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Preface 
 

Hereby, I present my Company Project for my final thesis which is part of my final course; LYCar. 

The aim of my thesis is to inspire leaders to incorporate mindfulness in their day-to-day activities 

to decrease the amount of perceived stress by employees. Furthermore, I want this research to aid 

in the acceptance of alternative leadership methods. 

Initially, I aimed to work alongside a fast-growing tea purveyor, Jing Tea. However, the current 

COVID-19 crisis forced them to downsize which, in turn, eliminated the opportunity for me to work 

alongside them. Consequently, I approached a smaller tea purveyor that is aiming to make an 

impact on the business industry through the philosophies of tea. Thus, I was advised to conduct a 

research regarding the applicability of eastern philosophy on the western business industry. 

However, the placement company and I managed to specify the research into how mindfulness-

based interventions can impact the perceived stress by employees. The tea industry has been a 

subject of my interest for a couple of years and my personal experiences in the industry have 

provided me with different perspectives on ways to reduce perceived stress and its possible 

impacts on leaders. 

Therefore, this study is focused on the impacts of mindfulness-based interventions on the 

perceived stress by employees. This study features a problem analysis regarding the need for this 

study along with an in-depth literature review and a methodology that ensured a reliable and 

structured way of data collection. Moreover, the results are showcased as well as the discussion 

and the recommended product that was designed for Grass People Tree.  

Hidde Stok 

  



                                                     Hotelschool The Hague | LYCar Company Project | Hidde Stok  

3 
 

Acknowledgements 
 

First and foremost, I would like to thank my coach, Mr. Juan Plijnaar, for his support throughout 

the process of writing this thesis. I am especially grateful for the motivational support that I have 

received during tough times. Thank you for challenging me and for all the feedback that you have 

provided me with. It was an experience I will never forget. 

Moreover, I would like to thank my mentor, Dr. David Brannon. I would not have performed as well 

as I did without him. Thank you for supporting me throughout my Hotelschool career. 

I would also like to give thanks to Rui Liu, my placement client, for her dedication towards my 

growth and providing me with an excellent internship. Moreover, I would like to thank all my 

colleagues at Grass People Tree for welcoming me and believing in me. 

Furthermore, I would like to thank the companies that allowed me to conduct my research with 

their staff. This report would not have been feasible if it were not for them. 

Finally, I would like to express my gratitude towards my parents and friends for keeping me 

grounded and the continued support throughout all of my studies. I would not be the person I am 

today without them. Thank you. 

 

 

 

  



                                                     Hotelschool The Hague | LYCar Company Project | Hidde Stok  

4 
 

List of Abbreviations 
App.   Appendix 

CLP  Career Launching Plan 

GPT  Grass People Tree 

HTH  Hotelschool The Hague 

LYCar  Launching Your Career 

 

 

 

 

 

 



                                                     Hotelschool The Hague | LYCar Company Project | Hidde Stok  

5 
 

Executive Summary 
 

The objective of this report is to demonstrate the execution of discovering the impact mindfulness-

based interventions have on the perceived stress by employees. The LYCar report is the final 

constituent of the degree, and the achievement is to graduate from Hotelschool the Hague. This 

research report is made up out of two segments: the LYCar Company Project and the LYCar Career 

Portfolio. The Company project is based on primary and secondary research and consists out of six 

segments containing the problem definition, literature review, research methodology, results, 

discussion and delivered product.  

The overall employee stress levels have increased with almost 20% over the last three decades 

and currently, the biggest source of stress at the workplace is one’s boss (Korn Ferry, 2018; 

Chamorro-premuzic, 2020). As stress is transferable from person to person, it is of importance that 

managers are able to manage their personal stress. Therefore, the available stress-management 

methods utilized by leaders can make the difference in the prevention or occurrence of stress and 

burnout. Following evaluation, the research question looked at how mindfulness-based 

interventions impact perceived stress levels by employees? 

Moreover, a review of the literature was conducted that questions, argues and underpins 

previously mentioned research with regards the relationship between the independent, dependant 

variables along with the impact of the moderator on this relationship. As little research has 

focussed on mindfulness-based interventions in combination with the implications of a leadership 

style on their employees, further research is required. In order to guide this research, 3 questions 

are suggested: 

• Are there currently leaders that use mindfulness-based treatments to manage their stress? 

If so, how does it affect their personal perceived stress? 

• How is stress in the workplace measured? 

• How does transformational leadership affect the work environment? 

Following the literature review, a quantitative and qualitative research approach is discussed to 

collect data by the means of a survey and interviews. The research aims at the collection of 

perceived stress of employees before and after the implementation of mindfulness-based 

interventions amongst managers. Prior to the intervention, employees have completed a survey 

that measures their perceived stress.  

Moreover, the researcher interviewed managers, which provided more in-depth information 

regarding the managers’ leadership style, their opinions towards mindfulness-based interventions 

and their stress management methods. At the end of the intervention, employees once again 

received a survey to measure their perceived stress to see whether the mindfulness-based 

intervention has had any effect. 
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Regarding the analysis of the qualitative data, it showed that all managers had a similar leadership 

style (Either Laissez-fair or transformational) and were open to the idea of using mindfulness as a 

stress management tool.  

However, upon analysing the quantitative data using SPSS, it became clear that no significant 

difference could be identified as the sample size was too small. Nevertheless, when a frequency 

analysis had been conducted of the results, a positive pattern could be identified. The results 

indicate that the perceived stress levels of employees prior to the implementation of the 

mindfulness-based intervention were higher than at the end of the intervention. 

The results were then discussed to assess any theoretical implications, limitations to the research 

and future recommendations for further research. Concerning the limitations of this research, the 

most obvious limitations were the COVID-19 pandemic influencing the researchers’ capabilities as 

well as the fact that stress is highly dependent on the individual experiencing it. Meaning that it is 

subject to a broader range of dependent factors and can therefore be influenced by factors outside 

of the workspace.  

Additionally, this research can serve as the foundation for further research as it provides a clear 

overview of the impacts of mindfulness-based interventions on the perceived stress of employees. 

The researcher specifically recommends to research employee behaviour, cultural background, 

performance outlook and the impacts of mindfulness-based interventions on transactional leaders. 

Following the research, the researcher recommends a product to be implemented as this research 

is being done by the order of Grass People Tree. As Grass People Tree provides trainings 

incorporating traditional Chinese wisdom and mindfulness, they were looking for ways to market 

and underpin this service to the business industry. Consequently, an implementation plan was 

created to utilize and implement the effectiveness of mindfulness-based interventions. The plan 

proposes to implement mindfulness-based interventions among managers to reduce the stress in 

the workspace. This implementation will be done by following a personalised change model that 

was inspired by Prosci’s ADKAR, Kottler eight-step and Cummings & Worley's five activities. 
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Glossary 
Transactional Leadership Transactional leadership focuses on results, conforms to the 

existing structure of an organization and measures success 

according to that organization's system of rewards and penalties. 

Transactional leaders have formal authority and positions of 

responsibility in an organization (STU, 2018) 

Transformational 

Leadership 
Transformational leadership serves to enhance the motivation, 

morale, and job performance of followers through a variety of 

mechanisms; these include connecting the follower's sense 

of identity and self to a project and to the collective identity of the 

organization (Bass and Bass, 2009) 

Mindfulness The awareness that emerges through paying attention on 

purpose, in the present moment, and nonjudgmentally to the 

unfolding of experience moment by moment (Kabat-Zinn, 2003). 

Mindfulness-based 

Interventions 

Programs that are designed to train individuals to cultivate 

mindfulness and incorporate its practice into daily life (Shapero et 

al., 2018) 
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Introduction 
Stress in the workspace has long been recognised, and a multitude of studies were conducted in 

order to understand the causes and investigate possible solutions. Over the past few years, the 

type of leadership style has received an increasing amount of attention regarding its impacts on 

the perceived stress in the workspace. Mindfulness-based interventions are mentioned as a 

possible solution to reduce the perceived stress among individuals. However, these studies do not 

provide an insight into the effectiveness of mindfulness-based interventions in the workplace.  

My placement company, Grass People Tree (GPT), is a tea vendor that focusses on the sharing of 

ancient Chinese traditions as well as educating others in the craft and philosophy of tea. They also 

provide trainings incorporating traditional Chinese wisdom and mindfulness. In order to market and 

underpin this service to the business industry, my placement company has assigned me to 

investigate the possible impacts of mindfulness-based intervention on the perceived stress by 

employees. 

This research paper consists out of two sections: The Company Project and The Career Portfolio. 

The first section focuses on the academic research regarding the impact of mindfulness-based 

interventions on the perceived stress by employees. This section comprises a problem definition, a 

literature review, a research methodology, the results and a discussion to evaluate the findings. 

Moreover, it presents a recommended implementation plan for GPT to incorporate mindfulness in 

their services offered. 

The second section showcases how the hospitality, managerial and international components were 

included and exploited in the research and deliverables. Additionally, the career portfolio serves as 

a section where the researcher reflects upon his professional learning, his own progress and his 

development as an Intercultural Hospitality Leader.  
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1. Problem Definition 
 

Decades of scientific research show that stress and anxiety are prevalent problems at work, 

contributing to deficits in employee morale, well-being, and productivity (Chamorro-premuzic, 2020).  

The increasing number of individuals suffering from stress is a pressing issue that results in 

complications to the individual's physical and psychological health. Stress refers to the 

physiological and/or psychological arousal that occurs when an individual perceives a threat 

(stressor) to something of value to them and that stressor taxes or exhausts the resources they 

have available to confront it (Hobfoll, 1989; LePine et al., 2004; Lazarus and Folkman, 1984). A 

stressor can be any attribute related with a job that may need an employee to adjust to avoid 

harmful effects and/or has the potential to harm employees’ well-being (Harms et al., 2017), even if 

the stressor is seemingly perceived as positive (Pavisic, 2017).  

Individuals, groups, and organizations confronted with threats to their well-being will experience 

stress. The perception of stress, however is highly dependent on the individual experiencing it, 

meaning that it is subject to a broader range of dependent factors (Stubbs et al., 2017; Ghorbani 

et al., 2008; Pozzebon et al., 2016).  In other words, not all stressors will result in negative 

reactions, but if there are negative reactions, they must have been the result of stress inducing 

events (Harms et al., 2017).  

Although stress researchers have argued that moderate levels of stress can be useful for activating 

certain behaviours and cognitions, too much stress may result in being detrimental to the 

individual's physical and psychological health (Cohen et al., 2007; Schutte et al., 2000; Melamed 

et al., 2006; Srivastava and Krishna, 1991).  

Currently, leaders are known to have higher stress levels than non-leaders, and as leaders have 

a direct effect on their employees’ stress and anxiety levels, the occurrence of stress among 

leaders should be minimised (Chamorro-premuzic, 2020). It often seems like leadership becomes 

an important aspect when things are not going as planned. Therefore, it should be no surprise that 

leaders often report being under considerable stress. The Centre for Creative Leadership reports 

that 88 % of leaders say that work is the primary source of stress in their lives (Campbell et al., 

2007; Harms et al., 2017).  

As employees’ perceived stress and anxiety levels are directly affected by their management 

(Chamorro-premuzic, 2020), the available leadership style can make the difference in the 

prevention or occurece of stress and burnout. Additionally, 28 % of employees state that their 

main cause of stress are people related issues, including stress induced by their supervisors (See 

figure 1) (Boyd, 2020). Thus, leadership can be the source of increased stress, negative emotions 

and negative outcomes amongst employees. Nevertheless, leadership  can also contribute to 

employees’ mental well-being and result in positive outcomes (Bass and Bass, 2009).  

https://books.google.com/books?hl=en&lr=&id=omfgDQAAQBAJ&oi=fnd&pg=PA163&dq=leadership+engagement+dark+side+bright+side+judge&ots=Futo1a7My0&sig=NmfZurXGKDV-Fj14IFtfmbfN_so#v=onepage&q&f=false
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Figure 1: Main Causes of Stress among employees (Boyd, 2020). 

Some research has been conducted in regard to the impact mindfulness has on individuals. 

However, due to the heterogeneity in effects across disorders, the uneven distribution of studies 

across disorders, the relative scarcity of direct comparisons between mindfulness-based therapies 

and other first-line treatments results in a lack of firm recommendations (Goldberg et al., 2018). 

Additionally, hardly any scientific research has been conducted on the impacts of mindfulness-

based intervention on specific leadership styles. Therefore, this research needs to be executed with 

specific mindfulness-based interventions and specific stress-related disorders.  

Over the past two decades, mindfulness-based interventions have experienced a marked increase 

in scientific and popular interest (Goldberg et al., 2018). Mindfulness-based therapies are, in 

general, of similar potency with first-line psychological and psychiatric interventions when 

compared directly and they are superior to other active comparison conditions (Ibid).  

In three decades the overall employee stress levels have increased with nearly 20% and currently, 

the biggest source of stress at the workplace is one’s boss (Korn Ferry, 2018). An important aspect 

of stress is that it is transferable, meaning that if the manager feels stress acutely, they tend to 

pass it on to their employees by their own high-tension behaviour (Ibid). Resulting in the fact that 

the burnout scores among individuals who work in the same unit are more similar than those of 

individuals who work in different units doing similar kinds of work (Cohen et al., 2007; Schutte et 

al., 2000; Melamed et al., 2006; Srivastava and Krishna, 1991). Therefore, it is of importance that 

managers are able to manage their personal stress. The particular type of manager in the 

organisation and their style of leadership can affect the level of stress and well-being experienced 

by individual employees (Erskine and Georgiou, 2018). The specific type of leadership style in 

combination with their stress management methods may affect the occurrence of stressors in two 

separate ways: as an antecedent or as a moderator.  

Consequently, the question that arises is that each different type of leadership style might have a 

different impact on the level of stress and the overall well-being of individual employees. If this is 

the case, what factors contribute to why different leadership styles have different impacts? The 

analysis shown above provides clear research context and reason for research into what the 

impacts of specific leadership styles are on the perceived stress by employees along with the 

possible effects of mindfulness-based interventions. The aim of this research will be to analyse and 
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gain an understanding of the relation between mindfulness-based interventions and the perceived 

amount of stress by individual employees, whilst analysing what factors contribute to each 

leadership style.  

In order to evaluate the entirety of the research, a conceptional model has been assembled 

identifying the dependant and independent variables of the research located in figure 2. This model 

will be utilized in the literature study in order to achieve an accurate analysis and concrete sub-

research questions.  

 

 

 

 

 

 

 

Figure 2: Conceptional model of the research. 

Based on the information above, the following main research question is presented: 

 

 

 

 

 

  

How do mindfulness-based interventions impact perceived stress 

levels by employees? 

Dependant variable: 

Perceived stress 

Moderator: 

EQ 

Independent variable: 

Mindfulness-based 

intervention 



                                                     Hotelschool The Hague | LYCar Company Project | Hidde Stok  

14 
 

2. Literature Review 
 

This literature review will question, argue and underpin the research that has been conducted 

above with regards to the relationship between the independent and dependant variables along 

with the impact of the moderator on this relationship. This review followed the HTH Writing Guide. 

The researcher utilized databases called Ebsco and PsycInfo along with standard internet searches 

by using Google Scholar. The researcher used search terms such as “stress”, “leadership”, 

“employees” and “stress management”.  

Leadership & Stress 

Employee morale, well-being, and productivity suffer from prevalent problems at work such as 

stress and anxiety (Chamorro-premuzic, 2020). Existing research has highlighted the importance 

of specific leadership styles with regards to the creation of stressors (Boyd, 2020) and the 

perceived amount of stress among employees (Bass and Bass, 2009). However, there is limited 

research available regarding the relationship between leadership styles and the perceived amount 

of stress among employees. A study published to ‘The Leadership Quarterly’ showcases a meta-

analysis regarding the relationship between leadership and stress. However, as this study is a 

meta-analysis it contains no research of itself and the research it refers to is mainly quantitative 

research from a problem perspective (Harms et al., 2017).  

A study that approaches the topic differently is the Bass and Bass handbook. Which argues that, as 

leadership is the number one reason of stress among subordinates, leaders who pursue 

transformational factors manage to decrease the perceived stress among employees (Bass and 

Bass, 2009). A closer look to the literature on stress and leadership, however, reveals a number of 

gaps and shortcomings as various of the used sources are already outdated. Therefore, it is of 

importance to take a closer look into recent studies.  

One aspect that has increasingly received attention in literature concerns whether the particular 

type of manager, leader or supervisor in the organisation and their style of leadership affects the 

level of stress experienced by employees (Erskine and Georgiou, 2018). Thus, in many ways, 

stress and leadership are inextricably linked with one another. It often seems like leadership 

becomes most necessary when things are going poorly. There are a number of reasons why a 

leader might play an outside role in the well-being of their subordinates (Harms et al., 2017). To 

begin with, an individual's supervisor is often considered “the face” of the organization for an 

employee and a lens through which their work experiences are viewed (Gerstner and Day, 1997). 

Moreover, leaders play an outsized role in the lives of their subordinates because of their ability to 

distribute or withhold material or social resources (Fiedler, 1992; Van Vugt et al., 2008). 

Transformational leadership, which typically entails a positive outlook, providing a compelling 

vision to guide efforts, and being supportive of followers is therefore an appropriate 

operationalization of this set of behaviours (Bass and Bass, 2009).  

The leadership style that will be highlighted in this research is transformational leadership. 

Transformational leaders aim to create benefits for both themselves and their employees, therefore 

this leadership style showcases increased well-being,  health,  and  productivity coupled  with  

reduced  absenteeism  and  sickness absence (Erskine and Georgiou, 2018). Whereas, the opposite 

leadership style, transactional leaders, aims to create an environment where successfully carrying 
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out roles and assignments is of the highest importance. However, this leadership style does tax the 

employees more as they only receive recognition upon successfully doing something (Bass et al., 

2003; Erskine and Georgiou, 2018). Nevertheless, both of these studies conducted qualitative 

research with individuals who state that they are inexperienced in their job, which affects their 

performance. Therefore, the experience of each employee should be taken into consideration.  

The term transformational leadership was first coined in 1973 and the concept is therefore still 

relatively new (White, 2018). The emergence of transformational leadership depends in part on the 

context in which the leader and followers interact (Bass et al., 2003). Transformational leadership 

is more likely to reflect social values and to emerge in times of distress and change while 

transactional leadership is more likely to be observed in a well-ordered society (Bass and Bass, 

2009). Additionally, transformational leadership has risen in popularity over the past years as it is 

said to reduce stress among employees and increase performance (Erskine and Georgiou, 2018). 

Nevertheless, the perceived stress of employees has increased over the past few years even 

though the practice of transformational leadership has become more common (Lipman, 2019). 

Thus, further research is required as to why the perceived stress by employees continues to rise.  

Prior to the introduction of charismatic–transformational leadership theory into the literature (Bass 

and Bass, 2009), most researchers referred to transactional contingent reinforcement as the core 

component of effective leadership behaviour in organizations (Bass et al., 2003). Exhibiting 

transactional leadership meant that followers agreed with, accepted, or complied with the leader in 

exchange for praise, rewards, and resources or the avoidance of disciplinary action. Rewards and 

recognition were provided contingent on followers successfully carrying out their roles and 

assignments (Ibid). However, in the past few years people are speaking against its rigid ideology 

where it focusses on the success of individuals rather that the group (FoW, 2016).  

Mindfulness 

 

Stress is one of the most common side-effects of the educational and business industry. Without 

proper coping strategies, all those involved might experience burn-out syndrome, anxiety and 

avoiding behaviour (Raluca Simion, 2016; Chamorro-premuzic, 2020). One promising coping 

strategy is the implementation of mindfulness-based interventions. A study regarding mindfulness-

based interventions, highlights that mindfulness treatments are similarly potent with first-line 

psychological interventions. The study aimed at its impact on psychiatric disorders. Disorders such 

as anxiety, depression and smoking are heavily related to the perceived stress (Stubbs et al., 

2017; Ghorbani et al., 2008; Pozzebon et al., 2016). Initially, mindfulness-based interventions 

would be administered to a group of individuals over an 8-week period. The results it yielded were 

very promising in the combat toward reducing stress (Shonin et al., 2013). However, due to the 

heterogeneity in effects across disorders, the uneven distribution of studies across disorders, the 

relative scarcity of direct comparisons between mindfulness-based therapies and other first-line 

treatments results in a lack of firm recommendations (Goldberg et al., 2018). Thus, as the authors 

of the study note, more research is required to the specific relationship between perceived stress 

and mindfulness-based treatments. Meaning that there is an opportunity for GPT to underpin this 

theory.  

Regarding leadership, it appears that there is a negative relationship between transformational 

leadership and depressive/stress symptoms. Thus, if an individual possesses a high level of 
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transformational leadership, employees will portray higher levels of occupational self-efficacy and 

perceived meaningfulness of the work, which, in turn, were associated with low level of stress 

symptoms (Perko et al., 2014). Additionally, an important factor of being a transformational leader 

is the ability to stimulate intellect and to pay attention to the individual (Das, 2012; Bass and Bass, 

2009). A way of stimulating intellect and paying attention to the individual is through mindfulness-

based interventions. Moreover, research has found that the practice of mindfulness helps to 

develop a transformative leader style. As transformative leadership has strong associations with 

follower motivation, confidence, creativity, questioning the status quo, going beyond self-interest 

and working for the collective good they tend to enhance the organizational effectiveness (Taggar 

and Saaransh, 2020). Mindfulness-based interventions aid individuals into becoming more 

compassionate, empathetic and increase their state of awareness. These components are pivotal 

characteristics leading towards the transformative leadership behaviours of caring and 

understanding (Ibid).  

Additionally, an increasing number of organizations are turning towards mindfulness training, a 

program that usually includes mindfulness meditation as a core component. They do so with a 

diverse set of objectives such as reducing stress, improving employee well-being, improving 

emotional intelligence, or improving performance (Reb and Choi, 2014). Moreover, the practice of 

mindfulness-based interventions as a complementary health approach has more than tripled from 

2012 to 2017 in the United States (Clarke and Stussman, 2018). This indicates that the inclusion of 

mindfulness-based interventions in services offered is a sought-after product and therefore can be 

utilized by GPT.  

Furthermore, it appears that short-term mindfulness-based stress reduction interventions yield the 

same results as the traditional long-term mindfulness-based stress reduction interventions and 

first-line interventions psychological (Stubbs et al., 2017; Ghorbani et al., 2008; Pozzebon et al., 

2016; Klatt et al., 2009). Meaning that short-term interventions have a higher pragmatic value to 

populations with limited time and space (Klatt et al., 2009). To ensure a thorough and effective 

implementation of mindfulness-based interventions, one would need to look into the adaptation of 

the program format to the needs of different target populations (Michalak et al., 2020). Moreover, 

identifying the skills that therapists need to effectively teach mindfulness and establishing 

standards for teacher training is an important task for implementation research (Ruijgrok-Lupton et 

al., 2018).  

Conclusion 

The impacts of transactional and transformational leadership styles on the perceived stress among 

employees have been investigated in the literature along with the effectivity of mindfulness-based 

interventions. Even though the conclusion has led to mixed results, it seems that there is a 

significant relationship between leadership styles and the perceived stress among employees. A 

possible solution to the increasing stress levels among employees and leaders can be the 

implementation of mindfulness-based intervention, which will sustain mental health and increase 

performance. If the mental well-being in a company is high, the overall performance of individual 

employees will greatly increase (Armitage and Keeble-Ramsay, 2015). In the literature, most of 

the studies based their findings on quantitative data collected through surveys which only 

measured their queries on a single point in time. To this end, further research is needed, and 

investigating the opinions of leaders and employees is crucial to understand the link between 



                                                     Hotelschool The Hague | LYCar Company Project | Hidde Stok  

17 
 

specific leadership styles, mindfulness and the perceived stress by employees (Lazarus and 

Folkman, 1984). Additionally, little research has focussed on the current methods of leaders to 

manage their personal stress as well as the implications of a leadership style on their employees. 

Therefore, this research, based on the conceptual model (Fig. 1.2), aims to investigate how 

mindfulness-based interventions impact the perceived stress by employees.  

 

In order to guide this research, 3 questions are suggested: 

• Are there currently leaders that use mindfulness-based treatments to manage their stress? 

If so, how does it affect their personal perceived stress? 

• How is stress in the workplace measured? 

• How does transformational leadership affect the work environment? 
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3. Research Methodology 
 

Two broad approaches of data collection and interpretation in research are qualitative and 

quantitative research. Qualitative research focuses on understanding a research query as a 

humanistic or idealistic approach (Vibha et al., 2013). Though, a quantitative approach is a more 

reliable method as it is based upon numeric data and methods that can be made objectively and 

propagated by other researchers (ibid). This research is focussed at collecting and analysing the 

perceived stress of employees and therefore, the utilization of qualitative and quantitative research 

has aided the researcher in the understanding of experiences and perceptions of the population. 

Test Design 

In order to collect the required data effectively the researcher will commence by interviewing 

individuals who hold a managerial position. Through these interviews the research will collect more 

in-depth information regarding the managers’ leadership style, their opinions towards mindfulness-

based interventions and their stress management methods. Additionally, the questions have been 

prepared beforehand which helped the researcher to guide the conversation and keep respondents 

on topic (App. 7.2) (Fuel Cycle, 2019).  

Upon completion of the interview, the managers will receive instruction on how to conduct a 

mindfulness-based intervention among themselves (App. 7.5) The managers practiced mindfulness 

on a daily basis for 5-10 minutes at a time for up to two weeks. 

To efficiently gauge the effectiveness of the mindfulness-based intervention on the perceived stress 

by employees, employees have received a survey before their managers have started with their 

mindfulness trainings, which measures their perceived stress in the workspace. After two weeks, 

the employees will receive the exact same survey to measure whether the practice of mindfulness 

by their employees has impacted their perceived stress in the workspace. 

The intended sample size was 100 employees and 5 managers. 

Population 

This research aims at the collection of perceived stress of employees and leaders. Therefore, three 

separate organizations have been subjected to this research, meaning that three individuals who 

hold a management position alongside their subordinates have been interviewed. Each of the 

interviewees has a minimum of 5 years’ experience in a managerial position. Moreover, the 

sequence of the beforehand created questions has not been systematically followed by the 

researcher to ensure a fluent conversation with the participant (See limitations). 

Taking the nature and scope of this research in consideration, a quantitative data collection 

method was constructed to gather information from subordinates prior to the intervention and after 

the intervention (See Intervention below). The researcher opted for both the collection of 

qualitative and quantitative data (mixed methods). Qualitative data provided the researcher with 

insights into managers’ point of view and feelings. Whereas the collection of quantitative data was 

intended to quantify the perceived stress of employees in the workspace prior and after the 

intervention. 
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Sampling methods 

Participants were selected via probability stratified sampling. Meaning that several companies have 

been approached and that their staff will be divided into separate strata who all share similar 

characteristics (managerial position or subordinate). During the research, the researcher 

guaranteed confidentiality and anonymity to participants, which makes the replicability of the 

research increasingly difficult. 

Methods of data collection 

The qualitative data has been collected through semi-structured interviews, which allowed the 

participants to provide open-ended responses which, in turn, resulted in more in-depth 

information.  

In order to gather enough participants, invitations have been sent to various companies by email. 

Upon agreeing to be a part of this research, the participants have received another email 

containing the main research topics that will be addressed during the interviews so that they could 

prepare/familiarize themselves with the subjects.  

Finally, the researcher asked each participant to provide some feedback at the end of each 

interview so that the given feedback could be considered regarding the betterment of further 

interviews. 

Moreover, the managers’ subordinates were all instructed to partake in a quantitative research, 

which occurred by the means of a survey (App 7.3). The provided survey measures the 

subordinates’ stress level whether it has changed over the course of two weeks. The utilized survey 

is based on two separate methods to gauge work-related stress. The used methods are the 

Perceived Stress Scale (App. 7.4) and the Work Stress Questionnaire (Frantz and Holmgren, 

2019). These methods are chosen as the Perceived Stress Scale is the most widely used 

psychological instrument for measuring the perception of stress (Cohen, 1998) whereas the Work 

Stress Questionnaire was developed as a self-administered questionnaire with the purpose of early 

identification of individuals at risk of being sick-listed due to work-related stress (Frantz and 

Holmgren, 2019). By combining these two methods in the developed survey, a clear overview will 

be provided regarding the current level of perceived stress by employees. For testing reliability, a 

test-retest study was performed, meaning that the subordinates have filled out the survey on two 

separate occasions; a day prior to the implementation of the intervention and a day after the 

completion of the two-week intervention.  

Intervention 

As discussed in the literature review, an effective way of stress management are mindfulness-

based interventions (Campbell et al., 2007) and as leadership is the number one reason of stress 

among subordinates (Bass and Bass, 2009) the intervention will be implemented on a managerial 

level. Additionally, research has found that the practice of mindfulness helps to develop a 

transformative leader style (Taggar and Saaransh, 2020). Therefore, the intervention that the case 

companies went through are that the managers conduct daily mindfulness-based exercises to 

manage and reduce their personal stress. The intervention would last up to two weeks as it 

appears that short-term mindfulness-based stress reduction interventions yield the same results as 

the traditional long-term mindfulness-based stress reduction interventions and first-line 

interventions psychological (Stubbs et al., 2017; Ghorbani et al., 2008; Pozzebon et al., 2016; 

Klatt et al., 2009). Meaning that short-term interventions have a higher pragmatic value to 

populations with limited time and space (Klatt et al., 2009). 
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Finally, a letter has been sent to all managers who partook in the research containing a detailed 

description of the intervention and how they can implement it (App. 7.5). 

Measuring instruments 

In order to analyse the data collected through the interviews, each interview has first been 

transcribed. The transcribed interviews reduced the potential bias caused by the interviewer’s 

misinterpretation and subjectivity. However, as only one researcher transcribes and analyses the 

data, potential biases emerge as interjudge reliability is eliminated, and could have led to meaning 

distortion, which could therefore have reduced internal validity (Dearnley, 2005). Moreover, if the 

interviewees were not at ease, provided socially acceptable answers or misunderstood the 

questions, the data collected could also have been compromised. In order to bring these biases to 

a limit, the interviewer commenced each interview with informal questions to earn the participants’ 

trust. Additionally, the interviewer also utilized active listening techniques, repeating or clarifying 

28 questions, paraphrasing answers, and using verbal and nonverbal cues to show understanding. 

Then, the transcribed interview has been thematically analysed by assigning preliminary codes to 

the data in order to describe the content. This is followed by the search and categorization of 

themes among the codes related to the literature review (App. 7.7) (See Table X). 

Leadership Style  

Performance Measurement  

Stress Management  

Stress Measurement  
Table 1. Categories and Colour Coding 

Furthermore, as to analyse the collected data by the means of the conducted surveys, SPSS was 

used. This allowed the data to be sufficiently and statistically analysed. In total, 31 surveys were 

returned to the researcher, to which a cross-table independent sample t-test was used to analyse 

whether there were any significant differences. 

Finally, as this research uses “mixed methods” it permits a more complete and synergistic 

utilization of data than do separate quantitative and qualitative data collection and analysis. 

Moreover, the quantitative data collection method is reliable and generalisable as the survey was  

published to a certified website (Wisdom and Creswell, 2013) 

Ethical data management 

Regarding the management of ethical data, the researcher will refer to the ‘The Code of Practice 

for Research’ provided by the UK Research Integrity Office. Moreover, the researcher will make 

sure to fill out the UK Research Integrity Office’s recommended checklist (App. 7.8) (UK Research 

Integrity Office, 2021). 
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4. Results 

The following findings resulted from the combination of interviews and surveys. Firstly, the interview 

results will be shown as they set the scene regarding the survey findings. The colours of the headings 

correspond to the categories found in appendix 7.7, which showcases quotes that are relevant to the 

individuals’ point of view and correspond to the given categories. 

Interview Findings 

Leadership 

The interviews with the managers revealed a common leadership style preference, laissez-faire and 

transformational leadership. All of the three managers aim to provide an environment where each 

individual is able to develop their skills to the fullest possible extent. 

I am aiming to develop each and every one’s skill for the betterment of the whole company. 

Interviewee #2 

Additionally, all of the three managers do not tend to delegate their responsibilities as they feel 

that everyone should put in an equal amount of effort into their job. A CEO even went as far as 

stating that the people pertaining a management position hold as much authority in the decision-

making process as he does. 

Regarding the management team, there is no real leadership. Everyone holds the same authority 

regarding decision-making and puts in an equal effort. 

Interviewee #1 

 

I do not like to delegate. I like to see people working together and to develop their skills and I 

like to be a part of that. 

Interviewee #2 

 

I am very trusting meaning that I'm not a micromanager at all. I need my people to be able to 

work by themselves and be proactive. 

Interviewee #3 

 

Performance 

One manager states that the only measurement of performance is the feedback that they receive 

from their customers. The perceived performance of employees will first be discussed by the 

management team before communicating the feedback towards their employees. This is done in 

order to provide a general array of feedback. 

The other two managers measure their employees’ performance by the means of different 

measurement programs. The measurement programs track the tasks and progress of their 

employees. Moreover, both managers value personal contact as it provides them with the 

opportunity to gauge the employees’ progress and state of mind. 
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We have a lot of personal contact with our employees. […] I just have normal conversations with 

them to see how they are doing in their personal life. Because if they feel good in their personal 

life, their work performance increases. 

Interviewee #2 

 

 

We have a meeting twice a week. The meeting in the beginning of the week is a team meeting 

and the meeting at the end of the week lasts half an hour with each of the employees 

individually to discuss the week. 

Interviewee #3 

 

Stress Management 

All of the three managers state that they actively try to manage their stress by utilizing physical 

activities. They feel that these activities tend to calm their minds and allow them to be less 

stressed in the workspace. Moreover, all of the interviewees have a clear understanding of what 

mindfulness-based-interventions are. However, only one interviewee is certain that mindfulness-

based interventions will aid in the reduction of stress. Whereas the other two interviewees are 

hesitant whether it will have an effect or not. 

Additionally, all of the interviewees are trying to reduce stress in workspace. This is done through 

different measures such as one-on-one conversations, inter-departmental events and by sending 

care packages. This is done because each of the managers believe that stress transfers from one 

individual to another if no action is undertaken.  

We are aware that facilitating a pleasant working atmosphere transfers to the mindsets 
of our clients. This is because stress transfers from one person to another. 

Interviewee #1 

 

Stress Measurement 

All of the interviewees do not use specific stress measurement tools within their companies. A 

common denominator is that each of the interviewees gauge their employees’ stress by “feel”. 

They tend to have weekly conversations with their employees and in these conversations, they try 

to pick up signals that could be an indicator of perceived stress. They state that, due to a lack of 

measurement tools, they are reliant on the signals they perceive and the willingness of employees 

to share personal information. This results in a distorted picture. 

 

 

 

Unfortunately, it also depends on the individual, because they decide about how much they will 

tell and if they want to tell you something. So, in conclusion, currently there are no specific 

measurement tools in place. 

Interviewee #2 
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Survey Findings 

Pearson’s Chi-squared test was initially chosen to analyse the data collected through the surveys, 

as it could be applied to both datasets and evaluate how likely it is that any observed difference 

between the sets arose by chance. Moreover, it provided a clear overview of the results when 

generating the data in a cross table. However, during the analysis of the data collected through the 

distributed surveys, it became clear that no significant relations were discovered upon utilizing 

Pearson’s Chi-squared test. This is due to the fact that the provided sample size was too small as 

only 31 surveys were conducted. Nevertheless, when conducting a frequency analysis of the results 

a positive pattern can be identified.  

The graph below (Graph 1) showcases the difference in the given answers regarding the nominal 

variables prior to the implementation of the mindfulness-based intervention and after the 

mindfulness-based intervention had been conducted for two weeks.  

Firstly, the nominal variables indicate a positive change after the implementation of the 

mindfulness-based intervention. The variables that saw a positive change are Assignment Time, 

Influence Decisions, Consideration of Views, Work Pace, Decision Maker and Conflicts at work. 

Additionally, some of the nominal variables saw either no or a negative change. These stationery 

and “worsening” variables include Work Pace, Work Tasks Included and Stressful 1. 

Please note that the frequency of certain variables is lower as the answer given at previous 

questions determine the flow of the survey. Therefore, some questions did not apply to all 

individuals. 

Regarding the ordinal questions, Graph 2 illustrates the change in the answers given prior to the 

intervention and the answers given upon completion of the intervention. Each bar showcases the 

mean of the answers provided. It can be observed that each of questions answered show a positive 

change following the mindfulness-based intervention. Some of the provided questions measure a 

negative connotation, such as Upset past Month, Stress past Month, Coping past Month and 

Difficulties past Month. All of these variables indicate a decrease in the measured mean. Regarding 

the feeling of being confident in the past month, the measured mean also indicates a positive 

change as it has increased from 3,95 to 4,24. 

In order to take a closer look into the asked questions please refer to App. 7.3. Regarding the 

detailed analysis of the data please refer to App. 7.9 and App 7.10. 
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Graph 1. Changes Nominal Variables Pre & Post Intervention 
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Graph 2. Changes Ordinal Variables Pre & Post Intervention
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5. Discussion 
Result Interpretation and Reflection 

This research article is created to analyse the impact of transformational leadership on the 

perceived stress of employees. The goal of this discussion is to reflect and evaluate the research 

cycle, turning it from data and information into knowledge and wisdom (Wallace, 2018). 

Firstly, all interviewed managers have stated that they do not tend delegate their responsibilities 

because they feel that everyone should put in an equal amount of effort into their job. This 

indicates that all interviewed managers share a similar style of leadership. Moreover, it 

appeared that all of the managers are looking for ways to actively control their personal stress. 

This is the case because, in an effort to manage their personal stress, they often opt for physical 

activities as they are of the opinion that these activities aid them in their effort to calm their 

minds and to be less stressed in the workspace. This suggests that they are all aware that 

stress is transferable from one individual to another.  

Secondly, no significant difference could be identified due to the limited sample size. However, a 

clear pattern could be identified, indicating that the mindfulness-based intervention has the 

desired effects on the perceived stress by employees.  Applying common sense to this matter, it 

can be expected that, were this research conducted with a larger sample size, that a significant 

difference can be identified.  

The initial stage of the research proved difficult to me as I was trying to balance the needs and 

wants of my internship client and the requirements set by my studies. My internship client 

pushed me into the direction of researching the impacts of “eastern wisdom” on the business 

industry. However, this direction proved too difficult and too vague to research which meant 

that I, three months into my LYCar, still did not have a research topic. Luckily, upon discussing 

the issues at hand my tutor made me realise that I had to make some concessions. Thus, I 

decided to research the impacts of mindfulness-based interventions on the perceived stress by 

employees. This area of research met both the criteria set by my internship client and those set 

by HTH, and most importantly it met my interests. From here on out, I was able to commence 

and research the topic thoroughly. Meaning that I viewed several different perspectives of 

scholars, create a methodology and develop a theorised research question. The initial step of 

the research was to analyse the problem at hand and become familiar with the topic in order to 

create an initial conceptional framework model. This model provided me with the guidance to 

begin the literature review. 

The writing of the literature review was quite an endeavour as it is of great importance to the 

entirety of the research. Additionally, the literature provides the hypothesis for the conceptional 

framework. All of the identified relationships regarding stress and leadership were provided from 

other scholars which illustrates the importance of a well-rounded literature review. An area that 

proved difficulty, was discovering research regarding the impacts of certain interventions on 

stress. Initially, this posed as a limitation as several studies researched the inner working of the 

brain. In order to counter this limitation, I asked the assistance of an individual who is capable 

to analyse the specific studies. By doing so, I was able to extract the information I required, 

meaning that I could continue upon the drawn conclusions.  
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Upon completion of the literature review, I then created my methodology for future research. 

This stage of the research paper was quite difficult but also very exciting as I was going to prove 

my hypothesis. Nonetheless, this stage created several challenges mainly concerning the 

situation created by the COVID-19 outbreak. This meant that all organisations had their 

employees work from home, which decreased the amount of contact they had with their 

managers. Nevertheless, I came up with a solution to approach companies that still maintained 

a healthy amount of contact with its employees in order to conduct my research. Unfortunately, 

this did mean that I did not reach my initially intended sample size of 100 respondents. 

Secondly, by both collecting qualitative and quantitative data I had to carefully make 

considerations to limit the possibility of biases and reliability. Therefore, I had to make myself a 

lot more knowledgeable on the collection of both qualitative and quantitative data.  

The largest limitation within my research was the limited availability of appropriate companies 

and my survey design. Due to a lack of extensive prior SPSS knowledge, I was unable to 

properly evaluate my results. In order to make myself more knowledgeable I had to self-study 

through the means of YouTube, LinkedIn Learning, my LYCar coach and discussion with a HTH 

research teacher. Upon making myself more knowledgeable, I found flaws within the survey 

design. This lack in knowledge slowed the progress of my research paper down significantly. 

However, it did provide me with important insights into the creation of research papers. In 

conclusion, although with the challenges of COVID-19 and frustrations at the start I am very 

pleased with the progress of this report. 

Theoretical Implications 

It is of importance to evaluate and compare the results of this research to the utilized research 

articles in the literature review. As most of the studies in the literature review based their 

findings solely on quantitative data collected through surveys which only measured their queries 

on a single point in time the findings from this research might vary. 

The collected qualitative data indicates that individuals themselves do not find their jobs 

stressful, they find the workspace itself stressful. These findings are in line with the studies 

conducted by the American Institute of Stress (Boyd, 2020) as it is not the job that creates 

stress but rather the person-environment fit. According to a Meta-Analytic review in The 

Leadership Quarterly, the leadership style of the individual who holds a managerial position is of 

great importance (Harms et al., 2017). This is due to the fact that stress can be transferred 

from one individual to another, something that is reflected in the findings as each of the 

interviewees are aware of their influence on the stress levels of their employees.  

A different study, the Bass & Bass Handbook, argues that leadership is the number one reason 

of stress among subordinates. This statement however cannot be underpinned by the findings of 

this research. Additionally, the study also states that leaders who pursue transformational 

factors manage to decrease the felt stress among employees (Bass and Bass, 2009). This 

statement can be backed up by the analysed results as the perceived stress by the employees 

after the intervention has overall decreased.  

However, as stress is transferable from one individual to another it is of importance that leaders 

can actively manage their stress. The results showcase that all interviewed leaders occasionally 

experience stress but are not actively trying to manage their stress with stress-management 

tools. These findings are in line with a study conducted by the Center for Creative Leadership 
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which argues that 88% of leaders see their work as a primary source of stress (Campbell et al., 

2007). However, only 28% uses tools to aid them in their stress management (Ibid). 

Upon analysing the results of the impacts of mindfulness-based interventions, it seems that they 

have a positive effect in decreasing the perceived stress by employees. However, as the 

perception of stress is highly dependent on the individual experiencing it, it is subject to a 

broader range of dependent factors. This is due to the fact that perceived stress is heavily 

related to certain disorders such as anxiety, depression and smoking (Stubbs et al., 2017; 

Ghorbani et al., 2008; Pozzebon et al., 2016). These findings are interpreted as a possible bias 

and this topic will therefore be further discussed alongside the limitations of this research. 

A study conducted by Armitage and Keeble-Ramsay argue that if the mental well-being in a 

company is high, the overall performance of individual employees will greatly increase 

(Armitage and Keeble-Ramsay, 2015). Even though this research did not discover findings that 

support this claim, it does however reveal that the mental well-being of individuals increased 

after having leaders conduct mindfulness-based interventions. By using common sense, one 

could argue in favour of Armitage and Keeble-Ramsay’s claim. 

Limitations  

Firstly, this study allowed for the successful collection of in-depth data from semi-structured 

interviews and surveys. However, both qualitative and quantitative research face specific 

complexities and limitations. During the collection of data through semi-structured interviews, 

the data could be biased if the participants are providing socially desirable answers, are not 

comfortable with the setting, misunderstand the questions and or if they provide answers that 

will satisfy the interviewer. Regarding the collection of quantitative data, it proved challenging 

not to question the survey design as I did not possess sufficient knowledge regarding SPSS.  

 

Secondly, HTH has provided me with basic knowledge beforehand but due to the fact that I 

aimed at conducting the analysis at a “higher” level this proved insufficient. Personally, if HTH 

would have provided the knowledge regarding the usage of SPSS closer to the actual research 

phase, I believe that a better analysis of data could have been provided. This also prevented the 

study from having more effective reliability and validity tests. Additionally, the lack of detail 

within the questions prevented an extended analysis on the result.  

Moreover, another limitation involved the COVID-19 situation which resulted in the adaptation of 

my research. Additionally, I was not able to achieve to reach the targeted sample size, which 

makes the research hardly generalisable. Therefore, if I were to do the research again, 

significant changes would be made in the survey questions and plans would be made for 

unforeseen circumstances to reach the desired sample sizes. 

Thirdly, by utilizing a before-after assessment the threat to internal validity increased. However, 

in many cases, it provides preliminary evidence for the effectiveness of the intervention 

(McQueen and Knussen, 2006). Another possible limitation involved the lack of collected 

qualitative data among leaders at a post-intervention level. This could have provided clearer 

results and resulted in a lack of detail, thus creating a limitation. 

Furthermore, the perception of stress is highly dependent on the individual experiencing it, it is 

subject to a broader range of dependent factors. This is due to the fact that perceived stress is 
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heavily related to certain disorders such as anxiety, depression and smoking (Stubbs et al., 

2017; Ghorbani et al., 2008; Pozzebon et al., 2016). Moreover, the perceived stress in the 

workspace can also be influenced by factors outside of the workplace such as illness, family 

related issues and other daily hassles (HSENI, 2015). Therefore, all findings are subject to bias. 

Recommendations for further research 

This research can serve as the foundation for further research. The research provides a clear 

overview of the impacts of mindfulness-based interventions on the perceived stress of 

employees. Although the research has its inconsistencies, the overview is clear. 

Therefore, I have described four ideas for further research with the most potential below: 

Employee behaviour: As this research analysis looks into the fact whether the perceived 

stress by employees is affect by implementing a mindfulness-based intervention among their 

managers, it might be interesting to turn this research around and investigate the impacts of a 

mindfulness-based intervention when it is implemented among employees. This is because 

stress is transferable and a deeper dive into the impact of employees on one another might 

shed some light on the matter. A qualitative and quantitative research with a pre/post 

measurement would be suggested, in order to uncover the truth. 

Cultural background: Possibly, a future research could investigate the impact of different 

cultural backgrounds on the inclination to perceive stress in the workspace. This is on the 

grounds that an interviewee indicated that an employee situated in London perceives a lot more 

stress due to their work ethics. 

Performance outlook: As this paper solely investigates the impacts of mindfulness-based 

interventions on the perceived stress by employees, the work would serve a broader purpose if 

the performance of employees is measured before and after the intervention. This could provide 

additional insights into the impacts of stress on the performance of employees and how it can 

affect by interventions. 

Transactional leaders: As described in the literature review, if leaders utilize mindfulness-

based interventions their leadership style tends to move towards a transformative style. Being 

as this research, by coincidence, implemented the mindfulness-based intervention among 

leaders who categorised as transformational and laissez-faire leaders, it would be interesting to 

look into the impact that mindfulness-based interventions have on, for example, transactional 

leaders.  

Conclusion 

At the initial stage of the research, a problem was analysed, and a research question was 

produced: What are the impacts of mindfulness-based interventions on the perceived 

stress by employees? To answer this question, the question was broken down into three 

research questions regarding the measurement of stress, the effect of transformational 

leadership on the work environment and the usage of mindfulness-based interventions.  

From this research it can be concluded that by utilizing stress-management tools such 

as mindfulness-based interventions aid in the reduction of the perceived stress by 

employees. It is important to note that this research could provide a clearer depiction of the 
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results if the sample size were bigger and if the survey were designed to accommodate to the 

collection of the best results. In conclusion, this research used literature and primary data to 

expand and provide awareness regarding the impacts of transformational leadership on the 

perceived stress by employees. 
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6. Recommended Product 
Context 

Upon the completion of conducting the research and drawing conclusions, it becomes clear that 

action must be undertaken in order to reduce the perceived stress amongst employees. Thus, 

the next step is to develop a professional product encompassing the findings of this research. 

The conducted research did not identify a statistically significant difference regarding whether or 

not exposing leaders to mindfulness-based interventions will reduce the perceived stress by 

employees. Nevertheless, a clear pattern could be identified and if the sample size were larger, I 

am of the opinion that a significant difference can be identified. The research itself aims towards 

applying the gathered information to the business world. Therefore, effective leadership styles, 

along with effective interventions require further attention and implementation.  

The management placement took place at GPT, a company that aims to maintain traditional 

Chinese tea culture through education and the sales of tea. Concerned by the rapidly changing 

tea industry, GPT takes pride in selling sustainable and traditional tea while spreading applicable 

wisdom to businesses throughout the world. The founder, Rui Liu, is an ambassador regarding 

the goal to create a symbiotic culture with nature. Therefore, the name of GPT is derived from 

the Chinese word of “tea”. As tea, in her culture, simply narrates the moment when these three 

elements come together. Tea has always been their most treasured harvest, and the crafting of 

it is their heartfelt tribute to the nature they breathe (GPT, 2021). 

My internship lasted five months and during this time I was responsible for lead generation, 

customer handling, Sales & Marketing and running a Social Media campaign. During my training, 

I had the opportunity to work alongside a culturally diverse team consisting out of individuals 

from China, South Africa, The United Kingdom, Scotland, the United States of America and Italy. 

As GPT is a small start-up company that provides trainings to organizations on how to take care 

of their mental well-being, it was decided to develop a research project that could illustrate that 

mindfulness-based interventions aid in the reduction of stress among employees. This research 

is in line with and could underpin GPT’s aim to educate and share traditional Chinese wisdom.  

This professional product is linked with both PLO 2, which is regarding the design of a hospitality 

concept based on trend analysis and contribute to the continuous development of the industry 

and PLO 9 which is to improve interaction with each other constructively and effectively, to 

realize common goals.  

Process & Outcome 

As a final deliverable, an implementation plan was created for GPT, to utilize and implement the 

effectiveness of mindfulness-based interventions in their services offered. Following the problem 

analysis and the literature review, the creation of an implementation plan is required by having 

management conduct mindfulness-based interventions which will decrease the stress felt by 

employees in the workspace. Consequently, shifting a manager’s leadership style towards a 

more transformational style. In order to implement this into the services offered a personalised 

change model was used to effectively implement the change. The model was inspired by Prosci’s 

ADKAR, Kottler eight-step and Cummings & Worley's five activities. The created model, ENACT, 
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is designed to have managers embrace the change to reduce employees’ perceived stress by 

having leaders follow mindfulness-based interventions. 

 

Figure 3. ENACT model (Cummings and Worley, 2009; Prosci, 2021; Kottler, 2018; Stok et al., 

2020) 

The following steps will have to be adhered to when implementing the intervention into the 

services provided in order to minimize the possibility of restraint and hesitation amongst all of 

the affected individuals who will be involved throughout the process. 
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Create a sense of urgency 

Explanation Companies main strategy is to focus on performance and to involve 

them in the process, they need to achieve awareness and what 

opportunities this change brings at an individual and organisational 

level (Prosci, 2021; Cummings and Worley, 2009) 

Goal Increase managerial involvement and allow free flow of ideas. 

Who? Individuals with a managerial position 

Intervention Hold an informative session to ensure employees are involved in the 

long-term strategy (Cummings and Worley, 2009) 

Implementation 

Feedback tool 

Peer-to-peer feedback 

 

Create a need to engage and support the solution 

Explanation In order for the solution to be accepted the support of those recognized 

as having strong expertise and integrity is important (Husain, 2013) 

Goal Each manager will provide input with regards to the implementation of 

the solution. 

Who? Individuals with a managerial position 

Intervention Hold a peer-to-peer session where managers converse on how to 

implement the solution. 

Implementation 

Feedback tool 

Peer-to-peer feedback 

 

Implement mindfulness-based interventions 

Explanation As stress is transferable from one individual to another through high-

tension behaviour (Korn Ferry, 2018), it is of importance that in order 

to decrease the perceived amount of stress managers should be able to 

manage their stress effectively. 

Goal To improve the stress management capabilities of managers and 

decrease the perceived stress of employees 

Who? Individuals with a managerial position and employees 

Intervention Have individuals with a managerial position follow mindfulness-based 

interventions. 

Implementation 

Feedback tool 

Peer-to-peer feedback 

 

In order to communicate the proposed product a formal letter has been sent to the 

management team (App. 7.11) containing a detailed description of the implementation plan. 

Unfortunately, due to the current COVID-19 regulations along with the tight schedule of the 

team, the plan is yet to be implemented. Due to the current situation, GPT has faced a drastic 

decline in the amount of business to business sales. Therefore, it has been decided that until 

these numbers increase again, the plan will be put on hold. Nevertheless, the information will be 

on hand in case better prospects identify themselves. 
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Critique 

The proposed implementation plan follows the guidelines set by Prosci’s ADKAR, Kottler eight-

step and Cummings & Worley's five activities and therefore the outcome is satisfying, with clear 

and detailed steps. Moreover, the proposed implementation of mindfulness-based interventions 

is in line with the values of GPT that aims to educate individuals and create awareness. I am of 

the opinion that if the implementation were to be integrated in the services offered that it would 

provide clients with clear results. Additionally, it would have provided the participants with tools 

necessary to build an environment that stimulated mental health rather than discourage it. 

However, as the plan could not yet be implemented, its value is currently very low as it does not 

have any impact. On the other hand, a big initiative needs to be created in order to inform 

others on the positive effects of mindfulness-based interventions in the workspace. This idea 

could be implemented by GPT, as they occasionally host informative events in order to discuss 

and share findings. Therefore, it would be possible to spread the word during these events. 

The feedback that I received upon proposing this product was that it was straightforward and 

easy to follow. In addition, it was thought to be a helpful tool to utilize on a larger scale before 

narrowing it down into the details necessary to build lasting results from the bottom-up. 

Though, the client felt that their organization is currently focussing on the individual and 

baseline employees, but the provided product could benefit all levels of management. 

Furthermore, the implementation requires an organisation to implement the mindfulness-based 

interventions in their operations. This decision requires approval from upper management, 

which requires further efforts and time. Therefore, the appeal of the intervention might 

decrease. 

Dissemination 

In order to disseminate this research, the research will be shared through three separate 

channels: 

• A copy of the executive summary will be published to GPT’s monthly newsletter.  

• A carousel post (App. 7.18) has been designed that will be posted on a multiplatform 

called ‘The Futur’. The Futur is a group of creative professionals that consult 

organisations to scale their business by providing various types business related 

information (The Futur, 2021). By sharing the infographic on The Futur’s platform it will 

gain an audience of over 2 million people who are all concerned with running a business 

as efficiently as possible.  

• A carousel post has also been sent to a company that has allowed me to conduct 

research among their staff. Proof of the dissemination can be found in appendix 7.18. 

I am currently in talks with The Futur and have send them the carousel post below. I will yet 

have to receive feedback on the provided product.  
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7. APPENDICES 

7.1 Proof of wordcount 

 

 

9108 + 163 (words in figures and graphs) = 9271 (words in main body) 

7.2 Interview Questions 
 

1. How do you monitor the performance of your employees? 

2. How do you measure the stress of your employees? 

3. What is your understanding of mindfulness-based interventions? 

4. How would you describe your style of leadership? 

5. Are you/your company actively trying to reduce stress among employees? 

6. What are the areas, regarding employee performance, in which you can improve? 

7. How do you handle conflict in the workspace? 

8. What do you expect to happen by implementing mindfulness on a daily basis? 

 

7.3 Survey Questions 
 

1. Do you have time to finish your assignments? 

2. Do you have the possibility to influence decisions at work? 

3. Does your supervisor consider your views? 

4. Can you decide on your work pace? 

5. Do you know which assignments your work tasks include? 

6. Do you perceive that as stressful? 

7. Do you know who is making decisions concerning your workplace? 

8. Do you perceive that as stressful? 

9. Are there any conflicts at work? 

10. Do you perceive that as stressful? 
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11. Has your supervisor done anything to solve the conflicts? 

12. Do you perceive that as stressful? 

13. In the last month, how often have you been upset because of something that happened 

unexpectedly? 

14. In the last month, how often have you felt nervous or “stressed”? 

15. In the last month, how often have you felt confident about your ability to handle your 

personal problems? 

16. In the last month, how often have you found that you could not cope with all the things that 

you had to do? 

17. In the last month, how often have you felt difficulties were piling up so high that you could 

not overcome them? 

 

 

7.4 Perceived stress scale 
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7.5 Intervention Description Letter 
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7.6 Interview Transcripts 
 

7.6.1 Transcript Company #1 

 

Interviewer: 

All right. Good morning. Thank you for agreeing to do this interview with me. It means a lot to me 

and will help me complete my thesis. So, what I'm going to do is I'm going to ask you some 

questions and yeah, you're going to answer them. It's as straightforward as that feel free to ask 

me any questions in the meantime for further explanation, if you don't understand something and 

this interview will approximately take 15 minutes and will be recorded for research and educational 

purposes. This was also stated in the contract that you just signed. So, before we get started, do 

you have any questions? 

Interviewee #1: 

No, not really. It's all very clear. And I'm looking forward to interview and also doing the 

mindfulness training. So just anxious to see what the effects are. 

Interviewer: 

All right. Then let's get started with the first question. And that is how do you monitor the 

performances of your employees? 

Interviewee #1: 

That's a good question because I don't think about it daily. It's mainly by, by feeling and by talking 

to my small management team of three persons the total amount of employees varies a bit within 

the year, but it's, it's about 12 to 14 people. All right. And we don't do tests or do performance 

information. We don't have specific figures about it. But in our team, we talk about it and discuss 

it. So that's the, well, the main tool we have. 

Interviewer: 

Yeah. So, you would say you just converse with one another, and do you go up to people and ask, 

how do you feel that you're doing within this company? 

Interviewee #1: 

Yeah, but that's, I think the, the, the sort off business we are in all the, it's all about team building 

and about outings, and we're always focused on the feelings of the participants of the clients. So, 

and because that is our, our main products to see how they are either feeling and if they have 

pleasure or are they learning to work with each other. And I think that's also a part of our way of 

seeing our own teamwork, quite English aware of how people are feeling. But then again it's not 

something we talk about it very often, very often, just as a, as a part point. It's just, we go with 

the flow and that's why we take it to others, but it's certainly a thing to, to stand still and to think 

about it. 
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Interviewer: 

So you would say that as long as you have the impression that the company is performing well, 

that your participants are having fun and are learning about team building and your employees are 

performing up to par and don't show any signs of  

Interviewer: 

How should I put this 

Interviewer: 

Of discomfort that, that is sufficient for you to monitor their performance? 

Interviewee #1: 

Yeah. As long as the quality of the product is, is high, and we try to use high standards. 

Speaker 3: 

Alright, 

Interviewer: 

Well, that was a clear answer. So let's move on to the next question, which is a continuation of the 

previous question. And that's, how do you measure the stress of your employees? 

Interviewee #1: 

Well  

Interviewee #1: 

Again, we don't have tools to measure. It's also about feeling about the signals we perceive. We 

think we perceive  

Interviewee #1: 

But when we it's, it's most of the, the, the personal contact we have, because we, we noticed that 

people can handle it or can't handle it. We intervene quite soon because if they have stress, it will 

translate itself into a bad product or service but I must say that's since it's, it's not a thing we, we 

discuss as a point every, every month or every week or every day that sometimes it might be a 

little trip because some people don't want to show it and don't want to let you know. And in our 

case of business, we can't be with our employees and the clients, and can't see the product or the 

service that is being produced. So when I sit like this, talking with you sure. There's something I 

might miss sometimes and I'm talking for the three of us as a management team. That's we think 

we, we know what's going on, but maybe overlooking something maybe sometimes. And if we, if 

you could see or ask or know that there's more stress than we know, then we could even improve 

our service, but we think we're doing quite alright, but interesting point. 

Interviewer: 



                                                     Hotelschool The Hague | LYCar Company Project | Hidde Stok  

40 
 

So, you're saying that you basically measure the stress of your employees by the end product that 

is delivered to your customers? 

Interviewee #1: 

Well, partly we also ever debriefing afterwards because the experiences that our employees have 

with the clients are also translated in in feedback that we give to the clients sometimes serious 

sometimes anecdotical or in the hilarious, funny way. But still it's it's feedback to to our clients and 

the way our employees give the information to us, we can also perceive if it was easy for them to 

work with those clients or it was fun, or it was yeah. Also not fun in, in a way like it was training. 

Yeah. Or, yeah. Or in the like know stressful that's, that's the difficult thing there that's we, we do 

have those questions, like Oh, it was a big group and we were able to, to, to manage, to, to reach 

out for all the, the persons. So implicits we we think we cover it to, or to ask for the stress level, 

but explicitly asking to our employees, sometimes it's not like weekly or daily. 

Interviewe: 

Okay. Well, thank you very much. So we are as you know, we are going to do some mindfulness 

based interventions. But what is your understanding of that? 

Interviewee #1: 

Not too much. I haven't done it as being totally isolated but I do a lot of well long cardio training, 

or what do you call it? Endurance training. Indeed. Thank you. In which I can be alone with my 

thoughts for, well, sometimes a couple of hours. So in a way I know how to concentrate on literally 

nothing or just points in the I see somewhere in the little, far away distance. But to sit down and 

then perform some exercises, well, I've already run into you guys, man. No, I, I don't have any 

experience really. 

Interviewer: 

Okay. And, and what do you expect to happen by implementing the mindfulness on a daily basis? 

Interviewee #1: 

Oh, for me I can be quite, not chaotic, but for me it's like walking or running from one point to 

another point and being driven by well the, the actions that have to be performed it might be also 

difficult. That's also, well, maybe nice just to, to have myself doing nothing and to concentrate on, 

on the peacefulness in myself. So I think it will be hard. 

Interviewer: 

Your, your your thoughts will drift very easily. 

Interviewee #1: 

Well, that's, that's the point I want to to see if I can just,u 

Interviewer: 
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Yeah, focus on nothing basically 

Interviewee #1: 

Because I, I always jumped from thoughts, the thoughts and that's well, to stop the jumping, that 

might be something that's. Okay. 

Interviewer: 

Okay. Well, I'm, I'm I'm interested to see what what's what will come out of it.  

Interviewee #1: 

Well, the previous questions you asked in daily life, you just yeah. Go along with what you do and 

just stop going along what you do also yeah. Putting the break on some things might also be built 

to realize other things and that's that you already did with the first question, because I'm so simple 

in a way, and at the same time well, do you follow those simple to reflect basically? 

Interviewer: 

Yeah. Okay. Interesting. Thank you. Then for the next question how would you describe your style 

of leadership? 

Interviewee #1: 

Yeah, well, for in our management team, it's, well basically in the same level, so it's when we 

make new concepts or comfort all the concepts into new concepts, we, well, would you call it 

transformational? We, we just listen to each other, but also give each other some freedom. Yeah. 

So it's, it's, it's not really leadership even it's like, it's effortless. Sure. 

Interviewer: 

Is it effortless? You would say effortless. Yeah. We, we 

Interviewee #1: 

Just listen to each other and we we just, well the results are the most important and we, we have 

to focus on the progress and the, the, 

Interviewee #1: 

Yeah. Within our team. There's no real leadership, it's like an equal effort. But with our employees, 

it's more like a, well, I'll call it a, laissez-faire or coaching really, because one way they get a lot of 

freedom. But on the other side, we give them some, some directions that they have to follow and 

it's sometimes it's, it's a free activity, but some activities are also very straight outlines. So they 

have some freedom to do within the lines, but and that's, we, we try to coach them because we 

want them to grow in those those activities. But on the other sides we give them a lot of space to 

fill in their fill in the blanks. Yeah. So it's w we're another strict top level leadership compound. 

Yeah. Yeah. 
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Interviewer: 

All right. Interesting. And talking about leadership style and your employees are you as a company 

actively trying to reduce the stress of your employees? 

Interviewee #1: 

Okay. 

Interviewee #1: 

In a way? I think so, because although I'm, I'm, I'm not measuring the performance and the stress 

level, we are aware as that's working in a nice atmosphere we'll bring over that atmosphere and 

the the, mindsets to our clients, because when we are stressful than that transfers. And then it 

might be a not relaxed Sheriff's office we provide because they, they might feel that. So, yeah, I 

think that's inherited in the, in the business. We are, because our business can be really hectic 

because it's about organizing a day for small groups, but also big groups. And it's, well, it's like 

producing a movie. Day, after day after day, so we've got new clients, we got a new location, new 

city. So it's quite a high performance thing that we have to produce with our team. So in that way, 

we think as I said before, we detect stress. But I might have look at sometimes indeed, but well, th 

the thing we are quite aware, because when we we functioned as a team, we have to function as a 

team because we are also in a chaotic situation because we don't know how tthe clients the clients 

will react and well, the client is because that changes every, every day. Yeah. All right. That's not 

answering the question. 

Interviewer: 

But you said that if your employees are, if there's a stressful atmosphere that might transfer 

towards that might show to the, your clients, but do you also think that if you are personally 

stressed, that that would transfer to your employees? 

Interviewee #1: 

Oh, yeah. Yeah, sure. Yeah, yeah. Yeah. Well, I, when you asked me that, I think back about some 

situations, that's, we have really busy weeks and we have multiple events on Monday and I, I am 

late and I get a lot of changes from our clients. And then I can be changing from a coaching leader 

to a very direct and well, sometimes maybe transactional leader. And that's not my style really, 

but sometimes I also have to show, 

Interviewer: 

Yeah, it's also if the, if the, if there's no time exactly. If the situation asks for it. 

Interviewee #1: 

Indeed. So then well, there's, at that moment, there's no freedom for negotiation. So but in the 

ends I will well, I'll get some feedback or explain what the situation is. So it's, it's, it's not my 

common style of leadership but maybe the transactional, sometimes it's very direct and is being 

asked for indeed by the situation. 
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Interviewer: 

And if there's a conflict in the workspace, how do you how are you inclined to handle that 

Interviewee #1: 

Conflict? First word that comes to mind is discreet because in our, a big team, we we want people 

to get the best out of themselves. And I must say between the lines we've got employees that are 

very very different to each other because the roles as being a trainer or actor or well organizing a 

factor in the event they, they are, we have selected them to be to have talents, but the talents can 

be very diverse. So you're questioning once again? 

Interviewer: 

How, how do you handle conflict? When, 

Interviewee #1: 

So when we see that we have a conflict with somebody or the person is having a problem we try to 

isolate that. So it doesn't impact on the total atmosphere. And if there's a conflict between the 

employees, we also try to figure it out, but we discuss that within the management team, we don't 

bleed any open directly but we try to speak to those persons and then try to solve it because we, 

in all those years, we don't want to well a conflict is just to be handled and we think we Oh, we we 

really try to listen to people and that is also part of our business. So we, we really try to to show 

things and to speak it out very directly. 

Interviewer: 

All right. Thank you very much. And then for the final question, so a bit more of a personal 

question what are the areas regarding your employee performance in which you personally can 

improve? 

Interviewee #1: 

And those are the areas, 

Interviewer: 

So in which areas can you improve personally that affect or might affect the performance of your 

employees? 

Interviewee #1: 

Yeah. well, it's a weakness I have is I think that the, can you say that in English? Delegating? 

Yeah. Yep. Because my stress level can improve because I don't delegate things. And so I get too 

busy. Other people can do things and also want to do things because it can also be interesting to 

do some other jobs or other important things. So that's one for sure. 

Interviewer: 

Delegate. 
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Interviewee #1: 

Yeah. Yeah. but then again, we are striving for a high performance, high quality show at the same 

time. That's also I think a good thing, but then again, if I'm too stressful and my head is still full 

Interviewer: 

That's thin line to walk through between delegating and perfection. 

Interviewee #1: 

Yeah. Yeah. And, and for the rest I'm perfect. No, I'm kidding. No, it's no other stress. I think, 

well, I use my sports to, to, to get my stress going away. That's well, I'm also interested to all 

arrays to relieve my stress and to gets more mindful, so. 

Interviewer: 

In two weeks, we'll see. Hopefully. So these were all the questions, so thank you very much for 

your time and your interest in the research. And do you personally have any other questions for 

me? 

Interviewee #1: 

No. Although the questions are straightforward, they make me think right away. So Oh, thank you 

for teasing me with those questions. 

Interviewer: 

Thank you for having the time. Have a great day. 
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7.6.2 Transcript Company #2 

Interviewer: 

Okay. So good morning. Thanks for agreeing to this interview. So what I'm going to do is I'm going 

to ask you a couple of questions and well you're going to answer them so simple as that feel free 

to ask me any questions, if you're ever confused throughout the interview and I'll answer them 

accordingly and it will approximately take 15 minutes and it will be obviously recorded for 

educational and research purposes, which was also stated in the document that you've signed. 

Okay, great. And so before we get started, do you have any questions so far? All right. Great. So 

let's get started. So to kick it off with the first question is how do you monitor the performance of 

your employees? Well, 

Interviewee #2: 

I have obviously I have a lot of contact with them, maybe on a daily basis with some and weekly or 

monthly with others. Okay. I do monitor them by in the first place checking their results, all the 

things that we can take from our systems. And on the other hand, I have just normal 

conversations with them how they are doing in their personal life. So they when they feel good in 

their personal life, they, they perform better in their work. 

Interviewer: 

So you're saying that it's basically a mix of what you perceive as their behavior in the work place, 

but as well as the statistics and the measurements on your, in the computer. 

Interviewee #2: 

Yes. Yes. Because it's important that they perform what they're asked to do. But on the other 

hand, I want them to feel good and have a good place in our team.  

Interviewer: 

Right. Great. Thank you. Very clear answer. To continue on that question on their performance, 

how do you measure the stress of your employees? 

Interviewee #2: 

That's a tough question. I think the most important thing is that we have to talk a lot. Monitor 

stress, you maybe point that out a little bit more. Yeah. 

Interviewer: 

So you can so currently you're saying just by talking to them, you might measure the stress or 

perceive their stress, just like the, how they're doing in the works place, but is there a specific kind 

of measurement tool that you use to see whether your employees, anyone within the company, 

how they are feeling how they're, if they're stressed or not? 

Interviewee #2: 



                                                     Hotelschool The Hague | LYCar Company Project | Hidde Stok  

46 
 

We don't use specific tools for that. I do have a conversation with them every three months. So 

every quarter, which is mostly about not just their performance, but also the way they feel and, 

and you know, also outside of work. But you really it depends on the people, how much they tell 

you and want to tell you. So there are not specific tools that we use right now. 

Interviewer: 

All right. Is that something that you would like to see implemented within the company? 

Interviewee #2: 

I'm, I'm more of a person that likes to see things measured so we can compare things one time 

with another time. So that tool would be would be easy. 

Interviewer: 

Okay, great. All right. Thank you very much. And we talked a bit beforehand about mindfulness but 

what is your understanding of mindfulness based interventions? 

Interviewee #2: 

How I see mindfulness is that you every now and then you take a moment to just realize what's 

going on and not through everything at once and just take it slow and, and process everything 

individually. I think that's that's yeah, that's what I know from mindfulness. Yeah. 

Interviewer: 

That's, that's quite quite a good definition of it. So yeah, basically mindfulness based interventions 

is basically that you just take time of what you're doing, because people get so many triggers on a 

daily basis that you just pay attention to shutting off completely, but still be aware of what's going 

on around you and really tuning in onto what's focusing. So for example, you could do breathing 

exercises, but only listen to your breath or walk outside, but not walk to get from a, to B, but walk 

to actually feel your body or listen to the birds, stuff like that. It's very much about being aware, 

but what you answered perfectly well. And what do you expect to happen by implementing 

mindfulness on a daily basis in the workplace? 

Interviewee #2: 

Well, I think the most important thing is that the thing I just said that we can, that I can process 

one thing individually and not I'm, I'm someone that likes to do things all at once. But I think you 

can, can get better results when you do, when you just take it easy and take step-by-step, there's 

not always time. And, and that's, there's not always time for that. Sometimes it just has to be 

quick or so I think you get better results when you're, when you just take it easy sometimes, but 

it's easier said than done. 

Interviewer: 

Yeah, that's very true. And when it's, when you're, for example, hitting a rough patch or you're 

having a tough time at work, do you think that if you are personally stressed that would transfer 

onto your employees? 
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Interviewee #2: 

Maybe not everyone because I work in a company where we don't see or talk each other to each 

other every day. So I think just that maybe the colleagues that I, I talk to on a daily basis, they 

would see me stressed and maybe they feel stressed as well. I, I don't think every one of them, 

Interviewer: 

But you do think stress is transferable from one person to another? 

Interviewee #2: 

I do think so, yes. 

Interviewer: 

Okay. Thank you very much. Oh yeah. Well, we're making we're going quickly. Great. How would 

you describe your style of leadership? 

Interviewee #2: 

It's a tough one. I'm not, I'm not the kind of person that likes to delegate. Yes. I like to see people 

working together. I have a good five in the group so that everyone can develop themselves. That's 

something to see. And I like to be a part of the group and not someone that splicing above the 

group. So that's the kind of person I'd like to be as a leader. 

Interviewer: 

So you would be more like someone who is does the, has the same kind of status within the group 

than the others and get everybody to build themselves up to the, to a common goal? 

Interviewee #2: 

Yes. Yes. 

Interviewer: 

That's a perfect, that will categorize you as a transformational leader, as you are aiming to develop 

each and every one's skills for the betterment of the whole company and everyone who is part of 

that company. And what are the areas regarding employee performance in handling employee 

performance that you think you can improve? So to push them a bit further to get them their 

performance to the next level. 

Interviewee #2: 

First of all, I'd like to to see what, what things they like to do and what things they're good at. 

Maybe make themselves realize that they're good at something. Okay. And then we're going to 

look at the opportunities within those particular skills and see if it's possible to to do something 

more for the greater good, maybe. 

Interviewer: 
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Okay. So you would like to, and that's what you would like to improve more? 

Interviewee #2: 

Yeah, so, so of course I also like to improve the things that they are not good at. But I think it's 

important that they do something that they, they like to do, which is most of the time, the things 

they're good at. So within those skills, you're looking at what they can do for you and within the 

company. 

Interviewer: 

Okay. So you're looking at an individual person and you see what they enjoy doing, what they're 

good at and you accommodate their tasks to their specific skills. 

Interviewee #2: 

Yes. Yeah. I think that's it 

Interviewer: 

Yeah. Okay. Interesting. Okay, cool. Thank you. And then for the final question, if there is a 

conflict at work how in in the workplace, how do you handle it? 

Interviewee #2: 

And then you mean a conflict with me and a colleague or 

Interviewer: 

Yeah. You and a colleague or a colleague and a colleague, colleague and a customer. 

Interviewee #2: 

It kind of depends on how big this issue is. But most of the time I start talking about it with, with 

the people and see how they how they're handling it themselves and how it affects maybe personal 

life or the, the, the, the performance in the company. And depending on how big this issue is, I 

might consider taking some external coach within, or maybe just talk about it and solve it 

ourselves, but it really depends on the situation. Yes. All right. 

Interviewer: 

Well, we've flown through the questions some very clear answers. So thank you very much for 

that. Do you have any questions specifically for me? 

Interviewee #2: 

No. No, not really. No. All right. 

Interviewer: 
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Well then I would just like to thank you very much for your time. And I would, if you do have any 

questions or think of anything, or you need help with anything, please do not hesitate to send me 

an email or just send me a WhatsApp. So yeah. Thank you. 

Interviewee #2: 

Thank you. 

7.6.3 Transcript Company #3 

Interviewer: 

Thank you for agreeing to this interview. so what I'm going to do today is I'm going to ask you a 

couple of questions and well, quite simply you are going to answer them, feel free to ask me any 

questions, throughout the interview, if you require any further explanation, or if you don't 

understand something, this interview will approximately take about 15 minutes and will be 

recorded for research and educational purposes, which was also stated in the document that 

you've signed. So before we get started, I have one final question for you and that is, do you have 

any questions? 

Interviewee #3: 

No, not yet. 

Interviewer: 

All right. Great. Well then I think we can start then, so to kick it off for the first question is how do 

you monitor the performance of your employees? 

Interviewee #3: 

I use, well, it's a bit hard in the crisis now in the pandemic, but I use Trello. That's like a project 

management tool online, and we have twice a week, a meeting for in the beginning of the week. 

It's a team meeting. So we meet with the whole team. And in the, the Friday we have a half an 

hour with each of the employees. So one team moment and one individual moment. 

Interviewer: 

Okay. And then you, at the individual moments, you go over the weekly events. 

Interviewee #3: 

Yeah. Or even the projects depending what they are working on. It can be either challenges that 

they need help on or well support for a big, a bigger project. 

Interviewer: 

And about Trello. What what does that constitute exactly off? Does it just measure the 

performance? What kind of measurement? 

Interviewee #3: 



                                                     Hotelschool The Hague | LYCar Company Project | Hidde Stok  

50 
 

No, it's a, it's a tracking tool. So it keeps the to, to, to know what I'm talking about and to keep 

insights on what we have been discussing. 

Interviewer: 

So it's basically just a you schedule a project into Trello and then a person who is working on it, 

updates it regularly when they're working. Is that how it, 

Interviewee #3: 

Yeah, that can be the case. We are not doing that yet, because then we need to make a indeed a 

project for each project, but I use it more for the complete overview of the team. So everybody 

else knows what the other person is working on and when we need each other's help, then they 

can look into Trello and see who is working on what? 

Interviewer: 

All right. Great. Thank you. That's quite clear. Sounds like a good tool to use and a bit on the 

staying in the same lane of measurement is how do you measure the stress of your employees? 

Interviewee #3: 

Well, we don't really measure it in our company. It's just by talking and hopefully by seeing their 

behavior or mostly, I think we are quite open to each other, but I mean, of course we don't really 

measure it by any means or anything, but you can notice it, notice it by the way they speak or the 

way their complain, but generally, I think it's they are honest. I think they are, but that, well, you 

never know for real, because I am the managers, so it's not always the truth. Of course. 

Interviewer: 

Yeah. Yeah. So, so what you're saying is that you could you think you can tell whether a person is 

stressed in the workspace, by the way they carry themselves and the way they behave. 

Interviewee #3: 

Yeah. Yeah. Okay. 

Interviewer: 

Yeah. That's interesting. I've heard that many times throughout my studies as well. And so what 

we're going to do with this whole project is that I'm going to give you some mindfulness Trey. 

Well, you're going to do some mindfulness exercises and we're going to check with the day impact 

the perceived stress of your employees. But what is actually your understanding of mindfulness 

based interventions? 

Interviewee #3: 

Well, I think my understanding is that you will take a moment to, well, to start or to close the day 

by, you know, not, not thinking about anything anymore and kind of give space to, to new 

thoughts and new different start of something else in the day. So no more work or no more 
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projects, it can be anything really, but me, myself, I'm not that familiar yet with, with it because I 

don't practice it yet. So, 

Interviewer: 

All right. Well actually you, you nailed the definition of it, so that's very good. I'm very excited to 

see whether we've gonna see some changes over the next two weeks. And this is a question 

regarding your leadership and that is how would you describe your style of leadership? 

Interviewee #3: 

I'm very I trust people really quickly, so let them be, so I don't, I'm not a micromanager at all. I I 

need my people also to be able to work by themselves so proactive, they need to be proactive. So 

I'm not the person that's calling them all the time and them questions about the project. And that's 

why we have this moment in the week to discuss these things. And when something in between 

happens, it will, they can always, you know, call me own teams or WhatsApp or whatever. But 

yeah, we we don't have to time in my company to, to micromanage and I really don't like it either. 

So if it's, you know, I think, I think they are happy with it. I am happy with it, but yeah. Okay. 

Interviewer: 

Okay. Cool. That's very interesting. So that would the way you describe yourself as, and your 

leadership style that will constitute asa laissez-faire kind of leadership style, like live and let live as 

long as everything's going accordingly, the performances, your goals are met, then everything is 

all right. And then you would intervene when something's gone awry. Right. 

Interviewee #3: 

True. Yeah. Yeah. Great. 

Interviewer: 

That's just for my clarification. That's very that's interesting style of leadership. You don't really 

see it that often. Ah, yeah, that's a good question. So regarding coming back to stress of your 

employees are you actively trying to reduce stress in your company? 

Interviewee #3: 

Mm, well, I try to keep my people not to be working at crazy times crazy hours. So especially for 

the girl in the UK, I think it's not easy for her because she is living. She works in also the 

headquarters. So the headquarters also the high management and they sometimes come over to 

her and ask her additional things and she is very friendly and supportive persons show. She has 

difficulties herself saying no, so we regularly have to talk about that. But I think she she's good 

enough to say no, but she doesn't always share it with me. So I sometimes find out too late and 

then I cannot, you know, protect, but I think can you repeat your question again? Sorry. 

Interviewer: 

Yeah. Are you or your company actively trying to reduce the stress of your employees? 
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Interviewee #3: 

Yeah, I think they did very well in the pandemic. I mean we make always crazy hours and we don't 

take the breaks as, as regularly would be the case just automatically because you know, it's lunch 

break, everybody goes to lunch or whatever. So we have gotten some trainings from a 

psychologist actually for all of the people. And if you had trouble, you could call them. We had 

some breathing trainings. So how to breath. We got a package sent home with a timer, and you 

had to set it, you know, and then it's certain times you had to put the timer, we have done a 

competition internal where you would see your colleagues and the time they would be active, you 

know? And it was like 30 miles, you needed to walk within so many days and you could see who 

actually did that and who did it and like kind of, you know, kind of compare what's kind of 

competitive and funny. So go out. Yeah. Yeah. That was nice. Yeah. 

Interviewer: 

So they did a lot of things to, to accommodate for the people working from home. 

Interviewee #3: 

I think the first wave, not that much, but the second one was more and more. I think the first one 

was still everybody at home. And then the second one we were even being told, we have to put in 

our diaries, like, okay, now I'm having lunch. Don't bother me with any meetings. Now I'm having 

a walk. You know, we were able to talk block. They told us, instead of sitting static, you know, 

stand up, wave, you know, all these things. I mean, it's like you, because obviously in the end of 

the day, it's up to yourself, what are you going to do? Yeah. Try to make that. Yeah. 

Interviewer: 

Oh, sounds. Yeah. So they, they, they learned from the first wave you would say? 

Interviewee #3: 

Yeah, I think so. Yeah. Hmm. 

Interviewer: 

Okay. And what are the areas regarding employee performance in which you can improve 

personally? So how can you personally improve to increase employee performance? 

Interviewee #3: 

Yeah, it depends on the person of course, but I think, yeah, by helping them offer the help they 

need, I mean, yeah, I'm already doing that. So I don't really know what I can say to that point. I 

think what would be my striving, what it's going to be a hard thing to realize in my company is to 

make it more easy for the European people to grow. It seems to be like, if you are a North 

American, it's easier to grow in a certain role from Europe. So, I mean, we have people got 

promoted that never worked in international markets and they got promoted to global marketing 

or whatever, but they have much about the international market. So it's a bit strange. And doesn't 

mean that it's not possible, but this is what we have seen recently. I don't know what can I do to 

help my team, I think, to always be there for them and listen and help them grow in where they're 
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not that good in, but it's different for the, for everybody, you know, everybody has different 

hurdles. So it's, it's very individualistic approach, I would say. 

Interviewer: 

Yeah, that's very nicely set. 

Interviewee #3: 

If, if for team, for my team to go as a team, I think it's important to follow the objectives of the 

global strategy and make sure we, we we as a team incorporate that right. And execute that. 

Right. 

Interviewer: 

Yeah. Okay. Thank you very much. So we've got two more questions and the one is how do you 

handle conflict in the workspace? 

Interviewee #3: 

Well, I didn't really have to deal with that yet, but I would listen to the person and if it's with 

another person, they have to, we have to set up a meeting with the involved persons and talk, 

listen to both ends and see if there's a solution to it. If they are also ready to think about a 

solution, because I think they also need to be thinking proactively how we can solve this and what 

both of them would learn from it and how we can, you know, turn the page and move on. Because 

I think we have to make sure that everybody knows that it's about a professional life, right. It's not 

a personal, we have all T so I think that's the most important and we have to see why, you know, 

why they conflict or cures. Is there a reason that it's easy to solve? Is there something deeper? So 

yeah, we have to figure it out and to talk, I would say. 

Interviewer: 

Okay. So just, you were saying that if there would and the conflict would occur, you would just 

take the, take up to listening to, what's been said, what's going on and then let it, both parties 

figure it out by themselves. Whilst still maintaining was guiding them correctly. 

Interviewee #3: 

Well, I would just, they should both talk, but not alone. I wouldn't be sitting in the same room 

because otherwise it's, I don't think they will get to a solution or agreement. So, no, I think it 

needs to be discussion with someone there maybe even involve HR if needed, you know, but 

happily, I have not had to deal with that yet. 

Interviewer: 

Well, fingers crossed that that won't happen then in the near future. And then for our final question 

what do you expect to happen by implementing mindfulness on a daily basis? 

Interviewer: 
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Well, I don't know. 

Interviewee #3: 

I don't expect much of it to be honest. That's an honest answer, I think, but I, maybe it is easier to 

digest ideas, you know, to also come up with different ideas instead of, you know, always going on 

and not stopping. I think it's it makes you blind maybe for new things. So, whereas we have some 

pauses, you, you yourself can come up with maybe some brilliant thoughts and also your 

employees. And it can maybe also take down the, the because I don't feel that it's really stressed, 

but it's maybe a lot of people, different people pulling and wanting things from you. So I think if 

you take maybe some mindfulness, as you say, you know, then it's maybe easier to digest that 

and to say, okay, this is important. This is not so important. So I'm sorry, but you have to wait or 

whatever, you know, I think that makes it a little bit easier than trying to, you know, be supportive 

for everybody. That's asking something. 

Interviewer: 

All right. Well, I'm very interested in seeing how this would, what you have experienced at the end 

of year, two weeks. But these were all the questions that I've prepared for you. Have you got any 

questions for me? 

Interviewee #3: 

No yeah, no, I don't, I don't have any questions now, but the 23rd. So that means until the 

seventh. Yeah. 

Interviewer: 

Okay. Yeah. And if you have any questions during that time period, feel free to just contact me via 

email or WhatsApp  

Interviewee #3: 

Yeah, I will. No, no worries. I probably might have some questions thinking about it later, but I will 

let you know. Okay. 

Interviewer: 

All right. Well, thank you for your time today. 

Interviewee #3: 

It was for two weeks. Is that enough to find out? 

Interviewer: 

Yeah, so there's been good. Great question. There's actually been quite a few studies suggesting 

the longer periods of time show effect and, and very short periods of time seem effective like two 

or three days. But not a lot of studies have been conducted on a time span between two to three 
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weeks. So researching whether that might have the same effect or something has changed in that 

time period. 

Interviewee #3: 

Oh, okay. So are you even do it with a reason? 

Interviewer: 

Yeah. Yeah. I was very that was a very clear research because they said, yeah, we've measured it 

on three day period, but also on a six month period, these are findings. And then in their 

discussion, they said that might be a nice to see whether on a weekly basis how, what, how that 

impacts people. So that's why I chose that path. 

Interviewee #3: 

Good. Nice. I will be curious to know it would be good for me to see also what my, I mean, I will 

not find out, but what my team things and see, see if it's worth continuing or not. 

Interviewer: 

Yeah. I'll let you know whether it's worth, if there's a change definitely at the end, but you will not 

know who said what neither do I actually 
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7.7 Categories and Colour-Coding for Data Reduction 
 

Leadership Style  

Performance Measurement  

Stress Management  

Stress Measurement  

 

Leadership Style 

There's no real leadership, it's like an equal effort. But with our employees, it's 
more like a, well, I'll call it a laissez-faire or coaching really, because one way 

they get a lot of freedom. But on the other side, we give them some, some 
directions. So, it's we're not a strict top level leadership company. 

I don’t like to delegate. I like to see people working together and to develop their 
skills. Moreover, I like to be a part of the group rather than someone who 

watches from the distance and who gives commands. 

I am aiming to develop each and every one’s skill for the betterment of the whole 
company. 

I'm very trusting meaning that I'm not a micromanager at all. I need my people 
to be able to work by themselves and be proactive. That's why we have meetings 
throughout the week to discuss these things. When something happens in 

between, they can always reach out. We don't have time in my company to 
micromanage and I really don't like it either.  

So that would the way you describe yourself as, and your leadership style that 
will constitute as a laissez-faire kind of leadership style, like live and let live as 

long as everything's going accordingly, the performances, your goals are met, 
then everything is all right. And then you would intervene when something's gone 

awry 

Performance Measurement 

We measure employee performance by feeling and discussing their performance 
within our management team. We don’t tend to do performance tests, but we pay 
great attention to the feedback that we receive from our clients and the service 

that we provide. As long as the service is up to par then the performance should 
be up to par. 

We have a lot of personal contact with our employees. In the first place, I 
monitor our employees by checking their results, all the measurables that we can 

extract from our systems on the other hand, I just have normal conversations 
with them to see how they are doing in their personal life. Because if they feel 

good in their personal life, their work performance increases. 

It's of great important that they perform up to standard, but I want them to feel 
good and have a good place within our team. 
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It's a bit hard in the crisis now with the pandemic, but I use Trello. That's like an 
online project management tool. Moreover, we have a meeting twice a week. The 

meeting in the beginning of the week is a team meeting. The meeting on Friday 
lasts half an hour with each of the employees individually to talk about the week.  

The meetings and Trello help us to ask for support and give support to one 
another. It depends on the projects and challenges that we face in that point of 

time.  

Everybody else knows what the other person is working on and when we need 
each other's help, then they can look into Trello and see who is working on what. 

Stress Management 

In order to calm my mind, I tend to do a lot of endurance training. In which I can 
be alone with my thoughts for, well, sometimes a couple of hours. So, in a way I 
know how to concentrate on literally nothing or just points in the distance. I 

always jump from thought to though and to stop the jumping, that might be 
something peaceful and stress alleviating. 

We are aware facilitating a pleasant working atmosphere transfers to the 
mindsets of our clients. Because stress transfers from one person to another. 

I see mindfulness as something that you every now and then to take a moment 
to just realize what's going on and process everything individually.  

I think it will be useful so that I can process one thing individually and not 
everything at once. I'm someone that likes to do everything all at once. However, 
I think you can get better results when you take it easy and take step-by-step, 

Unfortunately, there's not always time.  

I think that stress is transferable but not to everyone, maybe more so with the 
colleagues that I talk to on a daily basis. 

You will take a moment to start or to close the day by not thinking about 
anything anymore and give space to new thoughts. 

I try to keep my people not to be working at crazy times crazy hours. 

I mean we always make crazy hours, and we don't take the breaks as regularly. 
So, we have gotten some trainings from a psychologist actually for all of the 
people. And if you had trouble, you could call them. We had some breathing 

trainings. We got a package sent home with a timer, and you had to set it, and 
then at certain times you had to put the timer on. Moreover, we have done an 

internal competition where you would see your colleagues and the time, they 
would be active. 

Stress Measurement 

We don’t have measurement tools. We tend to “feel” and see what signals we 
perceive, or we think we perceive. We have noticed that some people perform 

better in certain situations than others and we intervene quickly if we think 
someone is feeling stressed, as it will translate itself into a bad product or 
service.  

Unfortunately, we cannot be with our employees constantly when they provide 
their service thus, we might overlook something. Meaning that that might be a 
point of improvement. 

After each event we debrief because the experiences that our employees have 
with the clients are also translated in in feedback that we give to the clients. The 
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way our employees give us feedback also tells us a lot whether they enjoyed 
themselves or whether they faced stress. 

We don't use specific tools to measure stress in the workspace. I tend to have a 
conversation with my employees every three months. This conversation is mostly 

about their performance but also about how they are feeling at work and outside 
of it. Unfortunately, it also depends on the individual, because they decide about 

how much they will tell and if they want to tell you something. So, in conclusion, 
currently there are no specific measurement tools in place.  

Personally, I like measurements to compare things to one another so a stress 
measurement tool would be very convenient. 

We don't really measure stress in our company. We tend to talk to one another 
and hopefully we spot things by analysing their behaviour. I think we are quite 

open to each other; we don't really measure it by any means or anything, but 
you can notice it, notice it by the way they speak or the way their complain, but 

generally, I think it's they are honest. I think they are, but that, well, you never 
know for real, because I am the managers, so it's not always the truth. 
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7.8 UK Research Integrity Office’s recommended 

checklist 
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7.9 Pearson’s Chi-Squared Data Nominal Questions 
Case Processing Summary 

 

Cases 

Valid Missing Total 

N Percent N Percent N Percent 

Assignment Time * 

Occasion 

42 100,0% 0 0,0% 42 100,0% 

Influence Decision * 

Occasion 

42 100,0% 0 0,0% 42 100,0% 

Consideration of 

Views * Occasion 

42 100,0% 0 0,0% 42 100,0% 

Work Pace * Occasion 42 100,0% 0 0,0% 42 100,0% 

Work Tasks Included 

* Occasion 

42 100,0% 0 0,0% 42 100,0% 

Stressful 1 * 

Occasion 

42 100,0% 0 0,0% 42 100,0% 

Decision Maker * 

Occasion 

42 100,0% 0 0,0% 42 100,0% 

Stressful 2 * 

Occasion 

4 9,5% 38 90,5% 42 100,0% 

Conflicts at Work * 

Occasion 

42 100,0% 0 0,0% 42 100,0% 

Stressful 3 * 

Occasion 

7 16,7% 35 83,3% 42 100,0% 

Solving Conflicts * 

Occasion 

7 16,7% 35 83,3% 42 100,0% 

Stressful 4 * 

Occasion 

1 2,4% 41 97,6% 42 100,0% 
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Assignment Time * Occasion 

Crosstab 

Count   

 

Occasion 

Total 

Occasion 

1 

Occasion 

2 

Assignment 

Time 

No 7 3 10 

Yes 14 18 32 

Total 21 21 42 

 

Chi-Square Tests 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Exact Sig. 

(2-sided) 

Exact Sig. 

(1-sided) 

Pearson Chi-Square 2,100a 1 ,147   

Continuity Correctionb 1,181 1 ,277   

Likelihood Ratio 2,147 1 ,143   

Fisher's Exact Test    ,277 ,139 

Linear-by-Linear 

Association 

2,050 1 ,152   

N of Valid Cases 42     

 

a. 0 cells (,0%) have expected count less than 5. The minimum expected count is 

5,00. 

b. Computed only for a 2x2 table 
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Influence Decision * Occasion 

Crosstab 

Count   

 

Occasion 

Total 

Occasion 

1 

Occasion 

2 

Influence 

Decision 

No 3 0 3 

Yes 18 21 39 

Total 21 21 42 
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Chi-Square Tests 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Exact Sig. 

(2-sided) 

Exact Sig. 

(1-sided) 

Pearson Chi-Square 3,231a 1 ,072   

Continuity Correctionb 1,436 1 ,231   

Likelihood Ratio 4,390 1 ,036   

Fisher's Exact Test    ,232 ,116 

Linear-by-Linear 

Association 

3,154 1 ,076   

N of Valid Cases 42     

 

a. 2 cells (50,0%) have expected count less than 5. The minimum expected count 

is 1,50. 

b. Computed only for a 2x2 table 
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Consideration of Views * Occasion 

Crosstab 

Count   

 

Occasion 

Total 

Occasion 

1 

Occasion 

2 

Consideration of 

Views 

No 2 1 3 

Yes 19 20 39 

Total 21 21 42 

 

Chi-Square Tests 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Exact Sig. 

(2-sided) 

Exact Sig. 

(1-sided) 

Pearson Chi-Square ,359a 1 ,549   

Continuity Correctionb ,000 1 1,000   

Likelihood Ratio ,365 1 ,545   

Fisher's Exact Test    1,000 ,500 

Linear-by-Linear 

Association 

,350 1 ,554   

N of Valid Cases 42     

 

a. 2 cells (50,0%) have expected count less than 5. The minimum expected count 

is 1,50. 

b. Computed only for a 2x2 table 
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Work Pace * Occasion 

Crosstab 

Count   

 

Occasion 

Total 

Occasion 

1 

Occasion 

2 

Work 

Pace 

No 11 8 19 

Yes 10 13 23 

Total 21 21 42 

Chi-Square Tests 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Exact Sig. 

(2-sided) 

Exact Sig. 

(1-sided) 

Pearson Chi-Square ,865a 1 ,352   

Continuity Correctionb ,384 1 ,535   

Likelihood Ratio ,868 1 ,351   

Fisher's Exact Test    ,536 ,268 

Linear-by-Linear 

Association 

,844 1 ,358   

N of Valid Cases 42     

 

a. 0 cells (,0%) have expected count less than 5. The minimum expected count is 

9,50. 

b. Computed only for a 2x2 table 
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Work Tasks Included * Occasion 

Crosstab 

Count   

 

Occasion 

Total 

Occasion 

1 

Occasion 

2 

Work Tasks 

Included 

No 1 1 2 

Yes 20 20 40 

Total 21 21 42 
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Chi-Square Tests 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Exact Sig. 

(2-sided) 

Exact Sig. 

(1-sided) 

Pearson Chi-Square ,000a 1 1,000   

Continuity Correctionb ,000 1 1,000   

Likelihood Ratio ,000 1 1,000   

Fisher's Exact Test    1,000 ,756 

Linear-by-Linear 

Association 

,000 1 1,000   

N of Valid Cases 42     

 

a. 2 cells (50,0%) have expected count less than 5. The minimum expected count 

is 1,00. 

b. Computed only for a 2x2 table 
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Stressful 1 * Occasion 

Crosstab 

Count   

 

Occasion 

Total 

Occasion 

1 

Occasion 

2 

Stressful 

1 

No 19 18 37 

Yes 2 3 5 

Total 21 21 42 

 

 

Chi-Square Tests 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Exact Sig. 

(2-sided) 

Exact Sig. 

(1-sided) 

Pearson Chi-Square ,227a 1 ,634   

Continuity Correctionb ,000 1 1,000   

Likelihood Ratio ,228 1 ,633   

Fisher's Exact Test    1,000 ,500 

Linear-by-Linear 

Association 

,222 1 ,638   

N of Valid Cases 42     

 

a. 2 cells (50,0%) have expected count less than 5. The minimum expected count 

is 2,50. 

b. Computed only for a 2x2 table 
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Decision Maker * Occasion 

Crosstab 

Count   

 

Occasion 

Total 

Occasion 

1 

Occasion 

2 

Decision 

Maker 

No 3 1 4 

Yes 18 20 38 

Total 21 21 42 
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Chi-Square Tests 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Exact Sig. 

(2-sided) 

Exact Sig. 

(1-sided) 

Pearson Chi-Square 1,105a 1 ,293   

Continuity Correctionb ,276 1 ,599   

Likelihood Ratio 1,152 1 ,283   

Fisher's Exact Test    ,606 ,303 

Linear-by-Linear 

Association 

1,079 1 ,299   

N of Valid Cases 42     

 

a. 2 cells (50,0%) have expected count less than 5. The minimum expected count 

is 2,00. 

b. Computed only for a 2x2 table 
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Stressful 2 * Occasion 

Crosstab 

Count   

 

Occasion 

Total 

Occasion 

1 

Occasion 

2 

Stressful 

2 

No 1 0 1 

Yes 2 1 3 

Total 3 1 4 

 

Chi-Square Tests 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Exact Sig. 

(2-sided) 

Exact Sig. 

(1-sided) 

Pearson Chi-Square ,444a 1 ,505   

Continuity Correctionb ,000 1 1,000   

Likelihood Ratio ,680 1 ,410   

Fisher's Exact Test    1,000 ,750 

Linear-by-Linear 

Association 

,333 1 ,564   

N of Valid Cases 4     

 

a. 4 cells (100,0%) have expected count less than 5. The minimum expected 

count is ,25. 

b. Computed only for a 2x2 table 
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Conflicts at Work * Occasion 

Crosstab 

Count   

 

Occasion 

Total 

Occasion 

1 

Occasion 

2 

Conflicts at 

Work 

No 16 19 35 

Yes 5 2 7 

Total 21 21 42 
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Chi-Square Tests 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Exact Sig. 

(2-sided) 

Exact Sig. 

(1-sided) 

Pearson Chi-Square 1,543a 1 ,214   

Continuity Correctionb ,686 1 ,408   

Likelihood Ratio 1,586 1 ,208   

Fisher's Exact Test    ,410 ,205 

Linear-by-Linear 

Association 

1,506 1 ,220   

N of Valid Cases 42     

 

a. 2 cells (50,0%) have expected count less than 5. The minimum expected count 

is 3,50. 

b. Computed only for a 2x2 table 
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Stressful 3 * Occasion 

Crosstab 

Count   

 

Occasion 

Total 

Occasion 

1 

Occasion 

2 

Stressful 

3 

No 1 0 1 

Yes 4 2 6 

Total 5 2 7 

 

 

Chi-Square Tests 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Exact Sig. 

(2-sided) 

Exact Sig. 

(1-sided) 

Pearson Chi-Square ,467a 1 ,495   

Continuity Correctionb ,000 1 1,000   

Likelihood Ratio ,738 1 ,390   

Fisher's Exact Test    1,000 ,714 

Linear-by-Linear 

Association 

,400 1 ,527   

N of Valid Cases 7     

 

a. 4 cells (100,0%) have expected count less than 5. The minimum expected 

count is ,29. 

b. Computed only for a 2x2 table 
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Solving Conflicts * Occasion 

Crosstab 

Count   

 

Occasion 

Total 

Occasion 

1 

Occasion 

2 

Solving 

Conflicts 

No 1 0 1 

Yes 4 2 6 

Total 5 2 7 
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Chi-Square Tests 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Exact Sig. 

(2-sided) 

Exact Sig. 

(1-sided) 

Pearson Chi-Square ,467a 1 ,495   

Continuity Correctionb ,000 1 1,000   

Likelihood Ratio ,738 1 ,390   

Fisher's Exact Test    1,000 ,714 

Linear-by-Linear 

Association 

,400 1 ,527   

N of Valid Cases 7     

 

a. 4 cells (100,0%) have expected count less than 5. The minimum expected 

count is ,29. 

b. Computed only for a 2x2 table 
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Stressful 4 * Occasion 

Crosstab 

Count   

 

Occasion 

Total 

Occasion 

1 

Stressful 

4 

No 1 1 

Total 1 1 

 

Chi-Square Tests 

 Value 

Pearson Chi-

Square 

.a 

N of Valid Cases 1 

 

a. No statistics are 

computed because Stressful 

4 and Occasion are 

constants. 
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7.10 Frequency Ordinal Data Questions 
Pre intervention 

Statistics 

 
Upset past 

Month 

Stress past 

Month 

Confidence 

past Month 

Coping past 

Month 

Difficulties 

past Month 

N Valid 21 21 21 21 21 

Missing 0 0 0 0 0 

Mean 2,43 3,10 3,95 2,71 2,05 

 

Frequency Table 

Upset past Month 

 Frequency 

Percen

t 

Valid 

Percent 

Cumulative 

Percent 

Valid Never 5 23,8 23,8 23,8 

Almost 

never 

6 28,6 28,6 52,4 

Sometimes 6 28,6 28,6 81,0 

Often 4 19,0 19,0 100,0 

Total 21 100,0 100,0  

Stress past Month 

 Frequency 

Percen

t 

Valid 

Percent 

Cumulative 

Percent 

Valid Never 3 14,3 14,3 14,3 

Almost 

never 

4 19,0 19,0 33,3 

Sometimes 4 19,0 19,0 52,4 

Often 8 38,1 38,1 90,5 

Very Often 2 9,5 9,5 100,0 

Total 21 100,0 100,0  
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Confidence past Month 

 

 Frequency 

Percen

t 

Valid 

Percent 

Cumulative 

Percent 

Valid Almost 

never 

1 4,8 4,8 4,8 

Sometimes 3 14,3 14,3 19,0 

Often 13 61,9 61,9 81,0 

Very Often 4 19,0 19,0 100,0 

Total 21 100,0 100,0  

Coping past Month 

 Frequency 

Percen

t 

Valid 

Percent 

Cumulative 

Percent 

Valid Never 3 14,3 14,3 14,3 

Almost 

never 

5 23,8 23,8 38,1 

Sometimes 9 42,9 42,9 81,0 

Often 3 14,3 14,3 95,2 

Very Often 1 4,8 4,8 100,0 

Total 21 100,0 100,0  
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Difficulties past Month 

 Frequency Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Never 10 47,6 47,6 47,6 

Almost 

never 

1 4,8 4,8 52,4 

Sometimes 9 42,9 42,9 95,2 

Often 1 4,8 4,8 100,0 

Total 21 100,0 100,0  

 

Post intervention 

Statistics 

 
Upset past 

Month 

Stress past 

Month 

Confidence 

past Month 

Coping past 

Month 

Difficulties 

past Month 

N Valid 21 21 21 21 21 

Missing 0 0 0 0 0 

Mean 1,90 2,43 4,24 1,62 1,43 

 

Frequency Table 

Upset past Month 

 
Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Never 7 33,3 33,3 33,3 

Almost 

never 

10 47,6 47,6 81,0 

Sometimes 3 14,3 14,3 95,2 

Often 1 4,8 4,8 100,0 

Total 21 100,0 100,0  
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Stress past Month 

 
Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Never 4 19,0 19,0 19,0 

Almost 

never 

8 38,1 38,1 57,1 

Sometimes 6 28,6 28,6 85,7 

Often 2 9,5 9,5 95,2 

Very Often 1 4,8 4,8 100,0 

Total 21 100,0 100,0  

Confidence past Month 

 
Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Sometime

s 

2 9,5 9,5 9,5 

Often 12 57,1 57,1 66,7 

Very Often 7 33,3 33,3 100,0 

Total 21 100,0 100,0  

Coping past Month 

 
Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Never 12 57,1 57,1 57,1 

Almost 

never 

5 23,8 23,8 81,0 

Sometimes 4 19,0 19,0 100,0 

Total 21 100,0 100,0  
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Difficulties past Month 

 
Frequenc

y Percent 

Valid 

Percent 

Cumulative 

Percent 

Valid Never 13 61,9 61,9 61,9 

Almost 

never 

7 33,3 33,3 95,2 

Sometimes 1 4,8 4,8 100,0 

Total 21 100,0 100,0  
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7.11 Professional Product Internship 
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7.12 Informed Consent Forms 
Company #1 
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Company #2
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Company #3 
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7.13 CLP Executive Summary 
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7.14 CLP Assessment Form 
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9.14 POA Executive Summary
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7.15 POA Assessment Form 
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7.16 Client Evaluation 
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7.17 Client Evaluation of Deliverable 
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7.18 Proof of Dissemination 
In order to disseminate this research, the research will be shared through two separate channels. 

• A copy of the executive summary will be published to GPT’s monthly newsletter. To 

subscribe to the newsletter please follow this link: https://www.grasspeopletree.com/join-

the-family 

• An infographic has been designed that will be posted on a multiplatform called ‘The Futur’. 

The Futur is a group of creative professionals that consult organisations to scale their 

business by providing various types business related information (The Futur, 2021). By 

sharing the infographic on The Futur’s platform it will gain an audience of over 2 million 

people who are all concerned with running a business as efficiently as possible.  

To view The Futur’s platform please follow this link: https://thefutur.com/ 

• An infographic has also been sent to a company that has allowed me to conduct research 

among their staff. Proof of the dissemination can be found below. 

I am currently in talks with The Futur and have send them the carousel post below. I will yet have 

to receive feedback on the provided product.  

 

https://thefutur.com/


                                                     Hotelschool The Hague | LYCar Company Project | Hidde Stok  

106 
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See the created carousel post that will be posted on The Futur’s platform: 
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7.19 Screenshot Data Management 

 

 

SPSS File could not be uploaded to HTH Intranet 
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