Table 11. Analysis of Simple Effects for Mediators and Moderator of Job Performance and
Citizenship Behavior

Low Interdependence High Interdependence Differences
Path 95% CI Path 95%CI Effect 95% CI
Dependent Variable = Job Performance
Through PA -.017 (-.10, .06) -.037 (-.17,.07) -.020 (-.08,.01)
Through NA -.005 (-.10, .03) -.011 (-.17, .04) -.006 (-.07,.01)
Total Effect -.023 (-.15, .08) -.048 (-.29, .08) -.026 (-.12,.01)
Dependent Variable = Citizenship Behavior
Through PA .003 (-.07, .10) -.007 (-.15,.11) -.010 (-.08,.02)
Through NA .001 (-.05, .07) -.002 (-.11,.06) -.003 (-.07,.01)
Total Effect .004 (-.09, .14) -.009 (-.22,.14) -.013 (-.11,-.00)
Note. N = 62.

Path columns represent simple effects calculated using coefficient estimates reported in Table 10.
For Low Interdependence Z = 2.87, for High Interdependence Z =4.31. From Table 10 Through
Positive Affect (PA) =11+ B3z * (Baa+ (Bas+ Z)); From Table 10 Through Negative Affect (NA) =
Bi1* P32 * (Baa+ (Bas* Z)). Total Effects Differences in paths were computed by subtracting the
effect for Low Interdependence from the effect for High Interdependence. Confidence intervals
derived from bootstrap estimates.
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Mindfulness-Based Programs in Work Settings

However, assuming for a moment that mindfulness does have the capability to
benefit work outcomes (as argued in the development of this study’s hypotheses), the
lack of supportive results in the study raises an issue. As mentioned in the previous
chapter, this study was conducted with the cooperation of the Ul MBSR/MBCT programs
and Ul Wellness. Anyone may participate in the mindfulness-based programs, whether
or not they are affiliated with the University of lowa. However, many university
employees do enroll and there is certainly an incentive for them to do so, as Ul Wellness
may pay 75% of the $400 program fee for participating employees. Organizations often
sponsor training, though a recent survey estimates that only 50% of training investments
result in individual or organizational improvements (Saks, 2002). Without evidence that
program participation is beneficial for the workplace, however, the Ul may find its
sponsorship to be in the undesirable half of training investments. Consistent with the
mindfulness literature, this study demonstrates that participation in the sponsored
MBSR/MBCT program increases mindfulness. How can the university facilitate an
outcome in which participation in this program and its resulting increased level of
mindfulness benefits individuals at work and the broader organization?

A research literature that may offer some guidance in this respect is the training
transfer literature. Transfer of training refers to “the degree to which trainees effectively
apply the knowledge, skills, and attitudes gained in a training context to the job”
(Baldwin & Ford, 1988, p. 63). In successful transfer, learning will not only be
generalized to the job context but also maintained over a period of time (Baldwin & Ford,
1988). Organizations wish to avoid, of course, situations of zero transfer, where the
training intervention has no effect, or at worst, negative transfer, where the training
actually worsens job performance or other work outcomes (Burke, 2001). Extensive
research has been done on the factors that influence transfer of training, including those

related to the individual, intervention design and delivery, and the work environment
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(Burke & Hutchins, 2007). Not all factors can be easily influenced or manipulated by the
organization. For example, trainees’ cognitive ability enhances transfer (corrected
correlation of .43; Colquitt, LePine, & Noe, 2000), but, short of “trading up” to smarter
employees in future selection efforts, this factor is not immediately remediable. However,
several factors that are well-supported by empirical research may be viable strategies for
the university with respect to improving the transfer of the knowledge, skills, and
attitudes learned in the mindfulness-based programs to the workplace.

At the individual level, self-efficacy, or judgments that individuals make about
their capabilities to perform a particular task or to execute a course of action (Bandura,
1982), positively relates to transfer (Burke & Hutchins, 2007; Colquitt et al., 2000).
Self-efficacy is malleable (Bandura, 1982; Burke & Hutchins, 2007) and, thus, something
the organization can proactively endeavor to influence. Kabat-Zinn (1990) helps us to
understand why such an effort may be necessary.

In discussing the end of the numerous eight-week mindfulness-based program
cycles he has been involved with over the years, Kabat-Zinn (1990) remarks that
participants do not want the program to end. They wish to continue meeting weekly and
practicing together. As he characterizes their experience “Nothing much has changed on
a big scale in their lives. Except, in some subtle way that comes out as we review what it
has meant for them to come this far on the journey, everything” (Kabat-Zinn, 1990, p.
423). The end of the course signals a purposeful removal of external supports “so that
people can work at sustaining the momentum of mindfulness on their own” (Kabat-Zinn,
1990, pp. 423-424). However, given the inherent challenge of maintaining a present-
moment focus and foregoing the human tendency to categorize and judge our experiences,
program participants may find this newfound autonomy with respect to mindfulness
intimidating. The ongoing time commitment (45 minutes/day) recommended for the
formal practice that would facilitate sustained mindfulness likely also seems daunting.

The organization may be able to adapt the mindfulness program to include a component
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focused on increasing participants’ self-efficacy to sustain mindfulness post-program.
For example, self-management strategies have been previously used in an effective post-
training transfer intervention (Gist, Stevens, & Bavetta, 1991).

Transfer can be also be enhanced when participants perceive that the training has
utility or value for improving work outcomes such as performance (Burke & Hutchins,
2007). One way to help participants connect mindfulness to their work would be to make
the connection more explicit. This could be done by adapting the mindfulness-based
program to focus on a work context. For example, in discussing the impact of
mindfulness on relationships, I previously referenced the now-published dissertation of
James Carson (Carson et al., 2004). As part of the study, he specifically designed a novel
intervention, mindfulness-based relationship enhancement. This program was directly
modeled on Kabat-Zinn’s mindfulness program in terms of format, teaching style,
sequence of techniques, composition of topics, and homework assignments. However,
modifications were made that were specific to the goal of relationship enhancement for
nondistressed couples, such as partner versions of exercises, a greater emphasis on
loving-kindness meditation, application of mindfulness to emotion-focused and problem-
focused approaches to relationship issues, and homework assignments focusing on shared
as opposed to individual experiences of mindfulness practice. Couples participating in
the program reported higher levels of relationship satisfaction, closeness, acceptance of
one another, and lower levels of relationship distress.

A mindfulness-based program specifically modified for work enhancement may
increase participants’ judgments of the utility and value of mindfulness for their work.
Such a program may also facilitate use of a key principle of adult learning, that is, that
“people need to use their own life or work-related experiences as a basis for learning”
(Burke, 2001, p. 97). In a program designed to focus on a work context, people can
integrate their work experiences and work problems with their learning and practice of

mindfulness. Also of note is Alliger and colleagues’ (Alliger, Tannenbaum, Bennett,
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Traver, & Shotland, 1997) meta-analytic finding that learner utility judgments have a
stronger relationship with transfer as compared to learner affective or emotional reactions.
Given the strong influence of mindfulness on experienced affect, the design of the
intervention must assist participants to go beyond their affective reaction to see explicit
connections to their work and enhance utility judgments.

At the level of the work environment, supervisor and peer support has been found
to increase transfer. Burke and Hutchins (2007) refer to this as “perhaps the most
consistent factor explaining the relationships between the work environment and transfer”
(p. 281). Support from peers and supervisors is an important feature of a positive transfer
climate, which refers to the perceptions of the work environment characteristics that
inhibit or facilitate the transfer of what has been learned in training to the job (Rouiller &
Goldstein, 1993). Examples of supervisor and peer supportive behaviors include
discussing new learning, sharing ideas about course content, positive feedback, and
involvement in training (Burke & Hutchins, 2007).

Given this, one strategy that may facilitate the transfer of mindfulness skills to the
work context is participation at the department or unit level. Currently, participation in
the mindfulness-based program is an individual endeavor; though it takes place in a
group setting, the participants do not normally know one another beforehand.

Supervisors and peers could more easily support one another if everyone within a
department/unit participated in the program. They would share a common understanding
and language regarding content. Shared participation may also ensure that the values and
attitudes promoted in training—the importance of present-moment attention approached
with an attitude of openness, acceptance, and nonjudgment (Bishop et al., 2004; Kabat-
Zinn, 1990, 1994)—are consistent with the values on the job. Such consistency is
another important feature of transfer climate (Burke, 2001). One can envision the
development of a “community of practice” (Lave & Wenger, 1991; Wenger, 1999), in

which members engage in the common quest of a mindful approach to work and, in doing
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s0, learn from one another. This strategy of participation at the department/unit level
would be particularly powerful when combined with a mindfulness-based program
modified for the work context as described previously.

Thus, the university (or any organization sponsoring mindfulness-based programs)
can take tangible steps to increase the probability that participation in this program and its
resulting increased level of mindfulness benefits individuals at work and the broader
organization. The suggested focus on participants’ self-efficacy, participants’
utility/value judgments regarding the training, and supervisor/peer support are but three
of the potential mechanisms by which the organization can enhance transfer. Based on
current empirical evidence (Burke & Hutchins, 2007), though, they are three of the most
viable strategies.

I have reviewed the overall results of the study, discussed several study
limitations, and suggested implications related to mindfulness-based training programs in
the workplace. I now consider future research regarding mindfulness and work. Given
the lack of results, what does this study suggest for next steps in terms of research?

Future Research

Participants’ comments suggest two potential substantive directions for future
research. In the final survey one month after program completion, members of the
experimental group were asked to share their views as to how mindfulness affected their
relationships at work and their work in general. Though the results of this study did not
reflect positive relationships of mindfulness with work outcomes, some individuals saw a

change after having completed the mindfulness program:

It has improved my relationships with people who I previously avoided or became
easily irritated by.

I think I’m calmer so I approach my work that way and it seems to go smoother
and I seem to be more efficient.

It has made me appreciate my work more when I concentrate more on it. I feel
more valuable when I put more effort and concentration into my work.
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I believe I have become a more patient boss, more tolerant of things I used to find
annoying or distracting...I used to react to things, now I see my feelings about
them, and decide how to respond accordingly.

I have greater capacity to feel compassion toward those I am caring for;

sometimes when people are really stressing, I just breath (sic) mindfully and it

really helps those in crisis.

I try to observe how my actions are affecting my coworker and the people I am

caring for. I am much less reactive to crisis situations that arise at work.

Some of these comments (e.g., “...made me appreciate my work more...”, “I have
become...more tolerant of things (on the job)...”) suggest that work attitudes, such as
employee engagement or job satisfaction, may be a more appropriate area on which to
focus in terms of mediators or work outcomes. Work attitudes were not present in the
proposed model. Work attitudes often have appreciable relationships with performance-
related outcomes (e.g., a mean true correlation of .30 between job satisfaction and job
performance; Judge, Thoresen, Bono, & Patton, 2001), however, so even if mindfulness
does positively relate to work attitudes, this does not fully explain the lack of results here.
It may be that mindfulness does have positive implications for individuals’ experience of
work, but for some reason, it does not materialize in tangible work outcomes. Given that
there are so many factors that influence these outcomes, perhaps mindfulness has a
comparatively smaller influence and gets “lost in the shuffle.” Exploring the relationship
between mindfulness and work attitudes, though, may be a more fruitful avenue.

Another possibility, particularly as it applies to the significant negative
relationship of mindfulness (controlling for experienced affect) with relationship quality
and with citizenship behavior, is that mindfulness may not facilitate work outcomes at all.
It is worth taking another look at some selected program participants’ comments
regarding the effect of mindfulness on their work. Comments from some participants
raise the interesting question of whether mindfulness works too well in terms of

improving experienced affect and reducing stress in the workplace (though this latter

effect was not measured in this study, it is fairly well-established; e.g., Cohen-Katz et al.,



139

2004, 2005a, 2005b; Galantino et al., 2005; Irving et al., 2009; Klatt et al., 2009;
Mackenzie et al., 2006; Pipe et al., 2009) and what type of effect this may have on
participants at work. Following are selected additional comments from program

participants regarding their mindfulness and their work:

I have taken a more relaxed position about backorders and dealing with the
vendors then (sic) I had been doing. I do what I can during the day and not stress
out if everything does not get done. I do not stay a lot of extra hours as I had been
doing.

Previously I jumped anytime someone had a problem (regardless of whether or
not it was my job to fix it). Now I am less reactive to my colleagues’ crises when
I think the crises are self-created or their demands are unreasonable.

Perhaps I’ve become a bit less worried about letting my students down if I don’t
spend hours on each lecture. Perhaps I’m a bit more able to ‘go with the flow’ in
class.

I have come to the realization that if my employer is not going to invest in me,
then I need to stop wearing my heart on my sleeve and not be so invested.

I am not quite as tied to my work.

These comments align with some similar outcomes from the eight participants in
Hunter and McCormick’s (2008) qualitative study of a mindful approach to work. Those
participants reported a stronger inner focus, such that they were less concerned with
external, work-related rewards and recognition or the approval of others. In addition,
their focus shifted from their job as their primary source of meaning in their lives to
finding multiple sources of meaning. It remains to be seen how such shifts in attitudes
affect work-related relationships, performance, and achievement in the long-term. It may
be that relationship quality, performance, and citizenship behavior are not affected or are
negatively affected by a mindful approach because participants in the mindfulness-based
program are now focused on “self-care” more so than others or their organization. Of
course, given the previous discussion of the aggregated measure of relationship quality as

a potential limitation, future research should investigate the impact of mindfulness on
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relationship quality through an examination of relationship quality at the individual
relationship level.

This potential scenario of a negative effect of mindfulness on work-related
outcomes also raises an interesting question. If an organization pays for employees to
participate in a program that makes the employees less stressed and more "happy,” but
also potentially less committed to working hard for the organization in order to maintain
this state, is that a good thing? The answer may be different from the perspective of the
individual versus the organization. Both parties may be interested in the individual’s
well-being and value a program that increases it, but there may be a point when interests
diverge, particularly if increased well-being comes at the expense of work outcomes.
There are also likely short-term and long-term perspectives. The implications of this
“more relaxed position” with respect to work may not seem beneficial for the
organization in the short-term, particularly as it relates to productivity and financial
concerns (e.g., has this employee’s productivity decreased and, if so, does this new level
of productivity warrant his or her salary?). However, this approach may offer benefits in
the long-term, for example, in the organization’s ability to retain employees with critical
organizational experience and knowledge or to recruit new employees who are interested
in a workplace in which they can maintain a strong work-life balance. Beyond the
specific organization, such an approach to work may alter our society if taken by a
critical mass of individuals. Some individuals may find the “work to live” approach
(where there is less emphasis on what one does for a living and family and leisure time
are central to the culture) more desirable than the United States’ current “live to work™
culture (where what you do may seem more important than who you are and family and
leisure time are often sacrificed for work; cf. Hochschild, 1997; Hofstede, 2001). This
scenario certainly suggests some paradoxes, and there is no easy answer to them. A
potential negative effect of mindfulness on work outcomes certainly warrants research

consideration.
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On a broad note with respect to future research, a qualitative effort to study
mindfulness and work might be a good next step given the lack of empirical support for
what seemed to be a theoretically-supported model. It would help to ensure a rich
understanding of mindfulness’ impact and the process by which this occurs so that more
viable models can be proposed and empirically tested. In view of the potential
“negative” implications raised by the limited qualitative data in this study in contrast to
the positive outcomes of mindfulness that research has supported thus far (e.g., mental
health, physical health, intimate relationships), any qualitative effort should utilize a
grounded theory approach (Glaser & Strauss, 1967; Corbin & Strauss, 2008). In such an
approach, the researchers let the theory of mindfulness and work emerge from what the
data are telling them (rather than beginning with preconceived expectations), but then
continually “toggle” between theory and data in order to systematically validate the
emerging theory.

From a procedural perspective, it would be wise to pursue such research in an
organization in which the program is offered directly in the organization and the study is
explicitly sponsored by the organization. The program investigated in this study took
place at the University of lowa Hospitals and Clinics. Program participants were
informed of university and program administration sponsorship of the study. Anyone in
the community is eligible to participate in the mindfulness program, thus, not all
individuals were employed by the university and such individuals may have been less
invested in participating in a university-sponsored study. In addition, because it is a
hospital-based program, some individuals enroll in the program due to physician referral
for health-related issues (e.g., for chronic pain or anxiety). The health-related nature of
their program participation may have made some program participants reluctant to enroll
in the research study, in spite of the fact that their participation in the program would be
kept confidential from their coworkers and supervisor. The need to maintain the

confidentiality of the program participants also meant that coworkers and supervisors,
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though aware the study was being conducted by researchers at the university, were not
aware that the university was sponsoring the study. Explicit organization sponsorship
may spur participation, but this study was unable to realize that potential benefit. Thus,
an organization setting and explicit organization sponsorship may make future study
efforts more productive.
Conclusion

As I stated in the introduction to this study, from a research perspective, the
influence of mindfulness at work is largely uncharted territory. This study was a first
step in beginning to understand its influence. Though the results of the study are
disappointing, an important development for the mindfulness construct is that the
“scholarly conversation” (Huff, 1999) regarding mindfulness and work begins to flourish;
in that respect, it is hoped that this study may contribute. As Brown and his colleagues
(Brown et al., 2007b) noted, interest in mindfulness has “quietly exploded” (p. 211) over
the past two decades and it seems that this interest will only continue to gain momentum.
For as Jon Kabat-Zinn (2007) observed, “The bell of mindfulness tolls in each moment,
inviting us to come to our senses, reminding us that we can wake up to our lives, now,

while we have them to live” (Lesson #105).
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FOR IRB USE ONLY
APPROVED BY: IRB-01

|IRB 1D #: 200808720

| APPROVAL DATE: 08/17/09
iEXPIRATPON DATE: 08/17110

Dear Mindfulness Participant:

We are inviting you to participate in a research study, The purpose of this study is to determine
how mindfulness contributes to work-related outcomes, such as the quality of your relationships at work,
your work attitudes, and your work performance.

We are inviting you to participate in this research study because you are an adult currently
employed in a part-time or full-time job outside of the home for which you are paid. In addition, you are
participating in the mindfulness-based stress reduction program at the University of lowa Hospitals and
Clinics. Approximately 150 people will take part in this study conducted by investigators at the
University of lowa.

If you choose to participate in this study, we ask you to fill out questionnaires at the beginning
and end of your mindfulness program. As part of your mindfulness program, you will complete a
homework record each week in order to log your mindfulness practice. If you participate in the research
study, we will keep copies of your weekly homework records. One month after the end of your
mindfulness program, we will ask that you complete an additional follow-up questionnaire.

The questionnaires for this research study will include questions about your work attitudes and
experiences, your personality, and the way you approach your emotions and interactions with others.
Each time you fill out a questionnaire it will take 25-30 minutes. You are free not to answer any
question that you would prefer not to answer.

In addition, we will ask that you provide the names, e-mail addresses, and work phone numbers
of your supervisor at work as well as five co-workers. We will then send questionnaires to these
individuals at the same time that you receive questionnaires (i.e., at the beginning and end of the
mindfulness program and one month after the end of the mindfulness program). Their questionnaires
will include questions about your relationship with them and your helping behavior at work. The
questionnaire sent to your supervisor will also include questions about your work performance. Each
time these individuals fill out questionnaires it will take about 10 minutes and the answers they provide
will not be shared with you. They are free not to answer any question that they would prefer not to
answer. Note that it is not necessary for your co-workers or supervisor to be aware of your participation
in the mindfulness program in order to complete the surveys. The research team will not inform them of
your participation in the mindfulness program but rather only that you are participating in a University
research study on work. Thus, if you wish to keep your participation in the mindfulness program
private, you can participate in the research study without compromising that preference. As long as you
complete the required questionnaires and provide the names, e-mail addresses, and work phone numbers
of your supervisor and five co-workers, then you are able to participate in the study.

If you choose to participate, you can complete questionnaires on the internet or on paper. If you
choose to provide us with an e-mail or physical address, then the final questionnaire will be sent to you
one month after the end of the program. If you do not wish to participate in the study, simply mark the
answer “no” in the online survey and you will be directed out of the survey. If you chose to complete
paper surveys and do not wish to participate in the study, simply do not complete the survey. You will
not be contacted further.

Page I of2
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FOR IRB USE ONLY
APPROVED BY: |RB-01

IRB ID #: 200808720
APPROVAL DATE: 08/17/09
EXPIRATION DATE: 08/17/10

We will keep the information you provide confidential, however, federal regulatory agencies
and the University of lowa Institutional Review Board (a committee that reviews and approves research
studies) may inspect and copy records pertaining to this research. We will ask that you provide your
name to complete the surveys. It is necessary to provide your co-workers and supervisor with your
name so that they know the name of the individual about whom they will complete their surveys.
However, once the data are compiled, we will remove all identifying information from all data. Data
will be stored in a password-protected computer in a locked office. No one outside of the research team
will see your data. If we write a report about this study, we will do so in such a way that you cannot be
identified.

There are no known or foreseeable risks from participating in this study. You will not benefit
personally from being in this study. However, we hope that others may benefit in the future from what
we learn as a result of this study. This study may help us to better understand how mindfulness relates
to work outcomes, which may be helpful for both employees and organizations.

You will not have any costs for being in this research study.

You will receive a $25 gift certificate to amazon.com for completing the the three questionnaires
used in this study. You will be asked to complete one questionnaire before your class begins, at the end
of the class, and one month after the class. If you do not complete all of the questionnaires, then your
compensation will be pro-rated based on the percentage of the study that you have completed. In order
to receive compensation for your participation in this study, you will need to provide an ¢-mail address.

Taking part in this research study is completely voluntary. You can take part in the mindfulness
program without taking part in this research study. If you decide not to be in this study, or if you stop
participating at any time, you won’t be penalized or lose any benefits for which you otherwise qualify.

If you have any questions about the research study itself, please contact: Tamara Giluk, MBA, at
319-545-7710 or Greg Stewart, PhD, at (319) 335-1947. If you experience a research-related injury,
please contact Tamara Giluk, MBA, at 319-545-7710 or Greg Stewart, PhD, at (319) 335-1947. If you
have questions about the rights of research subjects, please contact the Human Subjects Office, 340
College of Medicine Administration Building, The University of [owa, lowa City, lowa, 52242, (319)
335-6564, or e-mail irb@uiowa.edu. General information about being a research subject can be found
by clicking “Info for Public” on the Human Subjects Office web site, http:/research.uiowa.eduwhso. To
offer input about your experiences as a research subject or to speak to someone other than the research
statf, call the Human Subjects Office at the number above.

Thank you very much for your consideration. Completing the online or paper questionnaire
indicates your willingness to participate in the study.

Sincerely,

Bev Klug, MA

Director of Mindfulness Programs
University of lowa Hospitals and Clinics

Page 2 of 2
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|FOR IRB USE ONLY
APPROVED BY: IRB-01

IRB 1D #: 200808720
APPROVAL DATE: 08/17/09
EXPIRATION DATE: 08/17/10

Dear Prospective Research Participant:

We are inviting you to participate in a research study. The purpose of this study is to determine
how mindfulness contributes to work-related outcomes, such as the quality of your relationships at work,
your work attitudes, and your work performance.

We are inviting you to participate in this research study because you are an adult currently
employed in a part-time or full-time job outside of the home for which you are paid. Approximately 150
people will take part in this study conducted by investigators at the University of lowa.

If you choose to participate in this study, we ask you to fill out three questionnaires. The first
you will complete upon agreeing to participate. We will ask you to complete a second questionnaire
approximately seven weeks after the first, and then the third and final questionnaire four weeks after
that.

The questionnaires for this research study will include questions about your work attitudes and
experiences, your personality, and the way you approach your emotions and interactions with others.
Each time you fill out a questionnaire it will take 25-30 minutes. You are free not to answer any
question that you would prefer not to answer.

In addition, we will ask that you provide the names, ¢-mail addresses, and work phone numbers
of your supervisor at work as well as five co-workers. We will then send questionnaires to these
individuals at the same time that you receive questionnaires (i.e., once you have completed the first
questionnaire, seven weeks later, and then four weeks after that). Their questionnaires will include
questions about your relationship with them and your helping behavior at work. The questionnaire sent
to your supervisor will also include questions about your work performance, Each time these
individuals fill out questionnaires it will take about 10 minutes and their answers to the questions will
not be shared with you. They are free not to answer any question that they would prefer not to answer.
As long as you complete the required questionnaires and provide the names, e-mail addresses, and
phone numbers of your supervisor and five co-workers, then you are able to participate in the study.

If you choose to participate, you can complete questionnaires on the internet or on paper. If you
do not wish to participate in the study, simply mark the answer “no™ in the online survey and you will be
directed out of the survey. If you chose to complete paper surveys and do not wish to participate in the
study, simply do not complete the survey. You will not be contacted further.

We will keep the information you provide confidential, however, federal regulatory agencies
and the University of Iowa Institutional Review Board (a committee that reviews and approves research
studies) may inspect and copy records pertaining to this research, We will ask that you provide your
name to complete the surveys. It is necessary to provide your co-workers and supervisor with your
name so that they know the name of the individual about whom they will complete their surveys.
However, once the data are compiled, we will remove all identifying information from all data. Data
will be stored in a password-protected computer in a locked office. No one outside of the research team
will see your data. If we write a report about this study, we will do so in such a way that you cannot be
identified.

Page [ of 2
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FOR IRB USE ONLY -
APPROVED BY: IRB-01
IRB ID #: 200808720
APPROVAL DATE: 08/17/08
[EXPIRATION DATE: 08/17/10

There are no known or foreseeable risks from participating in this study. You will not benefit
personally from being in this study. However, we hope that others may benefit in the future from what
we learn as a result of this study. This study may help us to better understand how mindfulness relates
to work outcomes, which may be helpful for both employees and organizations.

You will not have any costs for being in this research study.

You will receive a $25 gift certificate to amazon.com for completing all three questionnaires in
this study. If you do not complete all of the questionnaires, then your compensation will be pro-rated
based on the percentage of the study that you have completed. In order to receive compensation for
your participation in this study, you will need to provide an e-mail address.

Taking part in this research study is completely voluntary. If you decide not to be in this study,
or if you stop participating at any time, you won’t be penalized or lose any benefits for which you
otherwise qualify. '

If you have any questions about the research study itself, please contact: Tamara Giluk, MBA, at
319-545-7710 or Greg Stewart, PhD, at (319) 335-1947. If you experience a research-related injury,
please contact Tamara Giluk, MBA at 319-545-7710 or Greg Stewart, PhD, at (319) 335-1947. If you
have questions about the rights of research subjects, please contact the Human Subjects Office, 340
College of Medicine Administration Building, The University of lowa, lowa City, lowa, 52242, (319)
335-6564, or e-mail irb@uiowa.edu. General information about being a research subject can be found
by clicking “Info for Public” on the Human Subjects Office web site, http://research.uiowa.eduwhso. To
offer input about your experiences as a research subject or to speak to someone other than the rescarch
staft, call the Human Subjects Office at the number above.

Thank you very much for your consideration, Completing the online or paper questionnaire
indicates your willingness to participate in the study.

Sincerely,
Bev Klug, MA

Director of Mindfulness Programs
University of lowa Hospitals and Clinics

Page 2 of 2
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The purpose of the study
To learn more about the effect of mindfulness on work outcomes

The study population
Employed participants in the Ul Mindfulness-Based Stress Reduction Program
Other employed adults (control group)

The study procedure

Pre-survey—approximately 30 minutes

Approximately 7 weeks later, post-survey—approximately 30 minutes
Approximately 4 weeks after that, post-survey—approximately 30 minutes
We will also ask that you provide us with the names, e-mails, and work phone
numbers of your supervisor and five coworkers so that they may complete 3
surveys during the same timeframe—approximately 10 minutes each.

Survey content

Participant surveys include questions regarding work attitudes and experiences,
personality, and the way subjects approach their emotions and interactions with
others.

Coworker and supervisor surveys include questions regarding the quality of their
relationship with you and their view of your citizenship/helping behaviors. In
addition, your supervisor’s survey will include questions about your general work
performance.

Protecting confidentiality

We will ask that you provide your name to complete the surveys. This is
necessary to provide your coworkers and supervisor with your name so that they
know the name of the individual about whom they will complete the surveys.

It is not necessary that co-workers and supervisors be made aware that you are
participating in the MBSR program in order to complete the surveys. The
research team will not reveal this fact. Co-workers and supervisors will only be
told that you are participating in a research study about work and they will be
asked to complete the surveys. Thus, if you wish to keep your MBSR
participation private, you can participate in the research project without
compromising that preference.

Removal of identifying information from final data set.

Benefits, Costs, and Compensation

No costs or personal benefits

$25 Amazon gift card for completion of study (pro-rated to reflect partial
participation)

Voluntary Nature of Study
May quit at any time
You do not need to participate in the study to take the MBSR class

Questions
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You are invited to participate in a research study

on MINDFULNESS AND WORK
OUTCOMES

[y,
—a40

Research indicates that mindfulness positively impacts mental health and psychological
well-being, physical health, and quality of intimate relationships. However, few
researchers have studied the effects of mindfulness in a work setting. This study will
explore how mindfulness affects one’s work relationships, attitudes, and performance. It
will also study the processes by which mindfulness may affect some of these outcomes.

Your participation may help us to understand...
Does mindfulness have an impact on relationships, attitudes, and performance at work?
How does mindfulness lead to these outcomes?

Participation means:

Filling out three questionnaires: the first questionnaire soon after you agree to participate,
the second eight weeks later, and the third four weeks after that. Each time you fill out
questionnaires it will take approximately 30 minutes. Your responses will be kept
confidential.

In addition, we will ask you to provide the names, e-mail addresses, and work phone
numbers of five coworkers and your supervisor to provide additional information related
to the study. They will fill out three questionnaires at the same time intervals as you that
will take approximately 10 minutes each. They will only be told that you are
participating in a University research study about work.

Compensation is available.

Questions?

We welcome any questions you may have.
Please call Tamara Giluk, MBA, at (319) 335-1504 or e-mail tamara-giluk@uiowa.edu.
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SURVEY LINK—EXPERIMENTAL GROUP
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MINDFULNESS AND WORK
OUTCOMES

SURVEY #1

MBSR/MBCT PARTICIPANTS

[y,
—a40

If you are completing the survey on the Internet, here
is the link to Survey #1:

http://survey.uiowa.edu/wsb.dll/779/surveyle.htm

(The character after the word survey near the end of the link is the number 1, not the
letter ).

Please complete the survey prior to attending your
first MBSR/MBCT class.


http://survey.uiowa.edu/wsb.dll/779/survey1e.htm
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SURVEY LINK—CONTROL GROUP
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MINDFULNESS AND WORK
OUTCOMES

SURVEY #1

PARTICIPANTS THROUGH UI
WELLNESS

[y,
—a40

If you are completing the survey on the Internet, here
is the link to Survey #1:

http://survey.uiowa.edu/wsb.dll/779/surveylc.htm

(The character after the word survey near the end of
the link 1s the number 1, not the letter 1).

Please complete the survey prior to September 30,
20009.


http://survey.uiowa.edu/wsb.dll/779/survey1c.htm
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Questions about the research study? Contact Tamara Giluk
at (319) 335-1504 or tamara-giluk(@uiowa.edu
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MEASURES EMPLOYED IN THE RESEARCH STUDY
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Five Factor Mindfulness Questionnaire (FFMQ); Baer et al., 2006; Baer et al., 2008)

(Instructions at Time 1) In this survey, we will ask questions about you. Please read each
item carefully and indicate the frequency on the scale that best describes you. We know
that some of the items may seem similar, but it is important that you think about each
item individually as you respond to it.

(Instructions at Time 2 and 3) In this survey, we will ask questions about you. Please read
each item carefully and indicate the frequency on the scale that best describes you in the
last 3-4 weeks. We know that some of the items may seem similar, but it is important
that you think about each item individually as you respond to it.

1 2 3 4 5
Never or Rarely Sometimes Often Always
Very Rarely True True True True True

Factor 1: Nonreactivity to Inner Experience

1. I perceive my feelings and emotions without having to react to them.

2. I watch my feelings without getting lost in them.

3. In difficult situations, I can pause without immediately reacting.

4. Usually when I have distressing thoughts or images, I am able just to notice them
without reacting.

5. Usually when I have distressing thoughts or images, I feel calm soon after.

6. Usually when I have distressing thoughts or images, I “step back” and am aware of the
thought or image without getting taken over by it.

7. Usually when I have distressing thoughts or images, I just notice them and let them go.

Factor 2: Observing/noticing/attending to sensations/perceptions/thoughts/feelings

8. When I’'m walking, I deliberately notice the sensations of my body moving.

9. When I take a shower or bath, I stay alert to the sensations of water on my body.

10. I notice how foods and drinks affect my thoughts, bodily sensations, and emotions.
11. I pay attention to sensations, such as the wind in my hair or sun on my face.

12. 1 pay attention to sounds, such as clocks ticking, birds chirping, or cars passing.

13. Inotice the smells and aromas of things.

14. I notice visual elements in art or nature, such as colors, shapes, textures, or patterns
of light and shadow.

15. I pay attention to how my emotions affect my thoughts and behavior.

Factor 3: Acting with awareness/automatic pilot/concentration/nondistraction

16. I find it difficult to stay focused on what’s happening in the present.

17. It seems I am “running on automatic” without much awareness of what I’m doing.
18. Irush through activities without being really attentive to them.

19. T do jobs or tasks automatically, without being aware of what I’'m doing.

20. I find myself doing things without paying attention.
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21. When I do things, my mind wanders off and I’m easily distracted.

22. I don’t pay attention to what I’'m doing because I’'m daydreaming, worrying, or
otherwise distracted.

23. I am easily distracted.

Factor 4: Describing/labeling with words

24. I’'m good at finding the words to describe my feelings.

25. I can easily put my beliefs, opinions, and expectations into words.

26. It’s hard for me to find the words to describe what I’m thinking.

27. I have trouble thinking of the right words to express how I feel about things.

28. When I have a sensation in my body, it’s hard for me to describe it because I can’t
find the right words.

29. Even when I'm feeling terribly upset, I can find a way to put it into words.

30. My natural tendency is to put my experiences into words.

31. I can usually describe how I feel at the moment in considerable detail.

Factor 5: Nonjudging of experience

32. I criticize myself for having irrational or inappropriate thoughts.

33. I tell myself that I shouldn’t be feeling the way I'm feeling.

34. I believe some of my thoughts are abnormal or bad and I shouldn’t think that way.
35. I make judgments about whether my thoughts are good or bad.

36. I tell myself I shouldn’t be thinking the way I’m thinking.

37. I think some of my emotions are bad or inappropriate and I shouldn’t feel them.
38. I disapprove of myself when I have irrational ideas.

39. Usually when I have distressing thoughts or images, I judge myself as good or bad,
depending on what the thought/image is about.

Positive and Negative Affect Schedule (PANAS, Watson, Clark, & Tellegen, 1988)

(Instructions at Time 1) Following are words that describe different feelings and
emotions. Please read each item carefully and indicate to what extent you generally feel
this way using the scale below.

(Instructions at Time 2 and 3) Following are words that describe different feelings and
emotions. Please read each item carefully and indicate to what extent you have felt this
way in the last 3-4 weeks using the scale below.

1 2 3 4 5
Very Slightly A Little Moderately Quite a Bit Extremely
or Not at All

NA: afraid, scared, nervous, jittery, irritable, hostile, guilty, ashamed, upset, distressed
PA: active, alert, attentive, determined, enthusiastic, excited, inspired, interested, proud,
strong
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Relationship Quality (adapted from May, Gilson, & Harter, 2004)

The following survey asks you to evaluate statements about the particular coworker
referenced in the e-mail which directed you to this survey. Please read each item
carefully and indicate your agreement with it with respect to this particular coworker

BASED ON THE LAST 3-4 WEEKS using the scale below.

1 2 3 4 5
Strongly Somewhat Neither Agree Somewhat  Strongly
Disagree Disagree Nor Disagree Agree Agree

1. My interactions with this person are rewarding.

2. This person values my input.

3. This person listens to what I have to say.

4. This person really knows who I am.

5. Ibelieve that this person appreciates who I am.

6. I sense areal connection with this person.

7. This person and I have mutual respect for one another.
8. I feel a real ‘kinship’ with this person.

9. I feel worthwhile when I am around this person.

10. I trust this person.

General Work Performance (adapted from Colbert, Kristof-Brown, Bradley, & Barrick,
2008)

Please rate this particular subordinate on the following performance dimensions BASED
ON THE LAST 3-4 WEEKS using the scale below.

1 2 3 4 5
Below Somewhat Meets At Times Consistently
Requirements Below Requirements Exceeds Exceeds

Requirements Requirements Requirements

1. Job Knowledge: Understands work responsibilities, scope of job tasks, and routines to
be performed.

2. Quality of Work: Completes work thoroughly, accurately, and according to
specifications.

3. Adherence to Rules: Acts with integrity; avoids law or rules infractions, excessive
absenteeism, or other behaviors that may have a negative impact on the
organization or other employees.

4. Written Communication: Clearly and appropriately communicates information in
writing.

5. Oral Communication: Clearly and appropriately communicates information orally.
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6. Teamwork: Contributes to the team by supporting other team members, resolving
conflict between members, and contributing to general team functioning.

7. Helping Others: Supports peers and performs cooperative, considerate, and helpful
acts that assist co-workers’ performance.

8. Adapting to Change: Overcomes natural resistance to organizational change; strives to
behave in ways that are consistent with change goals and company strategy.

9. Managing Change: Effectively manages the transition period while organizational
changes are being implemented. This involves dealing with the rate at which
change is introduced and the processes used to introduce change.

Interpersonal Citizenship Behavior (Settoon & Mossholder, 2002)
(Instruction for supervisor) Please read each item carefully and indicate your agreement

with it with respect to this particular subordinate BASED ON THE LAST 3-4 WEEKS
using the scale below.

1 2 3 4 5
Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree Nor Disagree Agree Agree

Person-focused
1. This person listens to coworkers when they have to get something off their chest.
2. This person takes time to listen to coworkers’ problems and worries.
3. This person takes a personal interest in coworkers.
4. This person shows concern and courtesy toward coworkers, even under the most
trying business situations.
This person makes an extra effort to understand the problems faced by coworkers.
6. This person always goes out of the way to make newer employees feel welcome
in the work group.
7. This person tries to cheer up coworkers who are having a bad day.
8. This person compliments coworkers when they succeed at work.

9]

Task-focused
1. This person takes on extra responsibilities in order to help coworkers when things
get demanding at work.
2. This person helps coworkers with difficult assignments, even when assistance is
not directly requested.
3. This person assists coworkers with heavy work loads even though it is not part of
his or her job.
4. This person helps coworkers who are running behind in their work activities.
This person helps coworkers with work when they have been absent.
6. This person goes out of his or her way to help coworkers with work-related
problems.

9]
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Interdependence (Pearce & Gregersen, 1991)

Following are statements about your work and work experiences. Please read each item
carefully and indicate your agreement with it using the scale below.

1 2 3 4 5
Strongly Somewhat Neither Agree Somewhat Strongly
Disagree Disagree Nor Disagree Agree Agree
1. I work closely with others in doing my work.

2. I frequently must coordinate my efforts with others.

3. My own performance is dependent on receiving accurate information from others.
4. The way I perform my job has a significant impact on others.

5. My work requires me to consult with others fairly frequently.

6. I work fairly independently of others in my work.

7. I can plan my own work with little need to coordinate with others.

8. I rarely have to obtain information from others to complete my work
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COWORKER E-MAIL
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Co-worker E-mail 1
Dear COWORKER’S NAME,

Your coworker, SUBJECT’S NAME, is participating in a research study on work at the
University of lowa. Your name and e-mail address was given to us by SUBJECT’S
NAME so that we may ask you to provide additional information related to this study.

If you choose to participate, you will be asked to complete three brief surveys that will
take approximately 10 minutes each to complete. We would ask you to complete the first
survey now, the second in seven weeks, and the third four weeks after that. We would
very much appreciate your participation, as your input is important and necessary for the
completion of our study.

You can access the first survey by clicking on the following link:
SURVEY LINK (UI Websurveyor system)

Your responses will be kept confidential. They will not be shown to SUBJECT’S NAME
or anyone outside of the research team.

You will be asked to enter an ID number at the beginning of each survey. This will allow
us to match your responses across the surveys. Please enter ID number XXX.

We would like to receive your responses by XXX XX, 20XX. If you have any questions,
please feel free to contact me. If you do not wish to participate in the survey, you may e-
mail me at tamara-giluk@uiowa.edu or contact me at 319-335-1504 and you will receive
no further contact about this study.

Thank you in advance for your participation.

Tamara Giluk, M.B.A.

Ph.D. candidate, Management & Organizations
University of lowa

108 Pappajohn Business Building

Iowa City, IA 52242

319-335-1504

tamara-giluk@uiowa.edu



mailto:tamara-giluk@uiowa.edu
mailto:tamara-giluk@uiowa.edu
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Supervisor E-mail 1
Dear SUPERVISOR’S NAME,

Your employee, SUBJECT’S NAME, is participating in a research study on work at the
University of lowa. Your name and e-mail address was given to us by SUBJECT’S
NAME so that we may ask you to provide additional information related to this study.

If you choose to participate, you will be asked to complete three brief surveys that will
take approximately 10 minutes each to complete. We would ask you to complete the first
survey now, the second in seven weeks, and the third four weeks after that. We would
very much appreciate your participation, as your input is important and necessary for the
completion of our study.

You can access the first survey by clicking on the following link:
SURVEY LINK (UI Websurveyor system)

Your responses will be kept confidential. They will not be shown to SUBJECT’S NAME
or anyone outside of the research team.

You will be asked to enter an ID number at the beginning of each survey. This will allow
us to match your responses across the surveys. Please enter ID number XXX.

We would like to receive your responses by XXX XX, 20XX. If you have any questions,
please feel free to contact me. If you do not wish to participate in the survey, you may e-
mail me at tamara-giluk@uiowa.edu or contact me at 319-335-1504 and you will receive
no further contact about this study.

Thank you in advance for your participation.

Tamara Giluk, M.B.A.

Ph.D. candidate, Management & Organizations
University of lowa

108 Pappajohn Business Building

Iowa City, IA 52242

319-335-1504

tamara-giluk@uiowa.edu


mailto:tamara-giluk@uiowa.edu
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Coworker Reminder E-mail

Dear COWORKER’S NAME,

I recently sent you the below e-mail regarding a study in which your coworker
SUBJECT’S NAME is participating. I have not yet received a response from
you. I wanted to check in to see if you had received the e-mail, if you wished to
participate, and if you have any questions about the study.

You can access the survey by using the following link:
SURVEY LINK (UI Websurveyor system)

You will be asked to enter an ID number at the beginning of each survey. This will allow
us to match your responses across the surveys. Please enter ID number XXX.

If you have any questions, please feel free to contact me. If you do not wish to
participate in the survey, you may e-mail me at tamara-giluk@uiowa.edu or contact me at
319-335-1504 and you will receive no further contact about this study.

Thank you in advance for your participation.

Tamara Giluk, M.B.A.

Ph.D. candidate, Management & Organizations
University of lowa

108 Pappajohn Business Building

Iowa City, IA 52242

319-335-1504

tamara-giluk@uiowa.edu



