best able to
identify how much or how little of market share remains for potential adoption. As will be
discussed, it only takes a small group of people to adopt a product in order to get it off the
ground, but it will require a larger group in order to make the product successful. Below are the

adopter categories of diffusion theory and their current application to mindfulness programs.

Summary, Adoption Curve and Time Categories rig. = _

Innovators Early adopters  Early majority =~ Majority Laggards

W] Watched by others, Avoid untried ideas. Once they begin to  Raly heavily on
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Approximation, cumulative percentage,
persons adopting an idea over time.

Time values are not absolute. They vary
with the complexities involved. Percentages
are not absolute. Designed to show pattern
of adoption.

Adapted from work of Bohlen and Beal, and
Special Report No. 15, Towa State University.
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Note: This table is adapted from The Universal Accreditation Board Accreditation Study Course 2003. Fig.
2. Summary, Adoption Curve, and Time Categories. Reprinted from Universal Accreditation Board

(Handout #29) by Ferne G. Bonomi, 2003, Ames: Bonomi & Co. 2003.

1. Innovators: Employees in this category are visionaries, willing to take risks and have
close contact with other visionaries (Rogers et al., 2009).
2. Early Adopters: These employees have the highest degree of opinion leadership and are
more socially forward than the next category of Early Majority (Rogers et al., 2009).
3. Early Majority: These employees adopt an innovation after a varying degree of time that
is significantly longer than the innovators and early adopters (Rogers et al., 2009).
4. Late Majority: These employees approach a new invention with a high degree of
skepticism and join after the majority of society has adopted the innovation. They offer
little opinion leadership (Rogers et al., 2009).
5. Laggards: Unlike some of the previous categories, employees in this category show little
to no opinion leadership when speaking about mindfulness programs. Laggards typically
tend to be focused on "traditions.” (Rogers et al., 2009)..
Stages of Diffusion Theory
The following steps are experienced for each employee that interfaces with components
of an improvement program (Rogers et al., 2009). Each stage is outlined as a part of the
diffusion and applied to workplace mindfulness.
1. Awareness: Typically, mass media and social media are most employed for
communication of messages for this stage.

2. Interest: From Awareness, employees need to discover a curiosity (Rogers et al., 2009).
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3. Evaluation: This stage relies heavily on interpersonal communication, but doesn’t
necessarily have to be in-person (Rogers et al., 2009). Through video, an employee
shares his or her perspective on using the in-house corporate mindfulness program that

can be a positive persuasion tool of these goals: https://youtu.be/GOYbeWI1UE k. He

speaks about how the program has greatly benefited his physical strength and general
well-being.

4. Trial: In this stage the employee can try the program and modify it for success. They can
access the components of the program and identify if it will be a good fit for their use.

5. Adoption: Lastly, this stage includes review of the program.
Fig. 1 outlines the five stages of diffusion theory and includes the sources of information
that most people said were important when they were in the various stages of the

adoption.

The Adoption Process and Sources of Information
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Fig. 1. The Adoption Process and Sources of Information. Reprinted from the Universal Accreditation Board

(Handout #29) by Ferne G. Bonomi, 2003, Ames: Bonomi & Co. 2003.
Identifying typical characteristics of diffusion within mindfulness programs

When considering if mindfulness programs have worthy potential to be adopted, the
following typical characteristics of transformation can be identified (Rogers, 1962):

. Relative Advantage: Is the program better than its predecessor? The predecessor of
mindfulness programs is providing discounts for gym memberships and health insurance
(Anderson et al., 2009).

2. Compatibility: Is the initiative consistent with the needs, the values, and experiences of
the organization? Currently, individual health in the U.S. is declining while obesity is
increasing (Tavernise, 2015). At JuiceCo, there is a consistent emphasis on healthy living
and healthy eating. Because the products of this organization are centered on natural and
farm-grown items such as pistachios, almonds, and clementines, there is a theme of
healthy living as a main value.

3. Complexity: Is it easy to use? Clear communication about the times for the yoga or
mindfulness classes, who is teaching, and where to find the studio, is important.

4. Trialability: Mindfulness programs are a great fit for potential success, according to
diffusion theory, because employees are able to test programs without any cost to
themselves.

5. Observability: Are the results of the program valuable for the organization? Nationally,
80% of employees report that work is their biggest source of stress. The consequence is
decreased physical and mental health (Farrell & Geist-Martin, 2005). The evaluation

component of the new curriculum plans on measuring the results.
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Influence of Mass Media vs. Personal Communication

One of the reasons that diffusion theory was chosen for this study’s theoretical
foundation 1s because it focuses on attitude change, decision-making, and implementation, which
are highly relevant to the implementation of this initiative (Sutherland, 2003). Diffusion theory
focuses heavily on interpersonal communication, whereas mass media or traditional company-
wide corporate communication is used primarily to create awareness and interest. At JuiceCo,
the internal corporate communication messages will function as mass media, since the audience
is exclusively within the organization, and corporate-wide communication will be considered the
initial channel of communication (Rogers, Singhal, & Quinlan, 2009). Although there are current
traditional mass media messages created on workplace mindfulness, corporate communication
will be considered the primary awareness tool.

Internal corporate communication is best used to make employees aware of the available
mindfulness programs during the first phases of diffusion; however, the success lies in hearing
co-workers’ experiences with these programs in the remaining three stages, and where the
diffusion quickly accelerates (as seen in Figure 2). As mentioned, personal endorsement can
come from management, leaders, or employees. At JuiceCo, employees share experiences with
colleagues about the organization’s yoga teachers, the time spent in meditation, and the different
styles of classes. In addition, corporate-wide newsletters are sent from the leader of the yoga
program to all employees. Participants rely on the endorsement of people they directly know and
admire. As is seen with highly successful implementations of diffusion theory, such as San
Francisco’s STOP AIDS Program (McNeil, 2015), respected leaders within the community are
involved in implementation. It is clear that trusted, credible, and well-respected leaders are

necessary for successful implementation.
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How Theory Informs Method: Diffusion Theory

This theory can be applied to the mindfulness program at JuiceCo via the essential groups
of adoption, typical stages of diffusion theory, and typical characteristics. The new idea, in the
case of this project, is that mindfulness in the workplace helps individuals to become better
leaders, managers, and colleagues. The program constitutes a new idea due to its innovative
functions and purpose of making further mindfulness coursework available and more easily
accessible for employees at JuiceCo.

First, the awareness stage of diffusion will be accomplished by sending multiple
corporate newsletters that serve to inform the employees about the new program. While Rogers
(1962) typically spoke of mass media such as radio, television, and newspapers, as best used in
this stage, this program will consider corporate-wide emails as a preferred substitute. In order for
people to adopt the program, and for employees to work more mindfully, it will be important to
target opinion leaders within the organization in hopes that they will adopt the program message
and curriculum early so as to be a central point of influence to diffusion (Rogers, 1962).
Strategically, the project hopes to utilize highly influential employees, such as managers and
proponents of the existing yoga program. According to diffusion theory, these influencers, as
opinion leaders, should help the rate of diffusion of the new mindfulness program reach and stay
at an optimal level. Also, according to this theory, it is key that the program messages and ideas
are well suited to the target audience’s values and needs in order to encourage diffusion, which
emphasizes the importance of the survey. The methodology section of this thesis discusses the
research methods utilized to gather information from the intended target audience in order to

ensure the highest rate of diffusion possible, based on Rogers’ (1962) framework.
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Since the program will be free to employees, this fulfills the trialability requirement
Rogers (1962) suggests. This theory suggests that the target audience for the mindfulness
program during this stage should primarily be made up of innovators and early adopters who are
comfortable with new technology and are on the forefront of trends; this will make the new
mindfulness program most successful in terms of the rate of diffusion. Furthermore, the
complexity of the program will be minimal, whereby employees can access the courses
conveniently in their office building. Employees rate the convenience factor as one of the top
advantages of the current yoga program.

Conclusion of Theoretical Foundation

As discussed throughout this chapter, the stress process model and diffusion theory were
analyzed in relation to the current and new program on mindfulness at JuiceCo. The research
questions will be answered using the methodology below: (1) the level of present mindfulness
communication in the current program, (2) satisfaction of the employees with the current
program, and (3) the new types of training that could be developed to increase knowledge and

behavior of workplace mindfulness.
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CHAPTER FOUR
Methods
The following methods section will cover the current program assessment, including the

measurement strategies, as well as the training plan methodology.

Current Program Assessment
JuiceCo, located in Los Angeles, CA, is a leader in corporate mindfulness programs. The
organization has a thirteen-year history of a yoga program that is hosted within the corporate
offices. Currently, the program consists of six yoga classes per week, with 158 employees
registered from a total number of 575 employees in the building.
The method was implemented in two parts:
A. Coding method to identify how the yoga trainers communicate ideas of mindfulness by
looking for terms that are main pillars of mindfulness programs. The correlated factor for
mindfulness is the communicative aspect represented by the use of words such as

LE A

“present moment,” “relax,” “body scan,” “breath,” and others as used by the leading
organizational mindfulness expert, Daniel Goleman. Appendix B outlines the codes,
definitions, and exemplars. Each teacher signed a document of informed consent (see
Appendix A). There are currently four yoga teachers on staff.

B. Simultaneously, the researcher distributed surveys to participants and non-participants in
the yoga program to collect information on employee opinions, in particular to
satisfaction with program communication, mindfulness learning opportunities, and
behaviors in the current program (Appendix D). Participants for the survey were recruited

via a company-wide email from the Wellness team at JuiceCo (see Appendix D). In

addition, the surveys were distributed via Google Forms.
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The population for the survey was all 575 employees in the Los Angeles office. The
researcher collected 87 valid survey responses, which was a large enough sample size to evaluate
and draw conclusions from the data that will help shape the project’s results. Questions centered
on the convenience of the time for the program, the preference for the teaching styles, and
suggestions for different methods of classes. The first question in the survey asked if the
employee had participated in the yoga program. Unique surveys were distributed to attendees vs.
non-attendees. This allowed for feedback about the current program and a way to better
understand why employees don’t participate in the program.

In order to encourage participation, the Wellness team entered names into a raffle for a
$25 Amazon gift card. The surveys collected were anonymous and names collected for the raffle
were from a unique form that was not connected to the employee survey. The survey was used to
gather information about when and how the employees prefer to participate in the yoga program.

This survey helped inform future developments for the yoga program and was hosted
online using Google Forms. The survey was distributed to participants via email in a monthly
newsletter that gets distributed to all employees in the Los Angeles headquarters.

Survey responses were vetted by the qualifying question: “Have you attended yoga
classes at JuiceCo?” All “noes” were asked to proceed to a section specifically for non-attendees.
All “yesses” were directed to a section with questions specifically created for current yoga
program attendees. At the beginning of the survey, participants were informed that their
responses were completely anonymous and voluntary.

As mentioned, this project 1s a response to a request by JuiceCo to better understand their

current program, what employees would like to see in a future program, and what deliverables
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can follow from those requests. The coding part of the study will allow the researcher to better
understand how mindfulness is presently communicated at JuiceCo.

Measurement

This section describes how the project results were measured. Results were collected
from the coding of the yoga classes and the employee survey.
Coding of the Yoga Classes

Counting the number of times a keyword is communicated during an audio recording of
the yoga classes yielded quantitative data. Important values to review include the number of
occurrences of each of the 25 keywords, which keywords were used more than others, and how
the teachers illustrated these concepts via examples. The keywords were derived from Daniel
Goleman’s work in EI to include his suggested mindfulness techniques, such as Breathing
Buddies, and his books, Focus and Emotional Intelligence. Examples include “keep the breath
moving in the body™ and “bring in awareness as to how to bring in nourishment.” See Appendix
C for full list.
Survey

The researcher and the Director of Wellness and Benefits at JuiceCo, as well as her
subordinate, reviewed the survey results. In addition to the yoga program in Los Angeles, they
oversee health programs in other offices for JuiceCo such as Portland, Oregon and Milwaukee,
Wisconsin. Furthermore, they implement other wellness programs such as Weight Watchers
support groups and subsidized gym memberships. The survey items asked how pleased the
current attendees are with the current program and inquired about suggestions for future
enhancements to the program. For non-program attendees, the questions centered around

understanding why employees don’t attend the current program and if there were adjustments
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that could be made to the program that would encourage them to come. All questions were either
multiple choice, open paragraphs, or used the Likert scale. There were 15 questions for the

current attendees of the program and 11 questions for the non-attendees.
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CHAPTER FIVE
Study Results

The following project materials are detailed to include coding analysis, survey results,
and lesson plans that contain new course material. These materials are designed to answer the
formal research questions: (1) What is the level of mindful communication in the current
program? (2) How satisfied are employees with the current program? (3) What kind of training at
JuiceCo could increase knowledge and behaviors of workplace mindfulness?

Coding Analysis

In order to answer research question number one, Table 1 shows the results of the
recording of four yoga classes and coding for 25 keywords chosen from Daniel Goleman’s book,
Emotional Intelligence. Mindful key terms were mentioned 377 times during the four hours of
class. A full description of the codes, definitions, and exemplars can be found in Appendix B.

As can be seen from the table below, the number of times the word “breath” or
“breathing” occurred far exceeded any other term from the list (268 occurrences). Other common
terms included “awareness,” “feel,” “confidence,” and “stretch.” Examples of sentences using
these terms include “keep the breath moving in the body,” and “bring in awareness as to how to

bring in nourishment.”

Table I. Terms from Daniel Goleman’s Emotional Intelligence and Number of

Occurrences
No. of
Terms Occurrences
Breathe/Breathing 268
Calm/Peace 5

Aware/Awareness/Self-Awareness 19

Empathy/Caring/Understanding 0
Feel/Feelings 13
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Total

377

The coding definition of “breath/breathing™ as found in Goleman’s 2013 article in
Psychology Today is the ability to find focus, strengthen the brain’s circuits for attention, calm

the body from stress arousal, and recover more quickly from upsetting emotions.
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As referenced in the training plans below, Goleman (1986) stresses that the mindfulness

teachings do not try to change sensations that arise in the body and mind, but it is simply

important to note them precisely, with a neutral awareness. He believes that the simple exercise

of conscious breathing strengthens the brain’s circuits for attention (Goleman, 2013b). The
prefrontal circuitry that focuses the mind using these breathing techniques calms the body

from stress arousal (Goleman, 2013b). Breathing techniques are a key premise to Goleman’s
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theories, thus, it is not surprising that the yoga classes articulate this term much more than other
keywords.

Goleman (2013c) further explains the importance of breath and breathing exercises from
his review of a school with students who undergo extreme stress outside of the classroom. He
states that Emotional Intelligence refers to two different kinds of focus.

First: an inward awareness of our thoughts and our feelings, and applying that in
managing our upsets and focus on our goals. Second: a focus on others, to empathize and
understand them, and on the basis of this to have effective interactions and relationships. The
essential and basic skills of attention, or focus, are vital in building these two skills (para. 6).

The second largest occurrence from the EI terminology was awareness/awareness/self-
awareness” in which Goleman identifies awareness as the ability to tune into inner signals;
recognize how feelings affect another person and their job performance; integrate guiding values
into their work; deduce the best course of action; seeing the big picture; and recognizing one’s
emotions as well as their effects. During one yoga session, Megan, the teacher, used the phrase
“bring in awareness as to how to bring in nourishment,” as an example of this term.

Goleman emphasizes the relationship between awareness and leadership potential in a
corporate setting. During his research at Harvard with more than 200 organizations, he saw that
emotional self-awareness is a leadership competency that shows up in model after model
(Goleman, 2015). According to Goleman, these are the leaders attuned to their inner signals,
recognizing how their feelings affect them and their job performance. They integrate their
guiding values into their work. They can deduce the best course of action. They see the big

picture and they’re genuine.
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Goleman also identifies that self-awareness is a learnable skill (Goleman, 2015). While

3

“awareness” was not mentioned as frequently as “breathing,” it is still important to recognize
that teaching this skill is highly valuable in the workplace. In the lesson plans below, more
emphasis will be given to this and other terms identified by Goleman as important to
mindfulness learning. Concepts to highlight in the new curriculum will include a larger focus on
self-awareness, empathy and caring, optimism, trusting one’s intuition, and further awareness of
our relationship with others.
Survey Results

The second research question (How satisfied employees are with the current program)
was best answered via the survey (see Appendix D). The survey was based on the previous
experience of the director of the yoga program and the Wellness team at JuiceCo. The survey
was similar to a tool used in previous years at JuiceCo when employees were invited to provide
feedback on the program. This current survey incorporated recent changes to the program and
trends seen by the director and Wellness team. The emailed request for participation yielded
completed surveys from 87 employees, ages 21 to 70. Of the employees surveyed, 50% were in
the 31-40 age group. Female participants totaled 74, male participants totaled 11, and two people
preferred not to say. 57 of the employees had participated in the yoga program, while 30
employees had not.

For the employees surveyed that attended the yoga program, 40.4% of them had attended
1-5 yoga classes over the previous 12 months. 29.8% had attended class 5-30 times per month

over the previous 12 months. This is interesting, because, even though a large number of people

attended yoga class, the level of participation could have been much higher. The feedback from
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this group is greatly valuable, since it is possible to better understand why they don’t attend more
regularly.

As can be seen in Table I1, the results from the attendees of the yoga program yielded a
highly favorable response. For the following four questions, all responses from the attendees
were highly favorable: “I greatly enjoy the teachers in the program™ (M= 5.91; SD=1.08), “I love
the convenience of the studio™ (M = 6.63; SD=0.80), “I enjoy the opportunity for physical
activity during the workday™ (M = 6.73; §D=0.71), and “I enjoy the frame of mind encouraged
by yoga.” Over 90% of the employees greatly agreed.

For the questions, “The lunchtime time slots are perfect for me (12-1p.m., M-F)” (M
=5.35; §D=2.09), “T am greatly satisfied with the yoga classes,” and “I am greatly satisfied with
this program,” these responses were also favorable, with almost 80% in agreement. The only
question for the program attendees that was not as favorable was about the timeslot of the
evening class, “The evening time slot is perfect for me (6-7p.m., Tuesdays)” (M = 3.79;
SD=2.10). Here, 22.7% strongly disagreed and only 16.7% strongly agreed. For this reason, the
evening time slot will be reviewed with the wellness team and yoga teachers.

As for the non-yoga program attendees, almost 90% of the survey respondents disagreed
with the statement, “I don't like yoga™ (M = 1.89; SD=1.43). This infers that the reason
employees are not participating has little to do with the fact that they simply don’t like this type
of activity. They also disagreed with the statements, “There is something about the teachers that I
don't like” (M=1.81; SD=1.23), “I don't like to sweat during the day,” “I’m just not interested in
working out during lunchtime or in the evening” (M = 1.88; SD=1.39), and “I don't feel the need
to participate in the program in addition to my existing workout routine.” The one statement that

collected a variety of responses was “I don't have time during the workday™ (M = 4.73;
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SD=2.00). This statement resulted in 15.6% choosing one to signify that they strongly disagree.

1.6% chose two, 6.3% chose three, 14.1% chose four, 17.2% chose five, 23.4% chose six, and

21.9% seven to signify that they strongly agreed.

Table II. Survey Results for Attendees of Yoga Program

program.

Minimum | Maximum | Mean [ Std. Deviation
[ tl ' “hers i
greatly enjoy the teachers in the 3.00 200|591 108
program.
i fth
I lov-e the convenience of the 3.00 200l 663 0.80
studio.
The\lunchtlme class times are 100 200l 535 509
perfect for me (12-1p.m., M-F).
The eveni time 1 fect
e evening class time is perfec 100 s00l 370 516
for me (6-7p.m., Tuesdays).
[ enjoy the opportunity for
physical activity during the 4.00 7.001 6.73 0.71
workday.
[ enjoy the frame of mind 4.00 700 6.8 74
encouraged by yoga.
1 ith th
[ am greatly satistied with the 3.00 cool 512 L03
yoga classes.
I isfied with thi
am greatly satisfied with this 3.00 c.ool 522 101

Likewise, an analysis of the standard deviation reveals that the employees were in

agreement. With a deviation of approximately 1.0, the teaching staff, the convenience of the

studio, and an opportunity for physical activity during the workday shared the same opinion. The

standard deviation (SD) showed greater amounts of differentiation for questions that included

details about the time of day for the classes (2.06 for the lunchtime classes and 2.10 for the

evening class time).

Comments were in alignment with these quantitative results. Employees were quoted as
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saying, “I like that each teacher has a different style and goal for their classes,” I love having an
option in the building for some exercise during the day,” and “45 mins vs. an hour so there is

time to get there/back and grab food while not being away from my desk for such a long period

of time.”
Table III. Survey Results for Non-Attendees of Yoga Program
Minimum | Maximum [Mean | Std. Deviation
I don't like yoga. 1.00 7.00( 1.89 1.43
I don't have time during the 1.00 700] 473 5 00
workday.
There 1s something about the
1.00 . 1.81 1.23
teachers that I don't like. >-00
't like t t during th
I don't like to sweat during the 1.00 700! 332 503

day.

I’'m just not interested in
working out during lunchtime 1.00 7.00| 1.88 1.39
or in the evening.

I don't feel the need to
participate in the program in
addition to my existing workout
routine.

1.00 7.001 1.97 1.54

Comments included “I miss the Pilates element to the classes,” “I wish the class was
about 45-50 minutes just so I can squeeze a class in during lunch but also give myself time to
have a quick bite,” and “45 mins vs an hour so there is time to get there/back and grab food
while not being away from my desk for such a long period of time.”

The current program assessment, including coding and survey analysis, revealed the
current high level of satisfaction that the employees have with the current yoga program. At the
same time, the coding analysis revealed a gap in the variety of keywords necessary to

communicate mindfulness. For example, the keyword “breath,” was used 268 times across the
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four classes, while words like “optimism” and “commitment” were not used once. For the
following section, lesson plans and new course material was created to allow further access to
the employees of the current yoga program and to close the gaps in strategic communication
about mindfulness.

Lesson Plans and New Course Material

Lesson plans and new course material will focus on teaching new mindfulness behaviors
at JuiceCo. The lesson plans identify the following objectives: (1) decrease stress due to
emotional fatigue, (2) improve mindfulness, (3) decrease stress through breathing, (4) improve
self-awareness, and (5) improve self-confidence and increase optimism.

The five traming plans are based on Steven Beebe’s Needs-Centered Model of Training
(Beebe, Mottet, & Roach, 2004). This model follows the belief that the primary purpose of any
training program is to respond to the learning needs of the trainee.

The Needs-Centered Training Model will be applied at JuiceCo in which six classes of
yoga are taught each week to 50-100 employees. January is often the most popular month of the
year with 80+ employees participating in the program. December and the summer months have
classes that are less full, and which is consistent with other health-related programs. According
to a 2013 report by the International Health, Racquet, and Sportsclub Association (IHRSA), 12
percent of gym members join in January, compared to an average of 8.3 percent per month for
the full year.

Certain business teams within JuiceCo also participate in yoga programs more or less
frequently based on their business calendar. Yoyoflora (name has been changed for
confidentiality) is one of the 20 brands within the organizational umbrella of JuiceCo. For

example, Yoyoflora gets very busy in February due to the Valentine’s Day holiday and sees a
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dramatic increase in flower sales. Employees in this group will often not participate in the yoga
program during this time due to their limited time constraints. After the holiday, it has been seen
that the employees return to the program.

The following training plans are also designed to aid employees through the grieving
process. During the execution of this study, an employee of JuiceCo for almost 30 years
suddenly passed away causing stress, grief, and a need for compassion within the organization.
The owners of JuiceCo held a corporate-wide memorial for this employee where colleagues
could meet and support each other. Many participants of the yoga program found solace and help
from the community of instructors and fellow students. A 2009 study has shown that the
therapeutic process of yoga creates a safe and sacred space for processing sensations, thoughts,
and emotions (Philbin, 2009). It was found that grieving adults who participated in the yoga
therapy intervention showed significant improvements in vitality and positive states and a trend
toward improved satisfaction with life.

The following training plans are designed to further support these trends and events

within the organization.
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Long Working Hours and Emotional Fatigue. The survey results from this thesis
articulated to JuiceCo that employees suffer from long working hours and not having enough
time to attend the yoga classes during the workday. The survey was distributed to all 575
employees in the JuiceCo headquarters in Los Angeles and 87 employees participated. At that
time, 57 employees had attended at least one yoga class in the corporate yoga program and 30
employees had never participated.

According to the survey results, when employees who do not participate in the program
were asked about their feelings about yoga, they strongly disagreed that it is their lack of interest
in yoga that keeps them away from classes (A/=1.81; SD=1.23). When asked to agree or disagree
with the statement, “I don't have time during the workday,” respondents averaged a high score of
4.73 on a scale of 7.0, which indicates that employees highly agree with this statement. This
survey question yielded a standard deviation of 2.0, which means that employees were in
agreement with each other. Employees stated, “I often work until 7:30p.m. and through lunch”
and “T feel guilty about being away from my desk for too long.” Training Plan I will focus on the
value of stress reduction, basic breathing techniques to reduce stress, and simple visualization
exercises that can be done throughout the day. This training plan is designed to teach behaviors
that can be done on one’s own and do not require employees to attend the lunchtime yoga classes
in order to receive the benefits of stress reduction.

Preparing for intense situations. One hundred percent of the employees surveyed who
participate in the program agreed that they enjoy the frame of mind encouraged by yoga. During
the coding phase of this project, it was revealed that words and key phrases about mindfulness
are referenced 125+ times per one-hour class, which contributes to the idea that the yoga

program trains employees on principles of mindfulness. Like Dr. Kabat-Zinn’s Mindfulness-
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Based Stress Reduction method, these teachings do not try to change sensations that arise in the
body and mind, but simply to note them precisely, with a neutral awareness (Goleman, 1986).
Adding imagery enhances the effect. Research done by Dr. Mary Jasnoski, a Harvard
psychologist, reported findings at a meeting of the Society of Behavioral Medicine to
demonstrate that there were increased defenses against upper respiratory infections after using
these mindfulness techniques (Goleman, 1986).

Training Plan II will implement mindfulness training by extending this mindset to a
business context. This curriculum will teach the trainee to perform three stress-reduction
techniques that would help them prepare for a taxing situation such as a presentation.

Lack of time during the workday. While over 90% of the employees who participate in
the program are satisfied with the existing schedule and almost 80% enjoy the lunchtime classes,
many comments were received asking for more evening classes and other class times during the
day. In addition, 62.5% of all the employees who do not presently participate in the yoga
program agreed that they do not have any time to participate in yoga during the workday.
Presently, only two or three employees participate in the evening class that is currently offered. It
is not justifiable to offer more classes. Furthermore, evening class times that are convenient for a
large group of people are hard to find due to traffic and flexible working times. As a result, an
audio recording of the yoga classes will be provided for the employees of the yoga class so that
they can listen to the mstruction at their convenience. Training Plan III outlines the curriculum
for these classes.

Millennials and handling difficult situations. Curriculum is designed to help employees
improve their self-awareness and mindfulness. According to the Juice Co employee survey,

78.8% of the survey respondents are millennials (ages 21-40) and, from earlier research, it was
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seen that millennials want to have a good relationship with their manager. Training Plan IV will
provide curriculum to help this high-risk employees approach difficult conversations with ease
and mindfulness. The curriculum is based on Fred Kofman’s work as the director of the
Conscious Business Center at Universidad Francisco Marroquin and president of the academic
board of Axialent. Kofman’s book, Conscious Business, identifies that effective conversations go
through seven basic steps: listening, asking, summarizing, validating, expressing, negotiating,
and commitment (2013). He also suggests using powerful questions such as “What do you
think?” (general interpretation), “What leads you to think what you think?” (facts and reasoning),
“What would you like to accomplish?” (goal), “What is the most important thing to you?”
(concern), and “What do you suggest we do?” (proposal for concrete actions).

Improve self-confidence and increase optimism. Millennials are interested in training
policies that provide for their growth and development; they expect to be in a workplace that is
nurturing with regard to their well-being and fitness (Catano & Hines, 2015). While all the
training plans accomplish goals in well-being and fitness, Training Plan V will particularly focus
on behaviors that improve everyday happiness, self-confidence, and awareness. The Subjective
Happiness Scale will be used to measure happiness pre and post-course (Lyubomirsky, n.d.). The
curriculum focuses on gratitude for those around us, which has been shown to improve one’s
outlook and understanding of the world. Grateful people report higher levels of positive
emotions, life satisfaction, vitality, optimism and lower levels of depression and stress (Emmons
& McCullough, 2003). The disposition toward gratitude appears to enhance pleasant feeling
states more than it diminishes unpleasant emotions. Grateful people do not deny or ignore the
negative aspects of life (Emmons & McCullough, 2003). Training Plan V will provide tools to

help foster these feelings in daily life.
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Training Plans
Training Plan I: Daniel Goleman’s Emotional Intelligence and Jon Kabat-Zinn’s MBSR.
Goal: Diffuse stress and decrease emotional fatigue.
Objective: At the end of the session, trainees should be able to measure lower levels of
perceived stress on a five-point self-report scale in order to analyze his/her improved emotional
fatigue.
Logistics: Deliver training at JuiceCo headquarters in Los Angeles in a training room on the 7"
Floor. Rooms are often used as part of other learning initiatives such as JuiceCo University.
Class size is estimated to be 20-30 students. Employees can be from any division or department
within JuiceCo. Traditional style seating will be used in order to allow the most privacy for each
attendee. This lecture will also be recorded in audio format only. It will later be available for
download to a computer or handheld device.
Lecture/Discussion [20 minutes]
1. Review the role of stress in our lives.
a. Information on tension in the workplace, including time spent out of the office to
compensate for stress.
b. Background on millennials, new values in today’s working environment, and the
growing popularity of work/life balance
c. Explain different types of stressors
d. Review the importance of social support
e. Explain ‘role-blurring” and how work demands are more easily projected into the

family domain, especially for women
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Articulate that the training method is based on Daniel Goleman’s Emotional Intelligence
and Jon Kabat-Zinn’s MBSR (Mindfulness-Based Stress Reduction).
a. These methods focus on relieving stress and improving emotional intelligence in
employees in the workplace.
b. The breathing and relaxation techniques help people better focus and require only
limited time (20-30 mins).
Identify the three types of techniques to be taught: body scan, box-breathing, and success
visualization. Tell them that the notes/instructions will be available so there is no need to
write them down or commit them to memory.
Administer a five-point self-report scale to analyze their current emotional fatigue (pre-

test).

Demonstration [30 minutes]

L.

2,

Find a comfortable place to sit or lie down

Body scan

Listen to the sounds around you

Focus on the breath: start to notice your inhale and exhale.
Box breathing

Imagine the situation that is causing you anxiety.

Slowly start to open your eyes or start to easily look around

Individual Activity [10 minutes]: Ask participants to individually write down the feelings and

thoughts that come to mind after these exercises. Was there one exercise that worked better for

them than another? Did they have a different type of awareness after the exercises were
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complete? Do they think that it is realistic that they would practice these exercises at home or at
work?

Group Activity [15 minutes]: Place participants in groups of three or four people to share their
experiences and reflections on the above questions.

Instructor Feedback [10 minutes]: Following the group activity, the instructor can ask for
questions, potential disagreements resulting from the group activity, and offer suggestions for
making the mindfulness activities more accessible.

Measurement: Administer a five-point self-report scale to analyze their improved emotional
fatigue after the training. Provide ten minutes to observe employees performing box-breathing
techniques to review the technique.

Training Feedback: Distribute survey to attendees to request feedback on training to include the
following five questions on a Likert scale where 1 = Strongly Disagree and 7 = Strongly Agree:
1) I gained new behaviors from attending this training, 2) I would recommend this training to a
colleague, 3) I will enroll in a future mindfulness training at JuiceCo, 4) The classroom set-up
and environment was comfortable, and 5) I greatly enjoyed the instructor. At the end of the

survey there will be an option to offer additional feedback. All surveys will be anonymous.

Training Plan 11: Search Inside Yourself
Goal: To improve mindfulness.
Objective: At the end of the session, trainees should be able to perform three stress-reduction

techniques that would help them prepare for a taxing situation. They will also be asked to partake
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in an emotional intelligence assessment, the Genos Emotionally Intelligent Workplace Behaviour
Self Report.

Logistics: Deliver training at JuiceCo headquarters in Los Angeles in a training room on the 7"
Floor. Rooms are often used as part of other learning initiatives such as JuiceCo University.
Class size is estimated to be 20-30 students. Employees can be from any division or department
within JuiceCo. Traditional style seating will be used in order to allow the most privacy for each
attendee.
Lecture [20 minutes]

1. Ask participants about their feelings before making a presentation.

2. Teach them about being more self-aware of their emotions and feelings:

a. Instead of running or fighting, which just creates more resistance and angst,
simply observe those instincts and get comfortable with the idea that discomfort is
part of the game.

b. See the stressful situation as an opportunity and something that matters in our
lives.

c. Note any nervous habits such as shallow breath, sweating, etc.; come back to the
techniques explained earlier — deep breathing, body scan, awareness of sounds
and environment.

d. Identify this fear as something outside of ourselves and not something that defines
who we are; imagine this anxiety as a big black ball sitting next to us as opposed

to within our heart, chest, or head.

e. Focus on strengths and skills that you bring to the presentation.
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3. Prepare the morning before — get sleep, drink limited caffeine, and eat something
nutritious.

4. Practice standing with arms on hips and feet square (Wonder Woman pose).

5. Start by saying something positive or unexpected to set the tone.
Audio [5 minutes]: Play excerpt from Chade Meng Tan’s audiobook, Search Inside Yourself. As
the founder of Google’s mindfulness program, Meng provides an example of calming himself at
the World Peace Festival in Berlin (Chapter 7; start at 13 minutes, 50 seconds).
Instructor Feedback and Closure [10 minutes]: Following the audio demonstration, the
instructor can ask for questions and offer suggestions for making the mindfulness activities more
accessible.
Measurement: Have the employees identify and demonstrate three stress-reduction techniques.
Provide ten minutes for the attendee to demonstrate the task. Have employees complete the
Genos Emotionally Intelligent Workplace Behaviour Self Report, found at

https://www.genosinternational.com/emotional-intelligence/assessments.

Training Feedback: Distribute survey to attendees to request feedback on training to include the
following five questions on a Likert scale where 1 = Strongly Disagree and 7 — Strongly Agree:
1) I gained new behaviors from attending this training, 2) I would recommend this training to a
colleague, 3) I will enroll in a future mindfulness training at JuiceCo, 4) The classroom set-up
and environment was comfortable, and 5) I greatly enjoyed the instructor. At the end of the

survey there will be an option to offer additional feedback. All surveys will be anonymous.

Training Plan III: Accommodating employee schedule and stress process theory.
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Goal: Decreasing stress through breathing techniques.
Objective: At the end of the session, the participant should be able to demonstrate three
examples of how to move with the breath. This breathing technique is a main pillar of both
Daniel Goleman and Jon Kabat-Zinn’s work.
Logistics: Create three audio files that can be downloaded to the employee’s computer or
handheld device.
Lecture [60 minutes]: Provide audio recording of yoga classes. Typically, mindfulness
keywords are mentioned 125+ times per hour. Reference to the breath occurs 85+ times. This
helps train the employees on how to move with the breath and instill mindfulness. Keywords are
based on Daniel Goleman’s book, Emotional Intelligence.
Measurement: Employees demonstrate how to inhale with one movement and exhale within a
second. Provide ten minutes for each attendee to perform a demonstration.
Training Feedback: Distribute survey to attendees via the app to request feedback on training to
include the following five questions on a Likert scale where 1 = Strongly Disagree and 7 =
Strongly Agree: 1) I gained new behaviors from attending this training, 2) I would recommend
this training to a colleague, 3) [ will enroll in a future mindfulness training at JuiceCo, 4) The
audio quality was perfect, 5) I greatly enjoyed the yoga teacher. The end of the survey will give

them the option to write-in additional feedback. All surveys will be anonymous.

Training Plan I'V: Creating more self-awareness using Daniel Goleman’s Emotional
Intelligence and Fred Kofman’s, Conscious Business.

Goal: Decreasing anxiety associated with difficult conversations.
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Objective: At the end of the session, the participant should be able to identify the seven basic

steps to ease conversations. They should also take the Genos Emotionally Intelligent

Leadership Self Report.

Logistics: Create audio files that can be downloaded to the employee’s computer or handheld

device.

Lecture [30 minutes]:

l.

Speak about research: Through brain scans we know that if one focuses attention on
breathing for a certain amount of time, the prefrontal cortex becomes stronger. That is the
part of the brain that has to do with attention and executive thinking and decision-
making.

Identify seven basic steps to ease conversations: listen, ask, summarize, validate, express,
negotiate, commit, following Fred Kofman’s book, Conscious Business.

Consider using powerful questions such as “What do you think?” or “What is the most

important thing to you?”

4. Afterwards, reflect on what went well and how you may improve next time.

Journal [10 minutes]:

L.

Recall a difficult conversation that you had recently. What went well? What didn’t?
Analyze the conversation with: “How did you feel about how you communicated and
handled the situation?” How did you relate to your counterpart?”” and “Did you
accomplish your goals?”

Think about what you normally do before a difficult conversation (blame your
counterpart, blame yourself, avoid the conversation).

What are you most afraid of when you approach having a difficult conversation?
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5. Out of the seven steps to ease conversations, do you find one of them very difficult?
Which one?
6. If you know of any upcoming difficult conversation, think of it now and imagine yourself
moving through the seven steps
Measurement: Employees are able to identify the seven basic steps to ease conversations.
Provide ten minutes for each attendee to identify the steps.
They also take the Genos Emotionally Intelligent Leadership Self Report, found here:

https://www.genosinternational.com/emotional-intellicence/assessments

Training Feedback: Distribute survey to attendees to request feedback on training to include the
following five questions on a Likert scale where | = Strongly Disagree and 7 = Strongly Agree:
1) I gained new behaviors from attending this training, 2) I would recommend this training to a
colleague, 3) I will enroll in a future mindfulness training at JuiceCo, 4) The classroom set-up
and environment was comfortable, 5) I greatly enjoyed the instructor. At the end of the survey

there will be an option to offer additional feedback. All surveys will be anonymous.

Training Plan V: Jon Kabat Zinn’s Attitude of Mindfulness

Goal: Improving self-confidence and increasing optimism

Objective: At the end of the session, trainees should be able to measure higher levels of
happiness on a five-point self-report scale in order to analyze his/her improved optimism.
Logistics: Create one audio file that can be downloaded to the employee’s computer or handheld

device.
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Lecture [10 minutes]: Speak about the benefits of taking a few minutes every day to reflect on
gratitude. Discuss research that has shown how happiness, self-confidence, and optimism are
linked to gratitude. Grateful people report higher levels of positive emotions, life satisfaction,
vitality, optimism and lower levels of depression and stress. The disposition toward gratitude
appears to enhance pleasant feeling states more than it diminishes unpleasant emotions.
Gratitude is one of Jon Kabat Zinn’s nine attitudes of mindfulness.
Demonstration [10 minutes]:

1. Ask participants to find a comfortable place to sit and close their eyes

2. Ask them to think of one person for whom they feel grateful

3. Watch them and make eye contact with the envisioned

4. Create an environment of gratitude
Measurement: Administer the University of Pennsylvania Subjective Happiness Scale to
analyze their improved happiness after the training.
Training Feedback: Distribute survey to attendees to request feedback on training to include the
following five questions on a Likert scale where 1 = Strongly Disagree and 7 = Strongly Agree:
1) I gained new behaviors from attending this training, 2) I would recommend this training to a
colleague, 3) I will enroll in a future mindfulness training at JuiceCo, 4) The classroom set-up
and environment was comfortable, 5) I greatly enjoyed the instructor. At the end of the survey

there will be an option to offer additional feedback. All surveys will be anonymous.
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CHAPTER SIX
Recommendations

The following section will review recommendations for future mindfulness programs at
JuiceCo, with specific correlation to health messaging, the importance of gratitude in
mindfulness, structural and organizational development suggestions, and future/applied research.

Health Messaging

Effective messaging in the area of health and wellness has unique characteristics and
evolution. The ntention of the messaging is to inform employees about the program in an on-
going way. Like traditional public relations campaigns, successful health campaigns require a
thorough situational analysis, a strategic plan, and placement of messages based on effective
media campaign practices (Atkin, 2000). Typically, organizations expect to see a behavior
change occur among 7-10% of people reached in a campaign (Atkin & Silk, 2009). The objective
for the training developed for JuiceCo is to increase knowledge and improve behaviors of
workplace mindfulness. This third research question will be most influenced by Charles Atkin’s
(2000) work.

Persuasion theory has five strategies for converting a person to a campaign: fear appeals,
one-sided vs. two-sided messages, source featured in a message, realism and personalization, and
attractiveness and vividness (Atkin and Silk, 2009). First, incentive appeals can cover economic,
social, or psychological applications (Atkin and Silk, 2009). It will be suggested to the JuiceCo
Wellness team that corporate-wide newsletters will emphasize the value of the program as a way
to work out with one’s fellow employees, as an opportunity to participate in a class that is paid
for by the organization, and as a way to lose weight or feel better. Second, one-sided vs. two-

sided messages will be included as part of the new curriculum when addressing reasons for not
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participating. Examples include explaining not just reasons to attend the program (one-sided),
but articulating the reasons for why employees would not attend the classes. The two sided-
messages could include how people are often tired outside of work hours or are not interested in
working out during the workday. The third persuasion principle suggested for future employee
communications is source featured in a message, which is defined as adding quality to a message
by imparting trust via performers or experts (Atkin and Silk, 2009). New curriculum will be
delivered by the head of the current yoga program who is well known for her expertise in the
mindfulness subject. Fourth, realism and personalization strategy encourages using examples in
the courses that employees can easily relate to (Atkin and Silk, 2009). Subjects related to the
challenges faced in lives that are over-scheduled, traffic congestion, or bad weather are some
suggested topics for teaching new curriculum. Lastly, Atkin and Silk (2009) suggest that
attractiveness and vividness in a message can be enhanced by humor and entertaining styles.
Mirroring the approach by Google’s leader in mindfulness, Chade-Meng Tan, all messages could
be delivered with a hint of wittiness. Besides persuasion messaging, another recommendation
would be to further incorporate the idea of gratitude in the mindfulness teachings.
Gratitude as a Tool for Improving Evervday Happiness

In 2013, Jon Kabat-Zinn created a list of nine attitudes of mindfulness that help people
incorporate mindfulness into every moment (Kabat-Zinn, 2013). One of these attitudes is the
ability to have gratitude for the present moment. Gratitude allows people to not take things for
granted and Zinn believes that this creates a tool for mindful living (Kabat-Zinn, 2013).
Gratitude also enhances our interconnectedness with one another, which is a key idea of
mindfulness (Kabat-Zinn, 2013). In an experimental comparison, subjects who kept gratitude

journals on a weekly basis exercised more regularly, reported fewer physical symptoms, felt
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better about their lives as a whole, and were more optimistic about the upcoming week compared
to those who recorded hassles or neutral life events (Emmons & McCullough, 2003). As
previously reviewed, optimism leads to a more productive work environment and increased work
engagement. In addition, participants who kept gratitude lists were more likely to have made
progress toward important personal goals (academic, interpersonal and health-based) over a two-
month period compared to subjects in the other experimental conditions (Emmons &
McCullough, 2003). A daily gratitude intervention (self-guided exercises) with young adults
resulted in higher reported levels of the positive states of alertness, enthusiasm, determination,
attentiveness and energy compared to a focus on hassles or a downward social comparison (ways
in which participants thought they were better off than others). Furthermore, participants in the
daily gratitude condition were more likely to report having helped someone with a personal
problem or having offered emotional support to another, relative to the hassles or social
comparison condition. Compassion is a key idea of mindfulness, and gratitude is seen as a tool to
help foster these behaviors. In a sample of adults with neuromuscular disease, a 21-day gratitude
intervention resulted in greater amounts of high-energy positive moods, a greater sense of feeling
connected to others, more optimistic ratings of one’s life, and better sleep duration and sleep
quality, relative to a control group (Emmons & McCullough, 2003).

Structural and Organizational Development
Another recommendation would be to evaluate the structural and organizational
development at JuiceCo to include such topics as reviewing why employees feel like they are
overworked and unable to take a break during lunchtime for yoga. The organization could be
reexamined to better understand if there are not enough employees for the work that needs to be

accomplished or 1f strategy needs correcting in areas such as managerial spans of control and
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management leadership. To determine answers to these questions, an auditing team would need
to be brought on board to review the amount of work required in man-hours. This would involve
a detailed analysis of each team member’s activities per workday. The total employee-hours
would then be compared with the number of employees hired to perform the work.

This same auditing team could also identify how many subordinates is optimal for each
manager. Otherwise known as the span of control, this review allows the organization to identify
if too few or too many managers are required. The optimal span of control depends on the work
performed and daily tasks of the employees. For example, employees who have more repetitive
tasks such as factory line workers do not require many managers for a large team of employees.
Typically, these situations will have 30-50 employees per manager. Employees with decision-
making skills, on the other hand, typically require one manager per eight employees.

For the teams where the employees are not overworked or the span of control is correct, it
may be necessary to train management on how to send better messages to the employees. It may
be required for leaders to better understand the benefits of the mindfulness program and to
encourage their subordinates in this work. Basic management training courses can potentially be
useful in helping managers better understand and support the employees.

Future and Applied Research

As the popularity of workplace wellness programs continues to rise, issues of how to
effectively implement and communicate programs will remain relevant. One way for strategic
communication professionals to stay abreast of these tactics is to conduct thorough research with
employees about what they want to see in these programs and what motivates them to participate

mn such programs in the workplace.
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To extend the current study, further research that could be implemented would be copy
testing or message testing on the company-wide communications to see it the messages are clear
and effective for the intended target audience. Additionally, it may be helpful to obtain more
answered surveys from the employees and offer more incentives to complete the survey to see if
additional perspectives may add new value to the insights collected from this research.

A focus group or personal interviews with employees could also be implemented to dig
deeper into the results of the survey. It could be useful in a future study to better understand the
corporate culture as to why employees feel pressured to work through their lunch hour. It is
possible that there may be some cultural messages about the program that are subliminal, in that
they are not spoken about, but occur daily in the interactions among workers. A detailed focus
group or personal interviews with a sample of employees could potentially yield more
understanding of the lack of involvement in the present program.

Following the changes in the current program, it would be interesting to re-run the study
to see whether or not the changes were able to elicit any new opinions of the yoga program and
increase employee involvement. If no changes were demonstrated, further research could
examine how program strategies and messages can more effectively elicit involvement from a
larger proportion of staff. It would also be valuable to study the top several wellness campaigns
across organizations with similar programs and conduct studies on their messaging to measure
which components of the program are well received, and what aspects may need improvement.
As the development of mindfulness programs in the workplace evolve, it will be important for
corporate communication professionals, wellness teams, and business leaders to stay informed
on mindfulness programs to ensure the success and positive change that their work may bring

about.
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CHAPTER SEVEN
Strengths and Weaknesses of the Study

The current project has merit for strategic communication professionals, scholars and
mindfulness professionals. However, it has several limitations, which will be acknowledged and
discussed below.

There are several benefits to conducting surveys online, including the convenience for
participants and the low budget. Participants were able to complete the surveys in the comfort of
their own desk if they wished, and at a leisurely pace. Utilizing the Google forms service was
beneficial to the researcher as it was completely free of charge and customizable. It is important
to note that the surveys were not administered in a controlled lab setting; participants could
complete them at their convenience wherever Internet was available to them.

Due to the nature of online surveys, the researcher had little control over who took the
survey other than by using the qualifying question in the survey. In future surveys, it is
recommended to recruit a sample of an equally-sized group of attendees and non-attendees.
Another limitation to this type of research that involves personal perspectives and opinions is the
issue of bias in self-reporting. Some participants may not have been completely honest about
their opinions of themselves and the topics addressed due to shyness, or could perhaps have felt
tempted to give answers they thought the researcher wanted rather than giving true answers. As
convenience sampling was used for recruiting for both the surveys, this could provide a slight
bias in the sample.

Some of the strengths of this study included the ability to conduct a survey with a large
representation of the employees at JuiceCo. The researcher was fortunate to have been given

permission to administer the survey. The opinions of the employees strongly directed the study
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results and training plans. In addition, the researcher had access to the recording of the yoga
classes and easily was able to decipher the code for mindfulness keywords. This allowed the
study to reveal how many of Daniel Goleman’s keywords are being used in the program today,
which keywords are being used the most, and where there are gaps in references to mindfulness

principles.
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CHAPTER EIGHT
Conclusion

Gallup's research showed that employee engagement is strongly connected to business
outcomes that are important to an organization's financial success, such as productivity,
profitability and customer engagement. Engaged employees support the innovation, growth and
revenue that their companies require to win business and to compete in the marketplace (Adkins,
2016). Improved mindfulness leads to increased work engagement and the movement towards
mindfulness in the workplace is surging (Good et al., 2016). JuiceCo is pleased to be joining the
ranks of other organizations that sponsor mindfulness programs for their staff members, like
Google, Aetna, Mayo Clinic, and the U.S. Army (Jha et al., 2015; Tan, 2012; West at al., 2014
Wolever at al., 2012).

Daniel Goleman'’s books discussed the benefits of improving one’s mindfulness in the
workplace in both Emotional Intelligence and Focus. As reviewed, Emotional Intelligence has
four main constructs: self-awareness, self-management, social awareness, and relationship
management, and mindfulness training can develop these behaviors (Chaskalson, 2011). This
thesis details the background of the stress process model, diffusion theory, and how theory
informs the method with a review of the research questions.

As was seen, the stress process model outlined the detriments of stress in employees. Key
ideas that informed the method included the theory that 80% of employees see work as their
largest source of stress and that employees find work-related stress particularly difficult because
of their emotional involvement to the work. Secondly, diffusion theory was reviewed to include

the development of the theory, stages of diffusion theory, and typical characteristics. As
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explained, mass communication is valuable to initially inform the key public about the program,
but interpersonal communication has greater influence on the adoption of the program.

This project was a response to a request by JuiceCo to better understand the current yoga
program within its organization, as well as identifying what employees would like to see in a
future mindfulness program and what deliverables can follow from those findings. This project
therefore reviewed the proposed concept, explained the theoretical foundation and contribution
of this project, provided a rationale for the proposed new training modules in mindfulness, and
analyzed current programs via quantitative measurements with the following research questions:
(1) What is the level of mindful communication in the current program? (2) How satisfied are
employees with the current program? (3) What kind of training at JuiceCo could increase
knowledge and behaviors of workplace mindfulness?

Based on the results of the research, a new lunchtime class was recommended and
accepted by the Benefits and Wellness group at JuiceCo and created at a different class time. A
new evening time was discussed, but the students who currently attend the class were consulted
and they all preferred keeping the 6 p.m. start time. Because their opinions are highly valued, the
class time will not be changed going forward. In addition, all classes were changed from 60
minutes to 50 minutes. The start time begins at five minutes after the hour and will end at five
minutes before the hour to allow extra time to walk to the studio. After reviewing both sets of
results, it was also suggested to the wellness team that a more challenging class be added, such
as Pilates. The recommendation was accepted and the new class will be taught by one of the
favored instructors, Megan, according to the attendees’ survey responses. All of these changes
were communicated to employees on January 2, 2017 in a corporate-wide email (Appendix V). It

was clarified that the changes were a result of the survey. Fortunately, there were high levels of
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agreement among the employees and little disparity of opinions.

Other new additions to the program included ordering plastic green wristbands with an
inspirational message for all of the yoga participants. A photo of the wristbands can be found in
Appendix F. As Pearlin theorized in the stress process model (1983), the importance of social
support is highly valuable in relieving symptoms of emotional fatigue. With these new bracelets,
it is hoped that employees can easily identify each other in the hallways and elevators of
JuiceCo. Not only by recognizing individuals, but creating an awareness of the large number of
employees who do participate, it is hoped that employees will take comfort in comradery.

A last addition to the program was the identification and awards for the “yoga
champions.” Because both ditfusion theory and health messaging articulate the importance of
interpersonal communication and the value that leaders in the community bring to an initiative,
the yoga teaching staff identified 13 employees who attend the yoga classes regularly, recruit
colleagues, and generally support the program with enthusiasm. The top two yoga champions
will receive $10 gift certificates to Coffee Bean and Tea Leaf. The remaining 11 employees will
receive a §5 gift certificate. All yoga champions will receive a handwritten note from the
manager of the yoga program that articulates how their efforts in supporting the program are so
greatly appreciated.

It 1s hoped that the study at JuiceCo will be one example of a thorough research project
and furthering of a successful mindfulness campaign. As corporate organizations are more apt to
implement mindfulness programs, this initiative is a way to make the teachings and learnings
from traditional mindfulness programs more accessible. It is anticipated that JuiceCo will serve
as an Alpha project and that other organizations will add mindfulness to their in-house training

programs.
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Appendix A

Informed Consent Form for yoga teachers at JuiceCo who are invited to participate in research
for a study on mindfulness in the workplace.

Principal Investigator
Ingrid Greene
Institution
Pepperdine University
Project Title
Mindfulness in the Workplace
This Informed Consent Form has two parts:
* Information Sheet (to share information about the study with you)
» Certificate of Consent (for signatures if you choose to participate)
You will be given a copy of the full Informed Consent Form

Part I: Information Sheet
Introduction

I am Ingrid Greene, a graduate student in Pepperdine’s M.A. in Strategic Communication
program. [ am doing research on mindfulness and employee engagement as part of my final non-
thesis project. I am going to give you information and invite you to be a part of this research.
You do not have to participate; it is completely voluntary. You can talk to anyone you feel
comfortable with about the research before deciding if you would like to participate. This
consent form may include language you are not familiar with. [ am happy to clarify any
information for you if you have questions or concerns.

Purpose of the research

The purpose of the study is to help justify the need for these programs in additional
organizations. With more working mothers and longer working hours, it is necessary for
employees to retain their time for re-energizing through physical activity and meditation. It is
encouraged that more organizations implement these programs in order to both support their
employees and help their bottom line.

As a participant, you are providing me with insights, opinions and perspectives. Your
participation will help me illustrate how yoga programs instill ideas of mindfulness.

Type of Research Intervention

This research will involve your participation as a teacher of yoga that will take about one hour
total.

Participant Selection

You are being invited to take part in this research because you are a teacher of yoga at JuiceCo.
Voluntary Participation

Your participation in this research is entirely voluntary. It is your choice whether to participate or
not. You may change your mind later and stop participating even if you agreed earlier.
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Procedures
We are asking you to simply teach your yoga class as you normally do.

The class will take place at the yoga studio in JuiceCo, and no one else but the students and
yourself will be present during the discussion. I will not be there during the discussion to avoid
any bias. The entire discussion will be tape-recorded, but no one will be identified by name on
the tape. The tape will be kept secure in a locked file on my laptop and external hard drive. All
information is confidential, and no one but myself will have access to the recording. The
recording will be destroyed upon the completion of the project in December 2016.

Duration

The data collection will take place during the month of September 2016, and the data analysis
will take place the rest of the month and will be completed by early October. Other than this one
yoga class, you have no other commitments to this study. There are no follow up classes
planned. This class will last approximately one hour.

Risks

There is a small risk that you may share some personal or confidential information by chance, or
that you may feel uncomfortable talking about some of the topics. However, we do not wish for
this to happen.

Benefits

There will be no direct benefit to you, but your participation is likely to help the researcher build
an ethical and effective campaign for furthering wellness in the workplace. This project aims to
be a case study, which other communication and business scholars can use as an example of
improving employee engagement via yoga and mindfulness.

Reimbursements
None.

Confidentiality

The research being done in the Pepperdine community may draw attention and if you participate
you may be asked questions by other people in the community. We will not be sharing
information about you to anyone outside of the research team. The information that we collect
from this research project will be kept private. Any information about you will have a number on
it instead of your name. Only the researchers will know what your number is and we will lock
that information up with a lock and key. It will not be shared with or given to anyone except the
primary researcher and the moderator.

Sharing the Results

Nothing that you tell us today will be shared with anybody outside the research team, and
nothing will be attributed to you by name. The knowledge that we get from this research will be
shared with you and your community before it is made widely available to the public. Each
participant will receive a summary of the results if interested. Please contact the primary
researcher if you are interested in seeing the results of this study.
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The knowledge attained from this class will be discussed in the final document that accompanies
my final project. At the final defense, my faculty committee and other communication division
faculty members will get to read about the findings from the study. These findings will have no
names attached, and will simply highlight the key insights that the focus group brought to light.
Following the defense, the final project will be bound and printed and kept at Pepperdine
University. It 1s possible that the research may be published in the future to help other scholars in
communication learn from the research.

Right to Refuse or Withdraw

You do not have to take part in this research if you do not wish to do so, and choosing to
participate will have no consequence to you in any way. You may stop participating in the
discussion at any time that you wish without consequence.

Who to Contact
If you have any questions, you can ask them now or later. If you wish to ask questions later, you
may contact any of the following: Ingrid Greene, 310 382 6942/igreene@pepperdine.edu.

You can ask me any more questions about any part of the research study, if you wish to. Do you
have any questions?

Part 1I: Certificate of Consent
I have been invited to participate in research about mindfulness in the workplace. I have
read the foregoing information, or it has been read to me.

I have had the opportunity to ask questions about it and any questions I have asked have
been answered to my satisfaction.

I consent voluntarily to be a participant in this study.

Print Name of Participant

Signature of Participant Date

Statement by the researcher/person taking consent:
I have accurately read out the information sheet to the potential participant, and to the best
of my ability made sure that the participant understands that the following will be done:
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Codes, Definitions, and Exemplars

Terms Definition Exemplar
Ability to find focus, strengthens the
brain’s circuits for attention, calms body
from stress arousal, recover more
quickly from upsetting emotions; an
amount of air that you take into your "Find your breath", "breathe deep", "pay
1|Breathe/Breathing lungs attention to your breath"

Calm/Peace

a state of tranquillity

"The peace and tranquility lies within",
"Listen to the calm around you"

Aware/Awareness/Self-
Awareness

attune to inner signals, recognize how
feelings affect a person and their job
performance; integrate guiding values
into their work, deduce the best course
of action. See the big picture and be
genuine. Recognizing one’s emotions
and their effects.

"Move your body with awareness and grace”,
"Be aware of your body", "Yoga increases our

self-awareness"

Empathy/Caring/Underst
anding

Understanding people’s perspective the
world. Sensing others’ feelings and
perspectives, and taking an active
interest in their concerns.

"With clarity comes better understanding",
"Empathy allows us to best communicate
with others", "Good leaders are caring"

Feel/Feelings

Emotionally adapt domain in life; an
awareness by your body of something in
it or on it; an emotional state or
reaction

"Feel your body", "What are your true
feelings?", "Feel the stretch"

A strong sense of one’s self-worth and

"Have caonfidence in who you are today",
""Trust your intuition

"o

, "Feel your heart

6|Confidence/Trust/Heart |capabilities. space"
Trustworthiness; the quality of being "the integrity of the pose", "what is the truth
7 | Integrity/Truth honest and fair here really?"
"Yoga opens us up to be more optimistic",
"Clarity allows us to get rid of the cobwebs in
Persistence in pursuing goals despite our brain", "After a yoga practice, the world
8| Optimism obstacles and setbacks doesn't look so dark"
An engagement or obligation, aligning
with the goals of the group of "It is our duty to be our true selves", "Commit
9| Commitment/Duty organization to just ten minutes a day",

10

Sensitivity/Sensitive

insightful and intelligent enough both to
recognize and comprehend own
emotions

"Be sensitive to those around you",
"Understand any sensitivities and where they
are coming from"

"Observe your emotions", "Yoga allows us to

11 [Emotions impulses, articulation of feelings regulate our emotions"
the emotional or mental qualities
necessary in dealing with situations or
events that are distressing or difficult;
the quality that allows someone to deal
with problems in a determined and "Feel the energy in your body", "Feel the
effective way, staying unphased by strenght of your tummy muscles”,
12 |Energy/Strength opposition Understand the energy you have within"

71
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Codes, Definitions, and Exemplars (continued)

Terms Definition Exemplar
a receptive state of mind predisposing
to action; a prevailing attitude; a "Bad moods and good moods will come and
conscious state of mind or predominant [go", "Were you in a bad mood or did you
13 [Mood emotion; a feeling have a bad day? What did you do?"
"Understand the relationship between self
the way in which two or more people or [love and loving others", "When you go home
14 [Relationship things are connected and have relationships...."
"Move your arm with control”, "Do you find
keeping disruptive emotions and yourself wanting to control?", "Creating self-
15 | Control/Self-Control impulses in check control outside of the yoga studio"

to pay attention to someone or
something in order to hear what is
being said; connection, empathy, and

"Listen to the sound of your breath"”, "How
often do we speak when we should be
listening?", "Do you typically think when you

16 | Listen open communication should be listening?"
a lack of sound or noise; taking time out |"Can you hear the silence?", "Quiet doesn't
to do nothing; doing something that happen very often", Understand the value of
17 |Silence/Quiet opens our minds to a deeper sensibility |silence

18

New |deas/Idea

something that you imagine or picture
in your mind; fresh perspectives; risks in
thinking; original connections and
patterns that others overlook;
originality;

"New ideas very often are the result of time
spent resting”, "If thoughts or ideas from this
morning or later today, come back into your

mind, let it go"

19

Attention

notice, interest, or awareness; precious
resource; keep in mind whatever
information is salient

“Pay attention to your breath and body",
"Hold your attention in the present moment"

20

Be in the moment/Be
here now

the present time; orientation not in
future or in the past

"Bring your mind back into the room", "If
thoughts or ideas from this morning or later
today, come back into your mind, let it go"

a feeling of appreciation or thanks;

"consider one thing that went well today and
the person who caused that", "thank yourself

for coming today", "consider someone you're

21 |Gratitude recognizing what we have thankful for"
"Be open to new experiences", "Open your
22 [Open feel emotions never felt before heart space", "Open your legs, arms, etc"
23 |Stretch increase capability and confidence "Stretch your body"
relaxation method, intervention in "Meditation has power", "Let's sit in quiet
24 | Meditation stress reactivity, stress buffer meditation for a few minutes"
"If you body is less flexible today, there is no
need for judgement"; "Non-judging allow us
25 |Non-judgement not toa critical of other people to be open to new perspectives and ideas"
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Employee Survey
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Thank you for taking the time to complete this survey. At the end of the 4-minute survey,

you may fill out a separate contact form to be entered into a raffle for an Amazon gift card in
exchange for your participation. Please know that the contact form is unique from your survey

and all of your answers will remain anonymous.

* Required

L. Age Mark only one oval.
15-20

21-30

31-40

41-50

51-60

61-70

70+

I prefer not to answer

2. Gender

Check all that apply.
Female

Male

Prefer not to say

3. Have you attended yoga classes at JuiceCo? * Mark only one oval.

Yes Skip to question 4.
No Skip to question 15.

Program Feedback - Current Attendees
Tell us about your experience with the yoga program at JuiceCo.
4. How many classes have you attended over the last 12 months?
Mark only one oval.
1-5 (rarely do I make it to class)
5-30 (avg 1-2 times per month)
30-50 (avg once a week)
50-150 (avg 1-2 times per week)
150+ (avg 3-4 times per week)
On a Likert Scale: 1 = Disagree; 7= Agree
I greatly enjoy the teachers in the program.
I love the convenience of the studio.
The lunchtime time slots are perfect for me (12-1p.m., M-F).
The evening time slot is perfect for me (6-7p.m., Tuesdays).
I enjoy the opportunity for physical activity during the workday.
I enjoy the frame of mind encouraged by yoga.
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I am greatly satisfied with the yoga classes.
I am greatly satisfied with this program.

Write-In

If there 1s something about the program that you greatly enjoy and that we haven't already
mentioned, please tell us about it.

If there 1s something about the program that you could change, please tell us about it.

Program Feedback - Non-Attendees
Tell us more about why you haven't attended the yoga program at JuiceCo.

On a Likert Scale: 1 = Disagree; 7 = Agree

I don't like yoga.

I don't have time during the workday.

There is something about the teachers that I don't like.

I don't like to sweat during the day.

I'm just not interested in working out during lunchtime or in the evening.

I don't feel the need to participate in the program in addition to my existing workout routine.

Write-In:

If there 1s another reason that stops you from participating in the yoga program, please write
it in below.

If there was something that could encourage you to participate in the yoga program (e.g.
another time slot, another teacher, etc.), please write it in below.
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Appendix D
Email to Employees Informing Them of The Survey

December 2016

Dear Employees,

This month, the wellness team is looking to collect your thoughts on the current yoga
program, including parts of the program that you like and parts that you think could be improved.

We invite you to complete a brief online survey, which takes about 1 minute to complete.
The results are used in our ongoing efforts to improve our wellness offerings and services. The
survey will be available for the next seven days and all answers will be anonymous. At the end
of the survey, you are invited to fill out a unique form that enters you into a raffle for an Amazon
gift card valued at $25.

We hope you have a wonderful, safe, and happy holiday season. Below is the updated
teaching schedule to account for everyone’s time out of the office.

Kind regards,

Ingrid S. Greene

Coordinator of Yoga Program
JuiceCo
Ingrid.s.greene@gmail.com
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Appendix E
Email to Employees Informing Them of Changes to Program Based on Survey Results
January 2017

Dear Employees,

Thank you to the 87 employees who filled out our survey last month. We are very
grateful! We heard from both participants and non-participants of the yoga program and we will
be rolling out some improvements because of your voices.

First, we will be adding a class on Monday mornings that incorporate more pilates-based
principles. Over the last few months, Megan has been teaching a class at Playlist Yoga in West
Hollywood that focuses greatly on the core, gluteus, and thigh muscle areas. We hope you will
enjoy this new addition and which will leave you a few calories lighter after each class. The
timeslot for ‘Yogalates’ will be 11:35am-12:25p.m. on Mondays. Megan will teach her
regular yoga class immediately after (12:35pm-1:35p.m.), so now you will have two
opportunities to get fit at the beginning of the week!

Next, we would like to address the slowness of the elevators and the request to grab some
lunch before or after class, while still not being away from your desk for too long. For these
reasons, all lunchtime classes will now be 50 minutes in length. They will start at five minutes
after the hour (or half-hour) and end at five minutes before the hour (or half-hour). For the
revised time schedule, please see below.

Lastly, as many of you know, the building maintenance staff has opened up the stairwells
to allow employees to move smoother throughout the building. The stairs are also open via the
outdoor alley into the basement. If you have a hard time finding the way, please ask Luis at the
security desk to direct you. It’s not a simple path, but safe and effective for finding the yoga
room.

Kind Regards,

Ingrid S. Greene

Coordinator of Yoga Program
JuiceCo
Ingrid.s.greene(@gmail.com



Appendix F

Photo of Green Plastic Wristbands for Yoga Participants
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