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Abstract
Background
Mindfulness-based programmes (MBPs) which evolved in healthcare have now
expanded into education, prisons and business. The groundswell of interest in
mindfulness led to concerns around sustaining quality and integrity in teaching
(Crane, Kuyken, Hastings, Rothwell & Williams, 2010; Crane et al., 2011). In
response, the good practice guidelines (GPG) set out the training processes, standards
and competence for mindfulness teachers (Crane et al., 2011). In the context of
mindfulness training in the workplace research to date has focused on outcomes rather
than quality and integrity. Recently, the Mindfulness All-Party Parliamentary Group
(2015) highlighted the risks of goal-orientated training and called for workplacespecific guidelines. This research study asked whether the current GPG are suitable
for the workplace, and if not suggested how they could be skillfully adapted.
Method
Using Delphi survey techniques within a framework of action research
methodology an initial expert panel first evaluated the theoretical principles
underpinning the current GPG. This panel then considered adaptations to the
guidelines which were reviewed by a wider expert panel.
Results
This research established that the current guidelines are not suitable for the
workplace and formulated a working draft GPG for this context. It also identified
areas of tension within this field that will need to be addressed if the guidelines are to
be widely adopted.
Conclusion
The evolution of the GPG for the workplace offers an opportunity to inform the
current debate on how to formulate the governance structures in the delivery of MBPs
in the mainstream.
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Introduction
The Mindfulness-Based Stress Reduction (MBSR) programme was originally
developed by Jon Kabat-Zinn in the late 1970’s at the University of Massachusetts
(UMASS) Medical School. Since the inception of a secular Mindfulness-Based
Programme (MBP) in this healthcare context mindfulness-based training has grown
exponentially and expanded into other sectors such as education, prisons and
business. With this growth academic organisations have developed and offered MBSR
teacher training programmes. Embarking upon the Master’s in Mindfulness-Based
Approaches at Bangor University the entry requirements emphasised the need for
applicants to have experience in healthcare, psychology, psychotherapy, counselling,
social care or education (Centre for Mindfulness Research and Practice, 2012). With
this emphasis the training did not seem to be orientated towards my own personal
interest in the application of mindfulness-based approaches within the workplace.
Given this orientation to teacher training programmes the purpose of this study is to
consider the suitability of the current good practice guidelines (GPG) for teachers of
MBPs within a workplace context.
Theoretical and Historical Background
So far as we know the Buddha was the first person in history to use the term
mindfulness in ways similar to those used today (M. Chaskalson, personal
communication, August 13, 2017). Mindfulness is the English translation of the Pali
word sati defined by Gunaratana (2002) as a subtle and deep process of cultivating a
state of being whose nuances can be lost when it is pinned down by words. However,
with the growth of mindfulness in a secular context academics and theorists have
formulated an operational definition of mindfulness. Kabat-Zinn who popularised
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mindfulness in western culture during the 1980’s defines mindfulness as the practice
of bringing awareness to the present moment activities of the mind without trying to
change anything (Kabat-Zinn, 2004). Others have looked to elaborate this definition,
such as Bishop et al. (2004) who proposed an operational model of mindfulness based
on two-components: self-regulation of attention around mental events; and, an
orientation characterised by curiosity, openness and acceptance. Shapiro, Carlson,
Astin and Freedman (2006) looked to define the mechanisms of mindfulness within
the framework of the three axioms of intention, attention and attitude (IAA).
The MBSR course pioneered by Kabat-Zinn re-contextualised mindfulness into
the secular mainstream and integrated it into a programme which combined
contemporary frameworks related to stress physiology with novel pedagogical
approaches to learning (R.Crane, personal communication, February 8, 2017). In the
1990’s Mindfulness-Based Cognitive Therapy (MBCT) evolved as a fusion of the
MBSR course with Cognitive Behavioral Therapy (CBT) theories and methods for
people suffering from vulnerability to recurrent depression (Segal, Williams &
Teasdale, 2012). These two clinical interventions are typically delivered over eight
weeks in sessions of two and half hour duration, with 45-60 minutes of daily home
practice. Since the inception of the MBSR and MBCT programmes there has been an
exponential growth in the research to support their effectiveness. The MBSR course
has been shown to provide health benefits within both clinical and non-clinical
populations (Chiesa & Serretti, 2009; Grossman, Niemann, Schmidt & Walach,
2004). This has led to a burgeoning of programmes beyond the healthcare sector into
other mainstream contexts.
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Over the last decade there has been a rise in demand from the public, private and
voluntary sectors to develop MBPs within organisations (Mindfulness All-Party
Parliamentary Group, 2015). In part this may be explained by the fact that mental
illness is now the leading cause of sickness and absence in the UK, with the number
of sick days lost due to stress, depression and anxiety increasing by 24% since 2009
(Office for National Statistics, 2014). With employers covering nine billon pounds of
the costs of mental illness to the economy (Henderson & Madan, 2013), there is a
potential economic benefit in introducing programmes that can reduce this burden.
However, it would be an over simplification to conclude that the rush to introduce
MBPs in organisations has been as an antidote to workplace related stress. As argued
by Shapiro, Wang and Peltason (2015) mindfulness is not just about addressing
mental health problems but about enabling individuals and organisations to flourish.
The potential of mindfulness for organisations has been reflected in the number of
scholarly studies on the subject in business publications, which doubled between 2013
and 2015 (Badham & King, 2017).
As the demand from organisations for MBPs has grown academic research has
tried to define the role of mindfulness within the workplace. A recent integrative
review by Good et al. (2015) linked mindfulness to improvements in three key areas
of workplace functioning: wellbeing, relationships and performance. A number of
research trials in the workplace have shown that mindfulness-based training reduces
stress (Chiesa & Serretti, 2009; Klatt, Buckworth & Malarkey, 2009; Walach et al.,
2007); burnout (Roche, Haar & Luthans, 2014) and emotional exhaustion (Hülsheger,
Alberts, Feinholdt & Lang, 2013). Papers by Sadler-Smith and Shefy (2007) and
Ucok (2006) suggest that mindfulness can lead to more effective team management
8 | Page
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and interpersonal communication. A number of studies have found a link between
mindfulness and employee performance (Dane, 2011; Dane & Brummel, 2014; Reb,
Narayanan & Chaturvedi, 2014). Research has shown that mindfulness reduces the
‘sunk-cost bias’, the tendency to continue in an endeavor once an investment in
money, effort, or time has been made, (Hafenbrack, Kinias, & Barsade, 2014), and
improves decision making (Karelaia & Reb, 2015). Studies have also found a direct
relationship between mindfulness and creativity (Ostafin & Kassman, 2012) and
divergent thinking (Colzato, Ozturk & Hommel, 2012).
More recent research has looked at the impact of MBPs on leadership and
organisational dynamics. A study by Reitz, Chaskalson, Olivier and Waller (2016)
found that a mindful leader training programme led to greater resilience, capacity for
collaboration and ability to lead in complex situations. A number of studies have
found that when mindfulness becomes a shared social practice and permeates
processes and routines an organisation becomes more resilient and sustainable
(Sutcliffe, Vogus & Dane, 2016; Weick & Sutcliffe, 2006). The paper by Badham and
King (2017) argues for a holistic approach to mindfulness in organisations by
exploring the dynamic interaction between individual mindfulness; collective
mindfulness; individual wisdom; and collective wisdom. In summary, the research
suggests that MBPs are being introduced into organisations to build resilience,
improve collaboration, enhance performance and cultivate leadership capabilities. In
this new field the initial research has focused on the potential outcomes of
mindfulness-based training in an organisational context, as opposed to examining the
role of governance, integrity and ethics in the delivery of MBPs.
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The effectiveness and efficacy of the original MBPs was grounded in the learning
derived from participants co-exploring the challenges of the human condition
(Santorelli, 2000). The groundswell of interest in mindfulness-based training led to
concerns around sustaining quality and integrity in teaching (Crane, Kuyken,
Hastings, Rothwell & Williams, 2010; Crane et al., 2012). Much emphasis is on the
teacher to have certain essential competencies defined by Crane et al. (2013) as:
coverage, pacing and organisation of sessions; relational skills; embodiment of
mindfulness; guiding mindfulness practices; conveying course themes through
interactive inquiry and didactic teaching; and, holding the group learning
environment. Those involved in the mindfulness-based arena have tried to define the
requirements of training programmes for teachers of MBPs (Crane et al., 2010; Marx,
Strauss & Williamson, 2015). In this emergent field understanding the link between
the teacher’s competencies and participant outcomes is key to refining training and
standards. Whilst there has been some research undertaken which explores this link
further research is needed (Huijbers et al., 2017).
Given that the field is new regulation around governance, skills, ethics,
boundaries and authenticity of mindfulness teachers is in an emergent stage. The
academic centres in the UK that have taken the lead in the provision of mindfulness
training (Bangor, Exeter and Oxford Universities) have published best practice in
training teachers (Crane et al., 2010; Crane & Reid, 2016); developed the
Mindfulness-Based Interventions : Teachers Assessment Criteria (MBI:TAC) (Crane
et al., 2013; Crane, Soulsby, Kuyken, Williams & Eames, 2016), and defined the
framework for supervising teachers (Evans et al., 2015). In 2010 the UK Network for
Mindfulness-Based Teacher Training Organisations established the first draft of the
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GPG for mindfulness-based teachers of the MBSR, MBCT and Breathworks
curriculums. These guidelines provide the framework of standards, training and
practice to protect the ethical principles and values of mindfulness-based teaching
(UK Network for Mindfulness-Based Teacher Training Organisations, 2015). The
GPG have been influential in the formulation of guidelines within other international
organisations that represent secular mindfulness-based teachers, such as the European
Association of Mindfulness-Based Approaches (EAMBA) and the Mindfulness
Training Institute Australasia (MTIA) (R. Crane, personal communication, February
27, 2017).
With the rapid growth of MBPs in organisations there has been criticism that
mindfulness has become a management fashion as a means of addressing performance
or health problems (Badham & King, 2017). This has led to a backlash against
corporate “McMindfulness” with MBPs being seen as a commercial commodity
(Purser & Loy, 2013; Reb & Atkins, 2015). There would seem to be a danger that
MBPs in organisations will become overly instrumental losing some of the spirit of
mindfulness (Mindfulness All-Party Parliamentary Group, 2015). The original MBSR
programme was designed to sit at the confluence of the eastern contemplative
traditions and western empirical science and psychology (Crane, 2016). Sitting at this
confluence the mindfulness-based teacher has to navigate a number of tensions as
MBPs move into the mainstream: the ethical framework of the contemplative
traditions with institutional targets geared towards maximising profit; holding the
learning process against producing an evidence base for the programme; and,
honouring the richness of the experiential teaching process in a secular context
(Crane, 2016; Reb & Atkins, 2015).
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The challenge is how to bring MBPs that evolved within the healthcare sector into
an organisational context. Whilst the workplace is a multi-faceted arena that
encompasses private, public and voluntary bodies of varying sizes, the organisational
dynamics and pressures of the technological revolution are similar across work
settings (Mindfulness All-Party Parliamentary Group, 2015). The challenge is
probably greatest in large multi-national organisations with a geographically diverse
time pressured workforce. Many large organisations have responded to the demand
for MBPs and come up with adaptations to the original MBSR course (Mindfulness
All-Party Parliamentary Group, 2015). A number of organisations have opted for
teacher-led courses based on the MBSR/MBCT curriculum, but with shorter duration
sessions and lighter home practice (The Mindfulness Initiative, 2016). In some
organisations elements of the MBSR curriculum have been combined with existing
resilience or leadership training programmes. As way of scaling up and increasing
access a number of organisations are offering mindfulness training via virtual
webinars, or delivery through digital programmes and apps as enterprise-wide or payper-user schemes (Mindfulness All-Party Parliamentary Group, 2015; The
Mindfulness Initiative, 2016).
Whilst there has been some research into the effectiveness of low dose courses
(Klatt et al., 2009) and digital delivery (Wolever et al., 2012), there are concerns that
such adaptations will undermine the efficacy and effectiveness of the traditional
MBPs (Crane et al., 2010; Cavanagh, Strauss, Forder & Jones, 2014; Mindfulness AllParty Parliamentary Group, 2015). The editorial paper by Crane et al. (2016) reclarified the core ingredients of traditional MBPs as: drawing upon the epistemologies
of the contemplative traditions and the disciplines of medicine, psychology and
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education; exploring and developing pathways to relieve human distress; nurturing a
new relationship to experience; cultivating attentional, emotional and behavioural
self-regulation; and, a learning process built around mindfulness meditation and group
experiential inquiry. The paper recognised that in moving into the mainstream MBPs
need to be tailored to the particular population. However, this requires skilful
adaptation to the curriculum, programme structure, duration and delivery format to
suit the needs of the population without undermining the essential ingredients of
mindfulness-based training (Crane et al., 2016).
The raison d’être of MBPs is to teach participants a new way of approaching
experience, which requires them to engage in mindfulness meditation practice (KabatZinn, 2004). As the research by Reitz et al. (2016) found there was a critical amount
of home practice required for participants to cultivate the benefits of a mindful
leadership programme. There would seem to be a tipping point where training
programmes are no longer mindfulness-based but rather mindfulness informed
(Crane, 2016). The challenge is how to increase access within organisations to MBPs
whilst being true to the theoretical and philosophical foundations of the original
programmes. As Crane (2016) outlines this requires those involved in this arena from
the mindfulness-based field to address some important issues: respect for the
theoretical and philosophical framework for MBPs; work at the boundary of secular
and non-secular mindfulness; develop structures which support governance and
collaboration; evolve models that support teaching competence, training and
supervision; define the ethical framework on which mainstream MBPs rest; and,
address the barriers that restrict access to mindfulness-based training.
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In the rapidly expanding and emergent field of MBPs within the mainstream there
is a risk that all the efforts are invested in the design and testing at the expense of
developing frameworks for implementation, as argued by Dimidjian & Segal (2015,
as cited in Crane 2016). The recently published ASPIRE study looked at the
implementation challenges of MBCT within the healthcare sector (Rycroft-Malone et
al., 2014). There is a danger that as MBPs move into the workplace without the
development of skillful forms of governance the integrity of the programmes will be
weakened. As Crane (2016) states the process of developing integrity comes from a
mindfulness-based teachers’ own self integrity which is grounded in the governance
and structures of the profession. This requires the stakeholders in the mindfulnessbased field to collaborate in the development of a framework that defines training,
competence and ethical standards. As the Mindfulness All-Party Parliamentary Group
(MAPPG) (2015) highlighted there is a need in the rapidly growing field of
mindfulness-based training in the workplace for specific good practice guidelines.
Research Questions
In summary, the current GPG were developed on the back of the growth of MBPs,
specifically MBSR and MBCT within healthcare. The review of literature suggests
that the intention of the GPG was to protect the quality and integrity of delivery of
MBPs. It is early days but the practice based evidence in the UK shows that the GPG
have been successful in aligning all the training organisations towards a common set
of standards (R. Crane, personal communication, August 16, 2017). With the growth
of MBPs in the workplace the research to date suggests that there are potential
benefits for both individuals and organisations. However, there are a number of
challenges of bringing MBPs that evolved in the healthcare sector into an
14 | P a g e
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organisational context. The groundswell of interest has led to concerns from some
training providers that programmes will become overly instrumental and veer towards
quick fix solutions. As such there is a risk that the essential ingredients of MBP’s will
be lost, and to protect the integrity of these programmes governance structures need to
be developed. Therefore, the research study will ask the following questions:
1. Do the current GPG that were developed for the MBSR, MBCT and
Breathworks curriculums meet the requirements for mindfulness training
in the workplace?
2. If they do not meet requirements how could they be skillfully adapted to
map onto the workplace mindfulness context?
Method
These questions were addressed with a qualitative research study design using
Delphi survey techniques within the framework of action research methods. Action
research that was first used in 1946 by Kurt Lewin to address minority problems in
the United States is a style of research rather than a specific method (Lewin, 1946). It
is characterised by researcher and participants taking action steps to bring about
research based change to live issues (Dick, 2014). The literature on action research
identifies three key elements to this style of research: participants in the research are
those that will be affected by the change; it is an iterative democratic building process
of validation and refinement; and, it brings about change to practical issues (Dick,
2014; Meyer, 1993; Meyer, 2000; Reason & Bradbury, 2008). The Delphi survey
technique is an iterative group process to facilitate the transformation of opinions into
consensus (Hasson, Keeney & McKenna, 2000). Originally developed by the Rand
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Corporation for technological forecasting it has been widely used in health and social
care to improve effective decision-making (Goodman, 1987).
Participants (panelists)
In terms of action research the principle is that participants are those that will be
affected by the outcomes of the research. Similarly, the Delphi survey technique
requires the recruitment of a panel of informed individuals in the area that is being
investigated. These are often referred to in the literature as a panel of experts (Hasson
et al., 2000; McKenna, 1994). For the purposes of this research an expert was defined
as either a commissioner or provider of MBPs in the workplace; a trainer or
supervisor of mindfulness-based teachers; or, a researcher of mindfulness in an
organisational context. In terms of the number of panelists required too few can lead
to problems in generating representative information, and too many can lead to issues
with data handling and analysis (Hasson et al., 2000; Kennedy, 2004). In this study an
initial panel of ten individuals was recruited for the first two review rounds, with an
expanded panel of 16 individuals for the wider review round as summarised in Table
1, (see also Appendix 1).
Table 1
Expert panelists by category
Panelists

Commissioners Providers

Trainers

Researchers

Totals

Initial panel

3

4

3

0

10

Wider panel

6

7

0

3

16

Totals

9

11

3

3

26

Note: panelists were categorised based on their primary occupation
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Procedure
Identification of the expert panel. In Delphi research the selection of the expert
panel begins with identifying individuals that will be informed and interested in the
topic of research (Goodman, 1987; Hasson et al., 2000). The use of gatekeepers can
help with information and the negotiation of access to potential panelists (Hasson et
al., 2000). The policy institute, The Mindfulness Initiative, has established private and
public sector working parties looking at mindfulness-based training in their
organisational contexts. Both working groups include commissioners, providers and
researchers of mindfulness-based training in the workplace. To identify potential
panelists for this study the researcher made contact with these groups, plus private
sector businesses providing MBPs in the workplace and the main teacher training
organisations. Once identified the expert panelists were issued with an information
sheet, consent form, selection questionnaire and a letter from the UK Network for
Mindfulness-Based Teacher Training Organisations (see Appendices 2, 3 and 4).
Participation in this study was on a voluntary basis and the researcher contacted
potential panelists to validate inclusion criteria and confirm availability for the review
rounds.
Selection of initial and wider expert panels. In terms of selection of panelists
the Delphi survey technique recommends purposive sampling as opposed to random
selection that could lead to a poor representative panel (Hasson et al., 2000). Polit,
Beck and Hungler (1997, as cited in Hasson et al., 2000) stated that the researcher is
required to have knowledge of the field and the population to be able to select suitable
panelists. In this study the researcher was a fifth year student on the Masters in
Mindfulness-based Approaches at Bangor University and has been teaching
17 | P a g e
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mindfulness within an organisational context. Inclusion on the panel required
individuals to have been actively working within their field over the last five years.
Selection of the initial panel was based upon those individuals with the depth of
experience in mindfulness training in workplace contexts to enable them to engage in
the work of drawing up new GPG for the workplace. The wider panel was formed of
stakeholders with experience of mindfulness in workplace contexts from other
perspectives, that could challenge the draft of the guidelines and how they may
develop into practice.
Review rounds. Action research is an iterative process of validation and
refinement to live practical issues, and similarly the Delphi survey technique uses
review rounds to reach a level of consensus. In this research study there were three
review rounds (see Appendix 6). In round one the initial panel were emailed an openended questionnaire and a copy of the current GPG. The panelists then discussed their
views around the suitability of current GPG either in a focus group or one-to-one
interviews with the researcher. The initial panel were then asked to re-affirm their
opinions by responding back to a closed-ended questionnaire, and review a first draft
of the GPG for the workplace. In round two the initial panel discussed areas of
disagreement around the closed-ended questionnaire and amended the draft of the
new GPG either in a focus group or one-to-one interview with the researcher. A
revised closed-ended questionnaire and the latest draft of the new GPG for the
workplace was emailed to both the initial and wider panel. In round three all the
panelists were asked to respond back to the closed-ended questionnaire and comment
on the working draft GPG.
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Methods and Research Design
The Delphi survey technique requires the qualitative collection and dissemination
of opinions until the expert panel reach consensus. The process of determining
opinions began with panelists being issued a set of open-ended questions (Gibson,
1998; Hasson et al., 2000; Keeney, Hasson & McKenna, 2006). In this study the
open-ended questionnaire (see Appendix 7) was designed to test the validity of the
theoretical principles underpinning the current GPG. As suggested by Jenkins and
Smith (1994, as cited in Hasson et al., 2000) the initial panel were issued the current
GPG as a point of reference in considering the questions (see Appendix 8). There was
no restriction on the number of opinions during round one so as to maximise the
chance of capturing the widest range of views (Hasson et al., 2000). The qualitative
data was analysed and used to formulate a closed-ended questionnaire ahead of the
round two review (Keeney et al., 2006). As in Hasson et al., (2000); Hsu & Sandford,
(2007) the initial panel were also issued literature reviews and supporting
documentation for opinions raised in round one (see Appendix 9).
A basic principle underpinning the Delphi survey technique is to have as many
rounds required to achieve consensus (Keeney et al., 2006). However, the literature
suggests that two to four rounds are the norm (Beech, 1997; Green, Jones, Hughes &
Williams, 1999; Hasson et al., 2000; Proctor & Hunt, 1994). In this study there were
three review rounds with the researcher using quantitative percentage measures to
establish the level of consensus to the closed-ended questionnaire. The defining nature
of action research is that it integrates research findings that galvanise understanding
with action in the form of change (Bradbury, 2010; Dick, 2014). Therefore, in the
round two focus groups and interview the initial panel had the task of formulating a
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first draft of the GPG for the workplace. As the purpose of this study was to propose
new guidelines for an organisational context, that could be considered by the UK
Network for national implementation, the draft of the GPG was then reviewed and
challenged by the wider panel in round three.
There is a divergence between the Delphi survey technique and action research
methods regarding anonymity. The Delphi technique uses quasi-anonymity so that
panelists can share, argue and modify their opinions in a non-adversarial manner
(Hasson et al., 2000; Keeney et al., 2006). Conversely action research requires the
active engagement between researcher and participants in points of disagreement and
conflict (Meyer, 2000). A criticism of the Delphi technique is that it favours
consensus over informed debate between panelists (Hasson et al., 2000). This study
addressed this issue by allowing structured debate around the theoretical principles
underpinning the current guidelines and amendments to the GPG within the focus
groups. However, the adversarial nature of focus groups may inhibit the sharing or
challenging of opinions. In response the collection and recording of opinions outside
of the focus groups and the amendments to the traveling draft GPG was quasianonymous. The researcher assigned a code to each panelist (see Appendix 1) to
record and track their opinions and views.
Data Analysis
The literature recommends that the first round qualitative information should be
analysed using content analysis techniques (Hasson et al., 2000; Keeney et al., 2006;
Hsu & Sandford, 2007). Content analysis is a method of analysing written, verbal or
visual communication (Cole, 1988; Neuendorf, 2016). It is a way of analysing data to
test theoretical principles, by distilling words from different sources into content
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related categories (Burnard, 1996; Elo & Kyngäs, 2007). In terms of the approach to
content analysis Elo and Kyngäs (2007) distinguish between an inductive or deductive
approach, similarly Hsieh and Shannon (2005) define the conventional, directed or
summative approaches. As the purpose of this study was to test the theory
underpinning the current GPG the most appropriate approach was deductive or
directed content analysis. The researcher categorised the main theories underpinning
the current GPG as: the intention of MBPs; challenges of the context; types of MBPs;
skills required of the teacher; training pathways to develop those skills; and, the good
practice and ethical codes of conduct.
The first round of data collection were the opinions in response to the open-ended
questions by the initial panel. The focus group and interviews were recorded and then
transcribed. As in Elo and Kyngäs (2007) the researcher developed a categorisation
matrix (see Appendix 10) and reviewed the transcription data for content which was
then coded for correspondence with the identified categories in the matrix. To ensure
against the dilution of the data infrequently occurring items were included and the
wording used by participants was not subject to editing (Hasson et al., 2000). As in
Graneheim and Lundman (2004) the researcher then condensed the meaning units into
sub-themes under each main theme. The content analysis table (see Appendix 11) was
used to formulate the closed-ended questionnaire that was issued to the initial panel at
the end of round one. Following the round two focus groups the content analysis was
updated to reflect the clarifications that emerged, which was then issued to both the
initial and wider panels as a modified closed-ended questionnaire. Commentary
received from the expert panel in round three was categorised against the content
analysis table.
21 | P a g e

Student ID: 500320976
In traditional Delphi survey technique the divergent opinions are reviewed in a
series of rounds until there is a convergence around particular opinions, themes or
views (Hasson et al., 2000; Hsu & Sandford, 2007). In this study the researcher used
quantitative percentage measures to evaluate the level of consensus by the expert
panel to the emergent themes. This was then used to understand if the theory
underpinning the current GPG held true for the workplace context and inform the
possible formulation of a new GPG for organisational contexts. The emergence of a
new GPG was an iterative process with the first drafts evolving out of amendments
proposed by the initial panelists in round two. The modified GPG was then issued to
the initial and wider panelists with commentary explaining the rationale for the
amendments. As in Crisp, Pelletier, Duffield, Adams & Nagy (1997) the researcher
analysed the comments received back from the initial and wider panels to evaluate the
stability of panelists agreement to the working draft of the GPG.
Ethical Considerations
Ethics approval was granted by Bangor University Ethics Committee in January
2017.
Participant consent. All panelists were asked to complete a consent form (see
Appendix 2), in accordance with BPS Code of Ethics and Conduct (2009: 12) and
approved by Bangor University Ethics Committee.
Potential offence/distress to participants. The research study was conducted in
accordance with the British Psychological Society’s (BPS) Code of Ethics & Conduct
(2009: 19), to ensure that the risk to panelists psychological wellbeing, physical
health, personal values, or dignity was eliminated. All panelists were issued with an
information sheet outlining the purpose and nature of the study. They were informed
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about the selection criteria and advised that they could withdraw from the study at any
time up to two weeks before the publication of the research (see Appendix 1 and 2).
The subject matter of the research was not personal and was therefore unlikely to
elicit distress. Should any panelist experience distress in the process of the study they
were advised to contact the researcher.
Procedures to ensure confidentiality and data protection. All documents
provided by panelists were treated as confidential information. The researcher
assigned unique codes (see Appendix 1) to panelists information with only the
researcher having access to the index. True anonymisation was not appropriate as
panelist involvement required ongoing data collection via focus groups and for the
researcher to track panelist responses to questionnaires. The researcher stored all
information on Bangor University’s system in a password protected folder which
could only be accessed by the researcher. Recordings of the focus groups were
downloaded to an encrypted memory stick and transcribed to files which were stored
with other research documents. Upon completion of the research study all written
papers and recorded materials were destroyed.
Arrangements for giving feedback to participants. In accordance with the BPS
Code of Ethics and Conduct (2009: 20) a debriefing form was issued to all panelists at
the end of the study (see Appendix 5). This form confirmed the purpose of the study,
how the research will contribute to the field and how they could obtain the results of
the study.
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Results
Suitability of the current GPG for the workplace
This research study first looked to establish if the current GPG that were
developed for the MBSR, MBCT and Breathworks curriculums met the requirements
for mindfulness-based training in the workplace. The research methodology was
based upon using an open-ended questionnaire to test whether the theoretical
principles underpinning the current GPG held true for the workplace. Table 2 shows
the main themes and sub-themes that the researcher identified through the analysis of
the data:
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Table 2
Main themes and sub-themes from the categorisation matrix
Main theme (category)
Intentions of workplace
A.1 mindfulness-based
training

Challenges of workplace
B.1 mindfulness-based
training

Sub-theme (sub-category)
A.1.1
A.1.2
A.1.3
A.1.4
A.1.5
A.1.6
B.1.1
B.1.2
B.1.3
B.1.4
B.1.5
B.1.6
B.2.1

Types of mindfulnessB.2 based programmes in the
workplace

B.2.2
B.2.3
B.2.4
B.2.5
B.2.6
C.1.1
C.1.2

Skills, competencies and
background for
C.1
mindfulness-based
teachers in the workplace

C.1.3
C.1.4
C.1.5
C.1.6
C.1.7
D.1.1

Training pathways for
D.1 mindfulness-based
teachers in the workplace

D.1.2
D.1.3
D.1.4
D.1.5

Good practice and ethical
requirements for
E.1
mindfulness-based
teachers in the workplace

E.1.1
E.1.2
E.1.3
E.1.4
E.1.5
E.1.6

25 | P a g e

Training versus therapy
Building resilience - managing stress
Dysfunctional organisations
Positive wellbeing and flourishing
Personal effectiveness and performance
Emotional intelligence and collaboration
Motivation and engagement
Time restrictions due to work pressures
Language and organisational values
Power dynamics
Scalability
Funding and procurement
Adaptations to MBSR - course duration
and session length
Content of workplace MBPs
Home practice
Format of delivery
Evaluation of effectiveness of MBPs
In house champions or trainers
MBI:TAC as an assessment tool for
workplace teachers
Conceptual versus experiential
understanding of mindfulness
Managing power dynamics and
psychological safety
Language suitable to organisational
context
Managing a three-way partnership designing MBPs
Transformative skills
Understanding cognitive science
Apprenticeship training pathway
Foundation training - eight week course
and practice
Workplace specific training
In house training pathway
Recognition of existing skills conversion programme
Annual residential retreats
Teachers’ personal mindfulness practice
Understanding relevant research and
evidence base
Supervision of workplace teachers
Ethical code of conduct
Adhering to other professional codes of
conduct
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A.1 Intentions of workplace mindfulness-based training. With regard to the
intentions of workplace MBPs the content analysis table and closed-ended
questionnaires in appendices 11 and 12 illustrate how the themes evolved, and figure
1 shows the level of consensus from the expert panel:

Panelists in agreement
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75%

50%

25%

0%

A.1.1

A.1.2

A.1.3

A.1.4

A.1.5

A.1.6

Statement in closed-ended questionnaire
Initial Panel (round 2)
Wider Panel (round 3)

Initial Panel (round 3)

Figure 1. Level of consensus to A.1 closed-ended statements
A.1.1 Training versus therapy. A theme that emerged in round one was that in the
workplace “the difference between therapy and training … needs to be addressed
(panelist I-003).” And employers should not be offering “mindfulness as any kind of
therapeutic intervention that is the role of occupational health (panelist I-002).” In
round two panelists clarified that whilst workplace MBPs are not therapeutic
interventions “there will always be people in the group that have mild depression [or]
anxiety issues (panelist I-007).” In the wider review panelist W-008 commented
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teachers should always “ask the company triage process to deal with [mental health
issues].”
A.1.2 Building resilience - managing stress. As workplace are often the cause of
employee stress panelist I-002 questioned the integrity of organisations using MBPs
to reduce this stress. The clarification that came out in round two was that whilst
workplaces can be the cause of stress MBPs are offered as a holistic approach, for
“reducing sickness absence, improving performance and reducing the conflict and
tensions within teams (panelist I-007).” Furthermore, one of the wider panelists, a
commissioner of workplace MBPs, commented that in their organisation mindfulness
is seen “as an engagement tool and a way to signal that we value employees (panelist
W-009).”
A.1.3 Dysfunctional organisations. A new theme that emerged in round two was
that “if you have a team which is dysfunctional” mindfulness is not the solution, and
“the team has to be addressed at its heart (panelist I-008).” Further analysis of the
data highlighted that labelling MBPs stress reduction can create a tension for
employees, as “they would not want to admit in a workplace setting that they’re
vulnerable (panelist I-006).”
A.1.4 Positive wellbeing and flourishing. A number of the initial panelists stated
that the intention of workplace MBPs was to help people to flourish at work which
was clarified as “encouraging people to move from the zero to positive values
(panelist I-008)” on the stress scale. This panelist elaborated that flourishing gives
people “a sense of engagement, happiness, joy at work, a willingness to learn, an
openness to change.”
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A.1.5 Personal effectiveness and performance. Workplace MBPs are often
commissioned as part of a programme for personal development and enhancing
employee performance. For example, panelist I-005 stated that “increasingly I'm
teaching it to people who have an interest in building their personal effectiveness,
who want to increase their levels of empathy, their capacity to collaborate or their
ability to focus.”
A.1.6 Emotional intelligence and collaboration. The intention of many MBPs is
to foster “emotional intelligence” and “collaborative skills (panelist I-008).” This
panelist went on to state “that value is generated not by individuals anymore but by
groups of people” and this collective intelligence can bring about cultural change in
organisations. However, in the wider review panelist W-007 responded that
“mindfulness alone is not that powerful.”
B.1 Challenges of workplace mindfulness-based training. With regard to the
challenges of workplace MBPs the content analysis table and closed-ended
questionnaires in appendices 11 and 12 illustrate how the themes evolved, and figure
2 shows the level of consensus from the expert panel:
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Statement in closed-ended questionnaire
Initial Panel (round 2)
Wider Panel (round 3)
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Figure 2. Level of consensus to B.1 closed-ended statements
B.1.1 Motivation and engagement. Panelist I-002 observed that MBSR was
developed for people living with “long term conditions for which there was no cure”,
and as such “they were highly motivated to try [MBSR] and to keep coming back
every week.” The underlying theme that emerged in round one from the initial panel
was that you “have a different motivation structure” for MBPs in the workplace and
you have to “work a lot more [around] positive psychology (panelist I-008).”
B.1.2 Time restrictions due to work pressures. A common challenge in running
workplace MBPs is the difficulty in securing the time for a full MBSR course. As
commented by panelist I-005“those of us who work in the field are constantly trying
to tread the line between what the workplace will enable and what we would most like
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to do.” Panelist I-009 talked of “the importance of the organisation legitimising selfcare” as often course participants would miss sessions due to work pressures.
B.1.3 Language and organisational values. Another challenge highlighted by the
initial panelists was that the language around stress and self-care of the MBSR
curriculum doesn't land well in the workplace. As stated by panelist I-010 providers
need “to be speaking in a language that's appropriate for the particular sector and to be
potentially in line with the other values of the organisation.”
B.1.4 Power dynamics. Workplace teachers need “to understand the way that
power dynamics play out in organisational contexts”(panelist I-005).” Other panelists
commented that people in workplace groups can be guarded because they’re within an
existing hierarchy and working with course participants between sessions. However,
in the wider review panelist W-005 commented that “it’s possible to note these
[power] dynamics in operation even in public courses.”
B.1.5 Scalability. A number of the initial panelists talked of the “increasing
demand to address scalability through in-house trainers (panelist I-010)”, although
organisations often do not want to fund the training. As panelist I-005 reported this
can lead to pressure being put on full time mindfulness trainers “to create scripts
which can be then handed out to other HR and T&D people” to deliver mindfulness
training.
B.1.6 Funding and procurement. Panelist I-004 talked of the challenges in
securing a training budget for MBPs, and how their organisation would look for more
cost effective digital solutions than “face to face delivery.” The clarification that
emerged in round two was that organisations can have significant training funds,
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however “there are so many competing tensions”, and “mindfulness is seen as a
potential small player (panelist I-004)” in the wellbeing arena.
B.2 Types of mindfulness-based programmes in the workplace. With regard to
the types of MBPs in the workplace the content analysis table and closed-ended
questionnaires in appendices 11 and 12 illustrate how the themes evolved, and figure
3 shows the level of consensus from the expert panel:
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Figure 3. Level of consensus to B.2 closed-ended statements
B.2.1 Adaptations to MBSR - course duration and session length. Panelist I-001
stated “if I just take MBSR as it is and land it in an organisation without having any
understanding of the setting and what is needed my sense is it won’t land.” The initial
panel agreed that MBSR courses need adapting for the workplace, but panelist I-002
commented “you cannot skimp on the length of time from eight weeks [as] you will
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not change habits in less than that (panelist I-002).” However, a number of the wider
panelists questioned whether workplace MBPs should be “adapted from these
[MBSR] roots (panelist W-002).”
B.2.2 Content of workplace MBPs. One of the initial panelists stated that the
content of MBPs needed to be adapted with a focus on developing workplace group
culture and cognitive functioning skills. Panelist I-008 stated in their MBPs they “do a
lot more neuroscience than in the standard MBSR/MBCT programmes” and “explain
things like mutual insight, collective intelligence.” In round two discussions panelists
agreed that the content of MBPs needs adapting, and felt that there was a separate
theme around home practice requirements.
B.2.3 Home practice. Panelist I-007 commented that in the workplace you “have
to be realistic” and in the courses they run “[home] practices are fifteen to twenty
minutes a day”. Panelist I-008 commented that participants of workplace courses have
a different motivation structure and are unlikely to commit to longer home practice.
And whilst panelist I-005 reported that recent research has shown a positive impact
“when people practiced more than ten minutes a day”, panelists agreed that “if you
reduce home practice requirements you do impact outcomes (panelist I-003).”
B.2.4 Format of delivery. A theme that emerged from panelist I-002 was that in
their experience the use of online webinars or video conferencing enabled them to
“run a slightly bigger programme” for a geographically disparate organisation. This
panelist stated that the course evaluation ratings were as high for the online
participants as those attending the course face to face.
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B.2.5 Evaluation of effectiveness of MBPs. In round one a number of panelists
commented on the importance of the evaluation of workplace MBPs. As panelist
I-002 stated “I wanted to prove to the organisation what I’m doing is making a
difference. And if it’s not making a difference I wanted to know as much as the
organisation.” A clarification that emerged in the wider review from panelist W-007
was that “client-centric in-house evaluation” linked back to the “ROI and training
strategy” was more powerful than academic research.
B.2.6 In house champions or trainers. A couple of the panelists in round one
highlighted the benefits of in house champions or trainers to develop a culture of
“collective mindfulness or embedding mindfulness within the organisation (panelist
I-010).” In addition, panelists recognised that in house champions understood the
language and culture of the organisation.
C.1 Skills, competencies and background for mindfulness-based teachers in
the workplace. With regard to the skills, competencies and background for
mindfulness-based teachers in the workplace the content analysis table and closedended questionnaires in appendices 11 and 12 illustrate how the themes evolved, and
figure 4 shows the level of consensus from the expert panel:
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Figure 4. Level of consensus to C.1 closed-ended statements
C.1.1 MBI:TAC as an assessment tool for workplace teachers. Panelist I-002 felt
that the MBI:TAC was too onerous for the workplace and assumes that teachers are
going to have “to deal with every potential mental health issue that happens to
people.” In response to the suggestion of watering down the MBI:TAC panelist I-003
commented “I don't see why people in the workplace should have teachers that are
less skilled and competent.” In round two it was generally agreed “that there are
issues at play that haven’t been in play as we’ve formulated our good practice
guidelines (panelist I-005)”, and that the additional skills could be added to the
existing domains of the MBI:TAC.
C.1.2 Conceptual versus experiential understanding of mindfulness. The initial
panelists agreed that teachers need to have an understanding of mindfulness “that it is
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something not conceptual [but] very experiential (panelist I-008).” However, one of
the wider panel commented that “in the workplace balancing the two aspects”,
conceptual and experiential understanding of mindfulness, “without compromising
either is key (panelist W-011).”
C.1.3 Managing power dynamics and psychological safety. The initial panel
highlighted the skill of the teacher in being able to “manage power and controlling
groups in the workplace (panelist I-002).” Panelist I-010 elaborated that teachers need
to be sensitive to “the possibilities of people being [on a course with] their line
manager or colleague”, and how they may devise programmes to avoid these
situations and make inquiry feel safe.
C.1.4 Language suitable to organisational context. A number of the initial panel
felt that teachers “need to be able to speak the language of the culture [and]
understand the way in which processes and requirements work (panelist I-010).”
Whilst a language informed by neuroscience is helpful now, panelist I-005
commented that “in three or four years' time it'll be completely passé and another
language will have emerged that is actually more helpful.”
C.1.5 Managing a three-way partnership – designing MBPs. A skill of the
workplace teacher is understanding how MBPs could meet the needs of both
individuals and organisations. Panelist I-008 referred to this as a “higher order set of
skills” to enable teachers to “design interventions.” However, panelist I-005 cautioned
against selling “a mindfulness intervention in an organisation on the basis that there’s
good science behind [MBSR]” and then departing massively from this curriculum.
C.1.6 Transformative skills. One of the initial panelists talked of teachers of
workplace MBPs needing to have the “skill to transform situations … and to bring
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companies into a slightly higher order mode of consciousness (panelist I-008).” This
was elaborated by this panelist as being the teachers’ ability to “create a safe breeding
ground where real transformation can take place.”
C.1.7 Understanding cognitive science. In round one panelist I-008 stated that it
is helpful for teachers to be able to explain mindfulness in the context of “cause and
effect.” Panelist I-001 agreed that “understanding the nature of the human mind .. will
make the mind open to something as radically different as mindfulness.” Although it
was noted that “there are many different kinds of workplaces (panelist I-009)”, and
cognitive science may not be helpful in all situations.
D.1 Training pathways for mindfulness-based teachers in the workplace. With
regard to the training pathways for mindfulness-based teachers in the workplace the
content analysis table and closed-ended questionnaires in appendices 11 and 12
illustrate how the themes evolved, and figure 5 shows the level of consensus from the
expert panel:
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Figure 5. Level of consensus to D.1 closed-ended statements
D.1.1 Apprenticeship training pathway. The initial panel felt that academic
teacher training programmes may be too onerous for workplace teachers, but a
minimum 12-month supervised training pathway was required. Panelists I-003
suggested that this “could be an apprenticeship style route.” In round two panelist
I-006 commented that the Mindfulness in Schools Project (MiSP) are training
teachers “in a less direct way [using] the apprenticeship model.” And as noted by
panelist I-008 training pathways for workplace teachers need to be realistic as
“trainings longer than 3 days have essentially been eliminated from the company
world.”
D.1.2 Foundation training – eight week course and practice. In round one
panelist I-005 commented that teachers need to develop a “daily mindfulness
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practice” grounded in the “Kabat-Zinn tradition.” Panelist I-008 elaborated that it’s
important for teachers to understand “the structure of an MBSR/MBCT training [and]
how things work over time.” Whilst panelists agreed there needed to be flexibility
there was concern about trainee teachers claiming “they were qualified to move on to
the next stage (panelist I-005)” after completing a lower intensity course such as
Finding Peace in the Frantic World.
D.1.3 Workplace specific training. Panelist I-008 commented “I know many
MBSR trainers who are not suitable for the workplace.” Similarly, panelist I-006 felt
that there needed to be some follow on training due to the increased challenges of
“working with workplace populations.” It was also suggested that there should be an
“accreditation process (panelist I-009)” for workplace specific training programmes.
However, in the wider review panelist W-006 commented “additional workplace
training may not be required” if teachers are delivering “standard stress courses.
D.1.4 In house training pathway. Another theme that emerged around training
workplace teachers was that it was more sustainable to deliver teacher training
programmes within the workplace. As panelist I-002 commented based upon their
own experience it made more sense to run “a teacher training programme for a group
of twelve people” within their organisation, rather than send teachers to train
externally.
D.1.5 Recognition of existing skills - conversion programme. The initial panel
observed that in the workplace there are “trainers, HR people, coaches, mentors,
counselors … who already have a good deal of the skills (panelist I-002).” Panelist
I-008 expanded that someone who has coaching training would have learnt “group
dynamics, presentation skills and handling HR.” However, in the wider review
38 | P a g e

Student ID: 500320976
panelist W-010 stated that “just because someone has a qualification doesn’t
automatically give them skills” to teach mindfulness.
E.1 Good practice and ethical requirements for mindfulness-based teachers
in the workplace. With regard to the good practice and ethical requirements for
mindfulness-based teachers in the workplace the content analysis table and closedended questionnaires in appendices 11 and 12 illustrate how the themes evolved, and
figure 6 shows the level of consensus from the expert panel:
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Figure 6. Level of consensus to E.1 closed-ended statements
E.1.1 Annual residential retreats. The initial panel identified that in the
workplace “the requirement for an annual retreat is always a stumbling block (panelist
I-006 talking about their experience in the NHS).” This panelist went on to say that if
the rules can’t be complied with people will feel excluded from the beginning. To
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address this a number of the initial panel suggested a two tier system which allowed
trainee teachers to undertake lesser retreat experience. Also, panelist I-003 suggested
renaming retreats “mindfulness practice intensives” as the perception is that a “retreat
is like a holiday.”
E.1.2 Teachers’ personal mindfulness practice. Responding to the presumption
that teachers should be doing as much home practice as their participants panelist
I-005 commented that many of their course participants are “doing ten minutes a day,
[and] if I was only doing ten minutes a day I'd be a rubbish teacher.” As such,
panelists felt that a minimum level of 30 minutes home practice needed to be stated
for workplace teachers. However, in the wider review panelist W-002 challenged this
questioning “how will you test the quality of [a teachers] practice and processes?”
E.1.3 Understanding relevant research and evidence base. The initial panel felt
it was important that teachers of MBPs in the workplace needed to understand the
relevant research and evidence base. However, panelist I-009 didn’t feel that the
guidelines should be prescriptive, and that this requirement should be “embedded in
the commitment to ongoing good practice and professional development appropriate
to the context.”
E.1.4 Supervision of workplace teachers. Panelists generally agreed that due to
the additional challenge of “interacting with an organisation (panelist I-003)”
supervision support was important for workplace teachers. However, panelists
commented that there are challenges finding suitable workplace supervisors. As
panelist I-010 noted there are “supervisors who are wonderful mindfulness teachers
… but who have never worked in the workplace.”
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E.1 5 Ethical code of conduct. The initial panel highlighted how financial
pressures can “distort motivations (panelist I-005)”, and felt that there needed to be an
ethical code of conduct. As panelist I-010 commented “you see people accepting
situations that they shouldn't be accepting to teach mindfulness.” However, one of the
wider panelist disagreed with legislating commercial transactions stating that,
“anyone who tries to introduce mindfulness into an organisation that is clearly toxic,
or behaves unethically, will gain a poor reputation and not get future work (panelist
I-008).”
E.1.6 Adhering to other professional codes of conduct. It was further pointed out
that teachers in the workplace need to adhere to the professional code of conduct of
any other body to which they belong. As panelist I-002 stated “I'm a psychologist, an
executive coach and a mindfulness trainer so therefore as far as I'm concerned I must
adhere to [those] standards.”
Summary – suitability of the current GPG. In addition, panelists were asked
whether the current GPG needed adapting or adding to for the workplace and figure 7
shows the level of consensus from the expert panel:
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Figure 7. Level of consensus to closed-ended statements
In testing the theoretical principles underpinning the current GPG the responses
from the expert panel indicated that there are different issues at play with regard to
MBPs in the workplace. In summary, the themes that emerged were that the intention
of workplace MBPs goes beyond stress reduction; there are unique challenges for
teachers in organisational contexts; workplace MBPs need to be flexible to address
these intentions and challenges; there are additional skills required of teachers of
workplace MBPs; training pathways need to be adapted to suit teachers in
organisational contexts; and, the good practice and ethical standards need to be reframed for the workplace. Therefore the researcher concluded in answer to the first
research question that the current GPG did not meet the requirements for the
workplace.
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Drafting a new GPG for the workplace
The research study next considered how the current GPG could be skillfully
adapted to map onto a workplace context. Ahead of round two the initial panel were
issued an initial draft of the GPG for the workplace. This included some minor
modifications by the researcher taking into account panelists comments from the
initial review round. In addition the researcher included some editing questions for the
initial panelists to consider (see Appendix 13).
GPG for the workplace - version 1. The following are the amendments proposed
by the initial panelists during the round two focus groups and interview (see Appendix
13).
Preamble - Definition of mindfulness. In response to the need for the current
GPG to be embellished for an organisational audience the initial panel proposed that a
definition of mindfulness was included in the new GPG. The definition proposed by
panelist I-010 was taken from the Mindful Nation Report.
Preamble - Intention of workplace MBPs. The initial panel felt that the intention
of MBPs in the workplace needed to be re-framed for a non-clinical population. In the
drafting during the first focus group the sentence setting out the intention of
mindfulness courses was amended from ‘ways that can help with physical and
psychological health problems and ongoing life challenges’ to ‘ways that can help
them flourish and achieve their potential in the face of the challenges of the
workplace.’ In the interview and second focus group panelists felt that the wording
needed to reflect that workplace MBPs can be for both personal development and
managing stress. As such the words were amended to ‘ways that can help them
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address stress, psychological health, to flourish and achieve their potential in the face
of the challenges of the workplace.’
Preamble - Types of MBPs in the workplace. A theme that emerged out of the
initial review round was that workplace MBPs are broader than the traditional MBSR/
MBCT programmes. To reflect this wider spectrum of courses the sentence ‘these
guidelines cover secular mindfulness-based programmes taught in mainstream
settings normally over eight weeks’ was broadened by replacing the words ‘normally
over eight weeks’ with ‘of a sufficient duration and intensity to support people to
embed their practice over a period of time.’ During the second focus group panelists
proposed re-instating the words ‘ideally over eight weeks’, as they felt course length
was important and impacted participant outcomes. In addition there was some minor
editing replacing the word ‘mainstream’ with ‘workplace’ and omitting the words
‘over a period of time.’
The next paragraph in the current guidelines setting out the core elements of
MBPs was amended by the initial panel to reflect the broader spectrum of courses in
the workplace. Panelists proposed that the words ‘have a set curriculum’ were
replaced with ‘draw on an evidence-based curriculum.’ Also, to reflect the lower
home practice requirements on workplace MBPs the current wording ‘with 30-45
minutes daily home practice’ was amended to ‘with 10-30 minutes daily home
practice.’ In the interview and second focus group panelists felt that this had been
watered down too much and were concerned about setting the bar too low. Therefore
the words were changed in the next round of drafting to ‘with preferably between
15-30 minutes of daily formal home practice.’
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Preamble - Reference to frequently asked questions (FAQs). During the round
one discussions with the focus group panelist I-003 highlighted that the website for
the UK Network for Mindfulness-Based Teacher Training Organisations has a FAQs
page. Given that the audience for these GPG may include people from organisations
the panelists in this group felt that it would be helpful to include a specific reference
to the FAQs in the new GPG for the workplace.
Section A - Mindfulness based teacher training. The suggestion in round one was
that an apprenticeship style training pathway maybe more suitable for workplace
teachers. Section A.2 of the current GPG was amended from ‘completion of an indepth, rigorous mindfulness-based teacher training programme or supervised
pathway over a minimum duration of 12 months’ to ‘completion of an in-depth,
supervised mindfulness-based teacher training programme or apprenticeship pathway
over a minimum duration of 12 months.’ This amendment was modified slightly
during the interview and second focus group to reflect that both a teacher training
programme and apprenticeship pathway should be supervised.
Section B - Training or background required in addition to mindfulness-based
teacher training. Initial panelists felt that section B needed to be re-framed to reflect
that teachers of workplace MBPs would not be working with a clinical population.
Therefore, the wording of B.1 in the current GPG was amended from ‘a professional
qualification in mental or physical healthcare, education or social care or equivalent
life experience’ to ‘a professional qualification in training, coaching, human
resources or occupational psychology or equivalent experience of the workplace.’ In
the interview and second focus group panelists felt that this wording maybe too
narrow and suggested that ‘equivalent life experience’ be re-instated, and that the
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original wording should be added to rather than replaced. In section B.2 the words
‘therapeutic or other care provision’ were omitted by the initial panel.
In the recognition of the variety of MBPs in the workplace and the skill teachers
should have to design bespoke programmes a new clause was added into the GPG.
Clause B.3 was drafted by the first focus group to read, ‘there is a spectrum of
mindfulness-based programmes offered in the workplace and teachers should
complete workplace specific training; have sufficient experience of the components of
the programme and knowledge of the population to be able to skillfully adapt the
programme.’ Panelist I-005 proposed amending the wording to ‘knowledge of the
population they will be working with.’ And in the second focus group the words
“teachers should complete workplace specific training’ were omitted as panelists felt
that it should not be mandated and would be covered by ongoing good practice
requirements.
With regard to paragraph B.3 in the current GPG (B.4 in the new GPG) the initial
panel felt that this needed to be amended to reflect the fact that teachers would not be
delivering MBCT to a clinical population in the workplace. Therefore in the first
focus group the reference to MBCT was omitted and ‘knowledge of relevant
underlying psychological processes’ was changed to ‘knowledge of organisational
culture and power dynamics.’ In the interview with panelist I-005 it was noted that the
remainder of the sentence ‘associated research and evidence-based practice, unless
these are provided to an adequate level by the mindfulness teacher training
programme’ was not now relevant. Therefore it was proposed to amend these words
to ‘likely to be present in the groups that they are working.’
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Similarly, the initial panel felt that paragraph B.4 of the current GPG (B.5 in the
new GPG) needed to be amended to reflect that teachers would not be working with a
clinical population. Panelists in the first focus group proposed replacing this clause
with the wording ‘whilst not working specifically with a clinical population teachers
in the workplace should have an understanding of how to recognise and manage
mental health conditions, and the referral process internally and externally to the
organisational context they are working.’ In the review with panelist I-005 some
minor grammatically editing was suggested to this new clause. In addition, it was felt
that teachers would not need knowledge of external referral processes, so the words
were amended to ‘any referral processes available in the organisational context they
are working.’
Section C - Ongoing good practice requirements. A theme that emerged during
the first two review rounds was that the GPG needed to provide an umbrella to cover
both professional teachers and in house trainers within organisations. In the first
focus group panelists proposed an amendment to the wording of section C.1 to read
‘commitment to develop a personal mindfulness practice commensurate with the
teachers level of experience and amount of teaching being undertaken.’ It was
suggested that the new GPG stipulate daily formal practice for teachers ‘of at least 30
minutes per day.’ Due to the perception in the workplace that retreats are a holiday it
was suggested to reframe these as ‘annual mindfulness practice intensives.’
In the initial review round it was acknowledged that not all teachers of MBPs in
the workplace would belong to professional bodies and it would be helpful to set out
an ethical code of conduct for mindfulness teachers in the workplace. In the first focus
group it was proposed to amend paragraph C.4 to ‘adherence to the ethical code of
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conduct for mindfulness teachers in the workplace in addition to the ethical
framework appropriate to the teacher’s professional background and working
context.’
Appendices to the new GPG. As a preamble to the appendix 1 list of courses the
first focus group suggested adding the words, ‘the following are the list of courses
that mindfulness-based programmes in the workplace may be drawn from.’ In
addition, the panelists in this group suggested omitting Mindfulness-Based Childbirth
and Parenting and Mindfulness-Based Relapse Prevention, from the list of courses as
not being relevant to the workplace context. In response to the suggestion to add new
courses to the list panelist I-003 highlighted that responsibility for accreditation
currently sits with the UK Network for Teacher Training Organisations. Therefore, it
was proposed to add the words ‘it is anticipated that new courses that adhere to
training standards and are accredited by the UK Network for Teacher Training
Organisations will be added to this list.’
GPG for the workplace - version 2. The amended GPG were issued to both the
initial and wider panels with some commentary explaining the modifications made by
the initial panel (see Appendix 13). The following is a summary of the main
comments that were received back from panelists (see Appendix 14).
Preamble - Intention of MBPs in the workplace. A number of the wider panel
raised concerns that the draft of the GPG needed to be clearer around the intention of
MBPs in the workplace. For example, panelist W-007 commented that workplace
programmes can be for performance, productivity or managing stress and that “stated
clarity on this point would inform the scope of the GPG.” Both panelists W-002 and
W-003 were of the view that the intention of MBPs in the workplace is to bring about
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individual transformation and “organisational change” (panelist W-002). Although,
panelist W-007 commented that the GPG needed to make it clear that MBPs can only
bring about organisational change if the training is “part of a multi-disciplinary
approach where the skills are embedded into a strategic change programme.”
Preamble - Type of MBPs in the workplace. In terms of the types of MBPs
panelist W-002 stated that “if [these are] guidelines for delivering MBSR/MBCT in
the workplace then that is fine”, but that many workplace courses are not based on
theses curriculum. This panelist went on to comment that “therapeutically based
courses just don’t work in the workplace” and adapting these courses for the
workplace “is not good teaching practice.” Similarly, panelist W-003 felt the draft
GPG were “too parochial” observing that there are many programmes being delivered
in the workplace that “aren’t based on MBSR/MBCT.” Panelist W-011 agreed stating
“the insights taught and language used in MBSR/MBCT do not fit well with
leadership development”. However, this panelist did comment that MBSR/MBCT
“works well when the motivation is to reduce stress and improve wellbeing.”
Section A and B - Training and background for mindfulness-based teachers in
the workplace. There was also some disagreement from the wider panel around the
training pathways and background for mindfulness-based teachers in the workplace.
Panelist W-013 was concerned that the draft of the GPG was MBSR/MBCT biased in
terms of teacher training and commented that “there are great ways for becoming a
mindfulness instructor and MBSR is just one.” An associated theme that emerged
from the wider panel was that workplace teachers should have experience of “the
course they are going to teach, rather than one they are just going to need to unlearn
in order to create something that is needed” (panelist W-002 referring to training in
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the MBSR curriculum). Whilst panelist W-005 agreed with this point they also stated
that workplace teachers needed a strong grounding in MBSR, MBCT or Breathworks
courses, as there would be a risk that “the underlying themes and purpose of these
programmes could be lost.”
A number of the wider panel were concerned that the training pathway had been
watered down too much in the draft GPG. Panelist W-005 suggested that “12 months
would appear a relatively short period of time to acquire the skills and competencies
needed in the workplace” and suggested a further “12 month period to learn
workplace specific material.” Similarly, panelist W-011 felt that “if anything
workplace teachers need a more in-depth teacher training pathway and more
experience than the average trainer.” However panelist W-009, who works for a large
corporate, reaffirmed the view from the initial panel that “most organisations would
not be prepared to wait years for someone to qualify.” A couple of panelist felt that
more detail was required around the apprenticeship training pathway before this could
be enshrined in the GPG as it could be interpreted as “sitting in on a couple of courses
(panelist W-015).”
A number of the wider panel agreed that in-house trainers were “incredibly
valuable” in rolling out training and embedding mindfulness “particularly if they were
someone that was respected in the organisation (panelist W-005).” However, panelist
W-011 warned against the GPG diluting the “teacher training requirements for
workplace teachers” as they provide a good safeguard against “shallow mindfulness
training by teachers with no regular personal practice.” This panelist’s also
commented that whilst a lot of in-house staff may be interested in becoming
mindfulness trainers they “often don’t have an ongoing commitment to mindfulness
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and no sustained personal practice”. Similarly, panelist W-004 outlined the challenges
in their global organisation of building a network of in-house trainers and getting
“everyone to follow the supervised pathway.”
Section C - Ongoing good practice requirements. Panelist W-013 commented
“[the draft GPG] seem sufficiently open to different people of different professions,
but stays tight on the teacher’s individual practice and further development.”
Although, a number of panelists raised concerns about the rationale for stipulating a
time limit on teachers daily formal practice. For example, panelist W-002 stated that
“the assumption is that 30 minutes daily practice makes a good mindfulness teacher
… that is far too simplistic.” Whilst panelist W-008 agreed that it was good to have
different requirements for part time in-house trainers, panelist W-011 commented
“surely every teacher of mindfulness needs to have a personal practice independent of
the amount of teaching they undertake.”
Whilst panelist W-001 supported re-framing retreats annual mindfulness practice
intensives panelist W-011 “thought the reference to intensives could be confusing.”
The wider panel agreed as to the importance of supervision although it was
acknowledged that “there are not enough supervisors skilled in working in the
workplace (panelist W-002), and suggested that this may undermine the GPG. Also
panelist W-008 felt that “as this isn’t clinical work” the term supervisor was
inappropriate for the workplace and should be changed to mentoring. Panelist W-009
challenged the inclusion of a workplace specific code of conduct stating that they
“didn’t see how the code of conduct would need to differ for the workplace.”
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Discussion
Implications of research for the field
With the burgeoning interest of mindfulness in the workplace this study looked to
contribute to the debate on the integrity of the delivery of MBPs in the mainstream. In
1991 Jon Kabat-Zinn was asked whether there was a danger in taking mindfulness
practice out of its traditional and historical context of watering it down too much and
endangering its integrity (Kabat-Zinn, 2017). This same question faces the
mindfulness profession in bringing mindfulness-based training programmes into the
workplace. The guidelines that evolved to protect the integrity, quality and standards
in the delivery of MBPs in healthcare have been influential in educating those
commissioning programmes in this context (R. Crane, personal communication,
August 16, 2017). This study has found that the current GPG are not suitable for the
workplace and has gone some way to defining how they could be skillfully adapted.
However, in trying to define guidelines for the workplace this research identified a
number of tensions that need to be navigated if the new GPG are to be adopted, and
provide a framework of governance for commissioners and providers in this arena.
Should the new GPG for the workplace be grounded in the MBSR
curriculum? The underlying tension that emerged out of this study was whether the
governance structures for workplace MBPs should be grounded in the MBSR
curriculum. Since the seminal research study undertaken in a biotechnology firm,
which showed the positive impact of MBSR on employee anxiety measures
(Davidson et al., 2003), research has demonstrated the positive outcomes at both the
individual and organisational level of MBPs (Good et al., 2015; Sutcliffe et al., 2016).
The argument made in this study is that to rely on this evidence base as the rationale
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for workplace MBPs and then depart significantly from the core MBSR curriculum
lacks integrity. However, this study also found that many workplace MBPs are not
founded in MBSR, and it was argued that to adapt a therapeutically based curriculum
for the workplace is not good practice. Indeed in a recent systematic review by Lomas
et al.(2017), on the impact of mindfulness on wellbeing and performance in the
workplace, only 33% of the 112 intervention studies were MBSR or MBCT based
programmes. As Kabat-Zinn (2017) pointed out MBSR is just one doorway for
bringing mindfulness meditation into the mainstream.
This study supported the report by the Mindfulness All-Party Parliamentary Group
(2015), that workplace MBPs need to be designed to meet the intentions and
challenges of an organisational context. The MBSR curriculum, was not developed as
a therapeutic intervention but a public health programme (Kabat-Zinn, 2017), and is
often used to address stress in the workplace. However, this study also found that
many workplace MBPs are positioned as individual and collective development
programmes, where MBSR is not the starting point. The question is whether the GPG
for the workplace should provide a large enough umbrella to cover the range of MBPs
being offered in organisational contexts. There is a danger in trying to be too inclusive
that the guidelines will lose clarity and be less effective in educating those
commissioning programmes. Alternatively, as Crane (2016) argued the governance
structures should be founded in MBPs that have a clear lineage back to the
pedagogical, theoretical and philosophical framework of the MBSR programme.
Certainly there would seem to be sufficient flexibility in the core ingredients of
MBPs, identified by Crane et al. (2016), for workplace programmes to call themselves
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mindfulness-based. However, a workplace GPG rooted too firmly in MBSR may not
seem inclusive enough for some providers and commissioners.
Is teaching in the workplace more challenging, and are the existing training
pathways suitable? Similarly, this study also raised the question as to whether the
MBSR curriculum should provide not just the foundations but the scaffolding around
which teacher training programmes are built. Training teachers in the MBSR
curriculum provides teachers with a grounding in the pedagogy of this programme.
Although, as this study found it is just one way of training to deliver MBPs in the
workplace, and there is a need for teacher training programmes that meet the
requirements for organisational contexts. The review paper by Crane et al. (2010)
identified the core ingredients of mindfulness-based teacher training programme as: a
personal engagement with a mindfulness practice; a grounding in the rationales for
the use of mindfulness with the particular population; understanding the intention of
the elements of the curriculum, and the opportunity to practice teaching and receive
feedback. It would seem that there is sufficient scope for other teacher training
programmes to meet theses criteria, and indeed the number of training organisations
has increased from five in 2006 to 23 in 2017 (R. Crane, personal communication,
June 5, 2017). However, the governance structures for the workplace need to
recognise, and provide an accreditation process for alternative training pathways.
The MBI:TAC was developed to create a framework for assessing the skills and
competence of teachers of MBPs that are grounded in the teaching processes of the
MBSR/MBCT curriculum (Crane et al., 2013). The evolution of the MBI:TAC is still
in its infancy and as the recent study by Huijbers et al. (2017) identified further
research is needed to establish the link between teacher skills and participant
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outcomes. However, the MBI:TAC was based on the more universal principles
developed by Dreyfus and Dreyfus (1986) as to how a teachers skills are gained (as
cited in Crane et al., 2012). What is clear from this study is that teaching in a
workplace context is not necessarily more challenging than healthcare, but there are
unique challenges at play. As such, this study also highlighted the need for teachers to
develop the skills and competencies to deal with these challenges, which may be
gained through workplace specific training or familiarity with the organisational
context. The general consensus in this study was that the MBI:TAC provides a good
basis for assessing levels of competence, but should be adapted to recognise the
unique skills required for the workplace.
The broader question that emerged out of this study was how much training
teachers in the workplace need to undertake. The paper by Crane et al. (2012)
identified the range of existing training and assessment methodologies including selfassessment, academic assignments and trainer review of recorded teaching or live
observation. This study highlighted that if the training and assessment process is too
onerous for the workplace it will not be adopted, and that an apprenticeship style
training route could be more appropriate. A recent study by Marx et al. (2013) found
that a yearlong apprenticeship programme in the NHS was a viable option for training
teachers in MBCT in the health service. However, there is a danger that if the training
and assessment process becomes too lose it will not protect the standards and quality
of workplace teaching. Indeed the recent research by Ruijgrok-Lupton, Crane and
Dorjee (2017) found that the levels of teacher training impacted course participant
outcomes. The GPG need to be robust in setting professional training standards, but
at the same time flexible enough to allow alternative pathways and levels of training.
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Are we developing guidelines for professional mindfulness teachers or
champions? In this study both providers and commissioners recognised the benefits
of mindfulness champions or in-house trainers, and also the challenges for these
people adhering to the standards for professional mindfulness teachers. However,
panelists were also clear that whether a teacher is facilitating a sitting group or
running a full course they need to be able to convey not only a conceptual but
experiential understanding of mindfulness. As Kabat-Zinn (2017) observed the quality
of any MBSR programme depends on the embodiment of mindfulness conveyed by
the instructor, which is gained from the teachers’ commitment to developing their
personal practice (Crane et al., 2010). However, apart from the research by Grepmair
et al. (2007, as cited in Crane et al., 2010) which showed a link between
psychotherapists that meditated and patient outcomes, there has not been research into
a mindfulness teacher’s personal practice and course participant outcomes. It would
seem that the GPG for the workplace need to remain strong on the standards of
personal practice required for professional teachers, whilst allowing flexibility for
new teachers to be working towards these standards. As Kabat-Zinn (2011)
commented MBPs are at their healthiest if teachers carry the responsibility for
integrity and standards.
A key tenet of a mindfulness teachers’ development has been a commitment to
ongoing supervision, which is defined by Evans et al. (2015) as being the space for
mutual inquiry to enable learning and integration. The UK Network for Teacher
Training Organisations has recently published the GPG for mindfulness-based
supervisors. This study supported the research by Evans et al. (2015) that the
supervisory relationship supports teachers in upholding standards of integrity in the
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face of the unique challenges of teaching in the workplace. However, what was also
highlighted is that supervision has a therapeutic context and that in the workplace the
established mentoring standards may be more appropriate. It would seem that what is
required is not a diminishing or watering down of the principles of supervision but a
re-framing to suit the context. However, given the challenges highlighted in this
research study of finding suitable supervisors consideration also needs to be given to
the new guidelines and how they may apply for the workplace. The credibility of the
governance structures will be undermined if they set standards that cannot be met by
providers and commissioners of workplace MBPs.
Challenges and limitations of research
There are a number of implications that can be drawn from this research for the
wider debate of maintaining integrity, quality and standards in the delivery of MBPs.
However, the findings need to be tempered by an understanding of some of the
challenges the researcher experienced and limitations of this study.
Time restrictions.
Panelists’ diary challenges. The researchers’ original intention in round one and
two was to interview the initial panelists through two focus groups. However, within
the study timeframe the diary challenges of the initial panelists meant that this was
not achievable. In reality, both rounds one and two data collection were a mix of focus
groups and interviews. The rationale for a single focus group in each round was to
encourage debate around the theories underpinning the current GPG and how the
guidelines could be skillfully modified for the workplace. The iterative nature of the
discussions in rounds one and two meant that there was a risk of researcher bias in
terms of reporting and guiding each subsequent discussion. However, this enforced
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modification to the research methodology did allow for a testing and validation of the
emergent themes and modifications to the current GPG.
Wider panel review. Another area where the research study was impacted by time
limitations was the wider panel review of the working draft GPG. The researchers’
original intention was that the guidelines would be further modified by the wider
panel. In line with action research methodology there would have been a period of
testing of the new GPG with interested stakeholders (Dick, 2014). With the restriction
of the timeframe for this study the wider panel were only able to comment on the
working draft GPG. Whilst this review allowed a validation of the modifications to
the guidelines by the initial panel, it was not feasible for the researcher to explore
criticisms and areas of tensions with the wider panelists.
Tension between Delphi methodologies and action research.
Consensus versus defining a new GPG. The Delphi technique looks to establish
consensus by an expert panel on a particular topic, whilst action research uses
research data to inform solutions to practical problems. In this study there was a
relatively small initial expert panel, compared to traditional Delphi survey
methodologies. The danger is that too small a panel can lead to problems in
generating representative information (Hasson et al., 2000). Indeed, in this study
divergent views emerged in round three from the wider expert panel, which could
have been explored in more detail with a larger panel in the earlier rounds. However,
the smaller initial panel lent itself to the work of drafting a new GPG. The researcher
had to balance the tension of following Delphi methodologies to establish consensus
around themes, versus action research principles to define a new GPG for the
workplace.
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Unexplored themes. Linked to this challenge of balancing these research
methodologies is that there were a number of unexplored themes that emerged out of
the review rounds. In the previous section the researcher has outlined the major areas
of tension for the field. The research study identified a number of other sub-themes
that were not fully explored by the researcher or expert panel. For example, in the
context of training pathways there was some commentary from panelists around the
recognition of a teachers’ existing skills or training. If the new GPG are to be robust
enough to be taken forward nationally these sub-themes need to be given more
attention and debate.
Other limitations. In addition, there were a number of other limitations that could
have influenced the results of this study.
Reliability of data. A number of the initial panelists didn’t respond back to the
closed-ended questionnaire ahead of the round two focus group. Instead, areas of
disagreement were discussed during the focus groups and interview, with panelists
responding back to the questionnaire after these sessions. As such panelist’s responses
could have been influenced by the discussions. Indeed there were some
inconsistencies in the data with panelists changing their opinion between rounds two
and three.
Over simplification. The content analysis process relies on an interpretation of
meaning by the researcher and a rationalisation of content from different sources into
a common theme. On occasions this lead to an over simplification of a theme or a
merging of themes together. This was reflected by the response of the panelists in
rounds two and three where they could neither agree nor disagree with statements in
the closed-ended questionnaire.
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Coding reliability. The content analysis literature recommends that a code book is
either developed by the researcher or through the use of computer software (Elo &
Kyngäs, 2007). In the case of a code book developed by the researcher the
recommendation is that this is developed by impartial research assistants. This was
not feasible in this study and the code book was created by the researcher, and as such
could have been subject to researcher bias.
Panelist selection. The research methodology was based on purposive sampling
of the initial expert panel to allow for a cross section and depth of expertise. The
process of purposive sampling was undertaken solely by the researcher and as such
there was a risk of researcher bias in this selection, which could have influenced the
emphasis of the views expressed. However, the iterative review by both the initial and
wider panel of the data did allow for a validation of the results from the initial rounds.
Revisions to the GPG. The intention of the research study was to track changes
using Google Docs or Word Docs. A number of panelists used the software whilst
others issued their comments via email or during the focus group sessions. The
challenge of capturing the detail of panelist comments was subject to possible
reliability and accuracy issues. However, the iterative process of review of the
traveling draft GPG did provide the study with a robustness of validating proposed
amendments.
Future directions for the field and research
This research study has identified that with the exponential growth of MBPs in
organisations due consideration needs to be given to a framework to define the
integrity, quality and standards in the delivery of these programmes. There is a risk
that MBPs in the workplace will become orphan interventions if the governance
60 | P a g e

Student ID: 500320976
structures are not defined (Dimijdian et al., 2015). It is the researchers hope that this
study will provide the platform for further work or research in this field, and there are
a number of directions that this could take, see Table 3:
Table 3
Areas for future work or research
Area

Details of work or research needed

GPG for the workplace

The current working draft of the GPG needs to
be developed in conjunction with the UK
Network. This could be taken forward following
the principles of action research as outlined in
this study.

Defining training pathways

There needs to be a definition of training
pathways that are both realistic yet rigorous
enough for training teachers in the workplace.
This could take the form of a systematic review
of the existing training pathways.

Accreditation process for training
providers

A review of the accreditation process for MBPs
in the workplace and training programmes for
teachers. This would also lend itself to be taken
forward as an action research project.

Testing the domains of the MBI:TAC in terms
of participant outcomes in the workplace, and
Reviewing the teacher competency
developing a new workplace specific MBI:TAC.
assessment criteria
This could take the form of a qualitative or
quantitative research study.
Reviewing supervision standards
for workplace teachers

A review of the new guidelines for supervisors
and how these map onto existing mentoring
standards required in the workplace. This could
be taken forward as an action research project.

Personal practice and participant
outcomes

Establishing if there is a link between teachers’
personal meditation practice and participant
outcomes. This could take the form of a
qualitative or quantitative research study.

There are a number of areas within the current working draft of the GPG that need
further consideration if they are to become widely adopted. This study has raised
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some important questions that need to addressed by the mindfulness profession in
developing the governance structures in this arena. The fundamental question is to
what extent the new GPG are grounded in the MBSR curriculum, both in terms of
workplace programmes and teacher training pathways. The underlying presumption as
the current governance structures have been put in place is that MBPs will be born out
of the parent MBSR programme (Crane et al., 2016). The challenge with the new
GPG is to balance inclusivity without compromising clarity for both commissioners
and providers of MBPs. This research has highlighted the need for workplace specific
teacher training programmes, which are robust on standards but flexible to meet the
needs of the workplace. If the new guidelines are to have credibility then there needs
to be a transparent and impartial process for the accreditation of new teacher training
programmes.
In support of the argument made by Crane (2016) this study highlighted that
existing models for defining standards and quality, such as the MBI:TAC and
guidelines for supervision need to evolve if they are going to be relevant and meet the
requirements for the workplace. Whilst the standards were not developed exclusively
for delivering MBPs to a clinical population they have grown out of a healthcare
context, and it was clear from this study that they need to be re-framed for the
workplace. As structures of governance have evolved it is widely agreed that teachers
can only convey an understanding and embodiment of mindfulness through sustained
personal practice (Kabat-Zinn, 2003). However, as the recent study by RuijgrokLupton et al. (2017) and this study have found there would seem to be some benefit to
better understand the link between a teachers personal practice and participant
outcomes. As Grossman (2015) outlined in his paper mindfulness is a fusion of
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cognitive and ethical qualities, and in whatever context this act of embodied ethics is
the heart of teaching.
Conclusion
In response to the question that Kabat-Zinn was asked in 1991 he said that there
was always a danger of mindfulness losing its integrity in the mainstream, but that
there was greater danger in putting purism over a particular ideology ahead of human
suffering (Kabat-Zinn, 2017). Whilst workplace MBPs may be helping people to
flourish and get the best of themselves, teachers are still working with fellow human
beings somewhere on the spectrum of suffering. This research study has gone some
way to define how the GPG could be skillfully adapted for MBPs in an organisational
context. If these guidelines are to be taken forward there is a fine line to be walked of
being grounded in the MBSR programme whilst allowing the creativity for MBPs to
meet the requirements of the workplace. And, also remaining tight on teacher training
standards and good practice for professional teachers, whilst being flexible in the
training and development pathways for new teachers. The GPG for the workplace
offer an opportunity to lead the way in how governance structures can skillfully
evolve to meet the challenges of delivering MBPs in the mainstream.
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Appendix 1
Expert panel - details of panelists
Unique
Initial or Primary area of Length in
code wider panel
expertise
field

Outline details of experience and work

Executive coach/trainer since 2002.
Working in filed of MBIs since 2011
(public & private)
Worked for public sector introducing
+5 years
MBIs. Now a trainer.

I-001

Initial

Provider

I-002

Initial

Commissioner

I-003

Initial

Trainer

I-004

Initial

Commissioner

I-005

Initial

Provider

I-006

Initial

Trainer

7 years

Teacher and trainer since 2000. Working
with MiSP 2009-date including
developing teacher training programme

I-007

Initial

Trainer

9 years

Teaching MBSR since 2008 in a variety
of work settings, including some major
public sector orgainsations.

I-008

Initial

Provider

10 years

Provider of over 100 mindfulness-based
training programmes since 2007.

I-009

Initial

Commissioner

7 years

Lead for University staff counseling and
psychological support service. Taught
20+ MBSR courses. Researcher.

Provider

8 years

Teaching MBSR/MBCT courses since
2009. provider of workplace MBPs in a
variety of public and private sector
organisations.

Delivering MBSR courses in academic
setting for 4 years and since 2012
10 years
providing MBPs in a range of public and
private sector settings.

I-010

Initial

W-001

Wider

Provider

W-002

Wider

Researcher
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6 years

9 years

Teaching MBIs since 2008. Training
teachers since 2010 and developed
teacher training programme.

Providing mindfulness training and
leadership programmes in corporate
organisations.
Providing MBPs in a variety of work
12 years settings since 2005. Also a trainer and
supervisor of teachers. Researcher.
7 years

8 years

Mindfulness teacher since 2009.
Researcher of MBIs in the work setting.
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Unique
Initial or
Primary area of Length in
Outline details of experience and work
code wider panel
expertise
field
Established mindfulness training
company in 2010 and has provided
MBPs across global organisations.
Training as a mindfulness teacher.
Developing MBPs and train the trainer
within global organisation.

W-003

Wider

Provider

7 years

W-004

Wider

Commissioner

2 years

W-005

Wider

Provider

3 years

Teaching mindfulness in the workplace
since 2014. raining as a coach.

W-006

Wider

Commissioner

1 year

Delivering mindfulness for stress
courses in the civil services since 2016.

W-007

Wider

Provider

5 years

Provider of mindfulness-based training
in the workplace since 2012. Also a
teacher trainer for the workplace 2014.

5 years

Provider of mindfulness training in
work settings since 2015. Developed
teacher training programme. Supervisor
and researcher.

1 year

Working to establish mindfulness
training within public sector
organisation. Training to bexome a
mindfulness teacher.

W-008

W-009

Wider

Wider

Provider

Commissioner

W-010

Wider

Provider

W-011

Wider

Commissioner

Independent mindfulness teacher since
2006. Provider of mindfulness-based
11 years
training in the workpplace since 2014.
Supervisor.
2 years

Established mindfulness network with
private sector consultancy form.
Commissioning and running MBPs.

Established mindfulness-based training
programmes in private sector finance
+5 years
company. Qualified as a mindfulness
teacher in 2015.
Provided MBPs in 125 organisations.
10 years Now also a trainer of mindfulness
teachers.
Researcher of positive psychology,
+5 years
including MBPs i the workplace.

W-012

Wider

Commisioner

W-013

Wider

Provider

W-014

Wider

Researcher

W-015

Wider

Researcher

2 years

Lead for policy institute lobby
government on mindfulness in society.
Researcher.

W-016

Wider

Commissioner

2 years

Commissioner of MBPs in a private
sector finance company. Training as a
mindfulness teacher.
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Appendix 2
Participant information sheet

Date:
PLEASE KEEP THIS INFORMATION SHEET AND A SIGNED COPY OF THE
CONSENT FORM FOR YOUR RECORDS
You are invited to take part in this research study. The following information will help
you understand why the research is being done and what will be involved, before you
decide if you wish to participate. Please take the time to read this information and ask
any questions of the researcher.
Study title: A review of the Good Practice Guidelines (GPG) for mindfulness
teachers in the workplace
Researcher: Mark Roberts, Student on the Masters in Mindfulness-Based
Approaches with the Centre for Mindfulness Research and Practice (CMRP) at
Bangor University.
Research supervisors: Rebecca Crane, Director Centre for Mindfulness Research
and Practice and Michael Chaskalson, Founder and CEO Mindfulness Works.
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What is the purpose of the study?
The aim of this research study is to establish if the current GPG that were developed
for the MBSR/MBCT curriculum meet the requirements for mindfulness training in
the workplace. And, if the current GPG do not meet requirements how could they be
skillfully adapted to map onto the workplace mindfulness context. This research will
inform the current debate around integrity issues in the delivery of mindfulness
training within different contexts and areas of society.
Why have you been approached?
For the purpose of this study I am looking to recruit an ‘expert’ panel of
commissioners, providers, teacher trainers and supervisors of mindfulness training in
the workplace. The intention is to form a panel of interested and informed participants
to take part in this study. If you are interested in participating you will be contacted by
the researcher to obtain information about your experience in this field.
Do you have to take part in the study?
Your participation in the study is entirely voluntary. If you decide to participate you
will be asked to sign a consent form. You can still withdraw at any point up to two
weeks after the final round of review of the GPG. To withdraw from the study all you
need to do is write to me on email stating your intention to withdraw from the study.
All of your data will be destroyed and will not be used in the study.
What will happen to you if you take part in the study?
The initial expert panel will convene via two focus groups between March and May
2017, which will last approximately 1 hour. The focus groups will be held via Zoom
conference call. If any participant can’t attend the focus group there will be the option
for a 1-2-1 interview with the researcher via Zoom call.
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The research study uses the Delphi survey techniques, within action research
methods. This is an iterative multistage process that looks to galvanise opinions into
group consensus. You will be asked to contribute in the following ways:
1) As part of the initial expert panel you will be sent the current GPG as
published by the UK Network for Mindfulness-Based Teacher Training
Organisations and a set of questions to review prior to the first focus group.
You will be asked to respond back to the researcher ahead of the focus group
convening.
2) The range of opinions will be debated during the first focus group. The
researcher will record the discussion during this focus group.
3) After the first focus group you will be sent a summary and analysis of the
range of opinions and views debated during the focus group. This may be
supplemented by literature reviews or reasoned arguments. You will be asked
to respond back to the researcher re-confirming or adjusting your opinions.
4) The range of opinions and the first draft of a GPG for the workplace will be
debated during the second focus group. The researcher will record the
discussion during this group.
5) After the second focus group the wider expert panel will be sent a summary of
the status of consensus on the range of opinions and the updated GPG for the
workplace. You will be asked to either accept, modify or insert GPG
requirements.
6) There will be a series of rounds of review of the GPG for the workplace using
software such as Google Docs to track changes. As part of the wider expert
panel you will be asked to contribute in each round, until the expert panel have
reached consensus. This will be undertaken via email.
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The researcher will contact you to confirm that the final round of review of the GPG
for the workplace has been completed.
What are the benefits of taking part?
There is no financial recompense for your participation in this study. By participating
you will be contributing to the debate around the development of the GPG in different
contexts and how to support integrity in the delivery of mindfulness training in the
workplace. This research is supported by the UK Network for Mindfulness-Based
Teacher Training Organisations who will look to pick up the recommendations from
the research study in developments around governance going forward.
What are the possible risks of taking part?
The subject matter of the research is not of a personal nature and is therefore unlikely
to cause any harm or distress. Should the process in any way cause you distress you
are encouraged to discuss this with the researcher.
What if something goes wrong?
If for any reason the research study has to be cancelled the researcher will contact you
as soon as possible. If you change your mind about taking part in the study at any
point up to 2 weeks after the final round of review of the GPG you can withdraw by
contacting the researcher on the email provided.
Will your taking part in this study be kept confidential?
As part of the study you will be given a unique participant code that will identify you
to the researcher but not to other participants within the expert panel. This code will
be used to record your personal data. In addition it will be used when communicating
the opinions, comments and changes to the GPG to the expert panel. In this way
outside of the focus groups your views and opinions will be conveyed anonymously
to the group.Any information obtained in connection with this study and that can be
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identified to participants, will remain confidential. All information will be stored on
Bangor University’s system which is password protected and can only be accessed by
the researcher; recordings will be kept on an encrypted memory stick and deleted
straight after transcription. After research is completed any written paperwork will be
destroyed. Participants’ personal identifiable information will be destroyed when the
study is complete. Research data generated by the study will be stored for a maximum
of 5 years following the study. Data will be destroyed in accordance with the Data
Protection Act 1998: paper records/data will be shredded and disposed of
confidentially, and data stored electronically will be removed from the device.
What will happen to the results of the research study?
The results of the study will be written up as part of the researcher’s final year
postgraduate thesis. The recommendations from the research and the GPG that
emerge could be integrated into developments in the field of governance frameworks,
by the UK Network of Mindfulness-Based Teacher Training Organisations.
Who is organising and funding the research?
The research is organised by Mark Roberts, who is a final year postgraduate at the
Bangor University Psychology Department. This project is not externally funded.
Who has reviewed the study?
The study has received ethics approval from the school of psychology ethics board at
Bangor University.
Further information about the study
Should you have any questions or require any further information regarding the study
and/or your rights as a participant please contact:
Mark Roberts telephone: 07515 014719, email: psp06e@bangor.ac.uk
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Complaints
Any complaints concerning the conduct of this research should be addressed to:
Hefin Frances, The School Manager, School of Psychology, Bangor University,
Gwynedd, LL57 2AS.

82 | P a g e

Student ID: 500320976
Appendix 3
Participant consent form (and questionnaire)

Study title: A review of the Good Practice Guidelines (GPG) for mindfulness
teachers in the workplace
Researcher: Mark Roberts, Student on the Masters in Mindfulness-Based
Approaches with the Centre for Mindfulness Research and Practice (CMRP) at
Bangor University.
This is to certify that I __________________________, hereby agree to participate as
a volunteer in this research study.
Items for your consent (please initial in each of the boxes below):
• I am over the age of 18
• I have read and understood the study information sheet and have had the
opportunity to ask questions.
• I understand that I have the right to withdraw from the study without giving a
reason at any time during the study itself.
• I understand that I also have the right to change my mind about participating in the
study for up to 2 week after the study has concluded.
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• I understand that I am free not to answer specific items or questionnaires without
explanation.
• I understand that all the data will be stored, analysed and published in a
confidential manner with regard to my identity.
• I understand that I may request a summary of the results once this study has been
completed.

Participant consent (Name :____________________________)
Signature:_____________________

Date:___________________

Researcher consent (Name :____________________________)
Signature:_____________________
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The following questions involve background information about you. Please tick the
appropriate boxes or provide the information in the spaces provided.

1. What is your name?

__________________________________________

2. What is your current occupation?

_______________________________

3. Which category would you classify yourself (in the context of the workplace)?

a. Commissioner of mindfulness training

b. Provider of mindfulness training

c. Trainer of mindfulness teachers

d. Supervisor of mindfulness teachers

e. Researcher of mindfulness training

4. Have you been actively working as one of the above in the last 5 years?
Yes

No

5. Please provide details of your experience (this should include both range and
duration of experience in working in your field) – use a separate sheet if
required
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
_________________________________________________________________
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6. Please confirm if you have a regular mindfulness meditation practice?
Yes

No

7. Please provide details of any formal mindfulness training you have undertaken?
_____________________________________________________________
_____________________________________________________________
_____________________________________________________________
_____________________________________________________________
_____________________________________________________________
_____________________________________________________________
_____________________________________________________________
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Appendix 4

Letter from UK Network

December 12, 2016

Dear Colleagues,
Thank you for considering participating in this research study. This letter aims to offer
you some context for this development.
The UK Network for Teacher Training Organisations is keen to support the
development of Good Practice Guidance for mindfulness-based teachers in workplace
contexts. There is strong recognition that this is needed to support integrity. Our aim
as a network will be to pick up the recommendations from the research and the Good
Practice Guidelines that emerge through the process and seek to integrate these into
our developments going forward. How exactly this happens will depend on the
research outcomes, but we are clear that we seek to get behind the impetus to extend
the current governance frameworks to this new context.
We are grateful to your contributions to this development and look forward to hearing
the outcomes of the process.
Sincerely,
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!
!
Dr Rebecca Crane
Director, Centre for Mindfulness
Research and Practice
Member of Executive Committee of the
UK Network for Mindfulness-Based
Teacher Training Organisations
Co-supervisor of Mark Roberts
master’s thesis on mindfulness teacher
workplace good practice guidance
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Convener and Executive
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Appendix 5
Participant debriefing letter

Study title: A review of the Good Practice Guidelines (GPG) for mindfulness
teachers in the workplace
Many thanks for participating in this research study. The aim of this research study
was to establish if the current GPG that were developed for the MBSR,MBCT and
Breathworks curriculums meet the requirements for mindfulness training in the
workplace. And, if the current GPG do not meet requirements how could they be
skillfully adapted to map onto the workplace mindfulness context. This research will
inform the current debate around integrity issues in the delivery of mindfulness
training within different contexts and areas of society.
As a participant in this study you were asked to partake in an interview and/or focus
group to discuss your views around an open-ended questionnaire. You were also
asked to complete a closed-ended questionnaire and comment on a working draft of
the new GPG for the workplace. The research design was based on the principles of
Delphi survey techniques within an action research framework. The purpose was to
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establish the level of consensus to the theoretical principles underpinning the GPG for
mindfulness teachers, and to use the research data to inform the modifications
required to the current GPG.
This research study looked to contribute to the wider debate on the governance and
structures required to maintain integrity, quality and standards in the delivery of
mindfulness-based programmes within the mainstream.
If you would like to find out the results of my research you can email me on
psp06e@bangor.ac.uk.

Yours sincerely,

Mark Roberts
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Appendix 6
Flow diagram illustrating the research design
Initial panel issued current GPG and open-ended questionnaire.
Panelists respond back to researcher with responses to questions (reviewed during
round 1)

ROUND 1 (focus group/interviews)
Audio recorded & transcribed

Content analysis of opinions issued to initial panel as a closed-ended questionnaire,
along with literature reviews and reasoned arguments
Initial draft of the GPG issued to the initial panel
Panelists respond back to researcher either agreeing or disagreeing to the statements
in the closed-ended questionnaire (reviewed during round 2)

ROUND 2 (focus group/interviews)
Audio recorded

Panelists respond back to researcher either accepting, modifying or inserting changes
to the GPG
Updated content analysis of opinions and working draft of GPG for the workplace
issued to initial and wider panels

ROUND 3 (wider review round)
Draft of GPG for the workplace

Panelists respond back to researcher either agreeing or disagreeing to the statements
in the closed-ended questionnaire
Panelists respond back to researcher either accepting, modifying or inserting changes
to the working draft of GPG
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Appendix 7
Open-ended questionnaire (and guidance notes)
Research project : A review of the GPG for mindfulness-based teachers in the
workplace
Review round 1 : 1-2-1 Interviews & Focus Group
The purpose of this research study is to ask the following two questions:
1. Do the current GPG that were developed for the MBSR/MBCT curriculum meet
the requirements for mindfulness training in the workplace?
2. If they do not meet requirements how could they be skilfully adapted to map onto
the workplace mindfulness context?
In the first round of interviews and focus group we will look to address question 1.
For clarification and to provide some framework for the discussion this study is
concerned with mindfulness-based training as opposed to mindfulness-informed
training. Mindfulness-based programmes in the workplace have evolved out of the
research evidence that suggests they will deliver a number of benefits for individuals
and organisations. This study is a review of the governance and integrity issues for
mindfulness-based teachers in a workplace context.
To facilitate the discussions I have attached the current GPG. It may be helpful to
reflect on the following questions ahead of the 1-2-1’s and focus group:
What is workplace mindfulness-based training and what are the intentions for this
training in organisations?
What are the main challenges of delivering mindfulness-based training in the
workplace and how are these being met?
What are the specific skills, competencies and background required of mindfulnessbased teachers in the workplace?
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What training pathways for mindfulness-based teachers in the workplace could
develop these skills and competencies?
What are the ethical and good practice requirements for mindfulness-based teachers
in the workplace?
Are there areas of the existing GPG that need adapting or adding to for mindfulnessbased teaching in a workplace context?
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Appendix 8
UK Network for Mindfulness-Based Teachers
Good practice guidelines for teaching mindfulness-based courses
These guiding principles have been developed to promote good practice in teaching
mindfulness-based courses. Mindfulness courses are intended to teach people
mindfulness in ways that can help with physical and psychological health problems
and ongoing life challenges. These guidelines cover secular mindfulness-based
programs taught in mainstream settings normally over eight weeks.
These programmes are: Informed by a clear rationale; Teacher-led; Have been
developed to be scaleable; Have a set curriculum, typically at least eight sessions with
30 – 45 mins daily home practice, incremental development and experiential learning;
and have a clear commitment to be evidence-based.
Hence the courses covered by this Good Practice Guidance for teachers include but
are not limited to those courses listed in Appendix 1.
----------------------------------------------------------------------------------------------A
teacher of mindfulness-based approaches should have the following:
A. Mindfulness Based Teacher Training
1. Familiarity through personal participation with the mindfulness-based course
curriculum that they will be learning to teach, with particular in-depth personal
experience of all the core meditation practices of this mindfulness-based programme.
2. Completion of an in-depth, rigorous mindfulness-based teacher training programme
or supervised pathway over a minimum duration of 12 months.
B. Training or background required in addition to mindfulness-based teacher
training
1. A professional qualification in mental or physical health care, education or social
care, or equivalent life experience, recognized by the organization or context within
which the teaching will take place.
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2. Knowledge and experience of the populations that the mindfulness-based course
will be delivered to, including experience of teaching, therapeutic or other care
provision with groups and/or individuals, unless such knowledge and experience is
provided to an adequate level by the mindfulness-based teacher training itself. An
exception to this can be when teaching with the help of a colleague who knows well
the population to whom the course will be delivered and has a relevant qualification.
They would also need to have an understanding of mindfulness-based approaches.
3. If delivering MBCT, knowledge of relevant underlying psychological processes,
associated research and evidence-based practice, unless these are provided to an
adequate level by the mindfulness teacher training programme.
4. If delivering MBCT or other mindfulness-based course with a clinical population,
an appropriate professional clinical training.
C. Ongoing Good Practice Requirements
1. Commitment to a personal mindfulness practice through:
daily formal and informal practice
participation in annual residential teacher-led mindfulness
2. Engagement in processes which continue to develop mindfulness-based teaching
practice:
ongoing contacts with other mindfulness practitioners and
teachers, built and maintained as a means to share
experiences and learn collaboratively
and
regular supervision with an experienced mindfulness-based
teacher including:
i. opportunity to reflect on/inquire into personal process in relation to
personal mindfulness practice and mindfulness-based teaching practice
ii. receiving periodic feedback on teaching through video recordings,
supervisor sitting in on teaching sessions or co-teaching with reciprocal
feedback.
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3. A commitment to ongoing development as a teacher through further training,
keeping up to date with the evidence base, recording and reflecting on teaching
sessions, participation in webs forums etc.
4. Adherence to the ethical framework appropriate to the teacher’s professional
background and working context.
Appendix 1 List of Courses
• Mindfulness Based Stress Reduction (MBSR) (www.umassmed.edu/cfm)
• Mindfulness Based Cognitive Therapy (MBCT) (http://mbct.co.uk/)
• Breathworks (www.breathworks-mindfulness.org.uk)
• Mindfulness Based Living Course (MBLC) (www.mindfulnessassociation.net)
• Mindfulness Based Childbirth and Parenting (MBCP) (www.mindfulbirthing.org)
• Mindfulness Based Relapse Prevention (MBRP) (http://www.mindfulrp.com)
It is also hoped that teachers of lower intensity mindfulness-based courses such as the
Finding Peace in a Frantic World course will work towards these guidelines.

UK Network of Mindfulness Teacher Training Organisations
(www.mindfulnessteachersuk.org.uk)
Good Practice Guidance for Teachers (April 2015)
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Appendix 9
Copy of email issued to initial panel
(incl. list of relevant documents, literature and information)
Dear ,
Further to my email earlier today I've attached a closed ended questionnaire that
captures the themes that have emerged from the initial analysis of the round 1
interviews and focus group.
I would be grateful if you could review each statement and confirm if you agree or
disagree (and add a comment if necessary), and then return the form to me.
I've also attached the following documents and links (for reference purposes):
1. The 'Warp and the Weft' paper - this came up in a few conversations
2. A paper by Rebecca Crane 'Implementing Mindfulness in the Mainstream'
3. A draft code of conduct that has been prepared by the UK Network - not yet
finalised or formally issued
4. A link to the FAQ's page on the UK Network site https://
www.mindfulnessteachersuk.org.uk/GPG-FAQs.html
5. A recent systematic review by Tim Lomas and others on mindfulness in the
workplace
6. The BACP good practice guidelines for counseling in the workplace 2007 and
2016
7. A link to the teacher training courses run by The Mindfulness Exchange http://
mindfulness-exchange.com/become-tme-trainer/

If you would like a copy of the transcript of our interview please let me know.
Kind regards,

Mark Roberts
psp06e@bangor.ac.uk
+44 (0)7515 014719
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Appendix 10
Photograph of researchers system for developing coding system
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Appendix 11
Content Analysis Table (matrix) - updated after round 2

Theme A.1: Intentions of workplace mindfulness-based training - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Employers should only be offering
mindfulness as a therapeutic intervention
through occupational health or GP

A distinction needs to be made between
mindfulness as therapy and training

Whilst general public mindfulness training
is not treating mental health problems
there will be people with diagnosed or undiagnosed psychological health problems,
and mindfulness teachers need to know
how to work with these conditions

Participants sometimes have the intention
of wanting help with chronic health
conditions or suffering in a professional
context

There will be people in workplace settings
that do have mental health problems as
we’re all on a continuum, it’s how we
manage them and make it clear that the
training is not a treatment for that problem.
Occupational health are only an advisory
function.

Mindfulness is being used by occupational
health to alleviate suffering of people in the
workplace

Generally speaking mindfulness training is
not used as a clinical intervention in the
workplace, however some participants are
likely to have either diagnosed or undiagnosed mental health conditions and
teachers in the workplace need to be able to
manage those situations. (code A.1.1)
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Therapeutic suggest an illness and whilst
courses may be put on specifically to help
people cope with suffering, a lot of people
are not looking for treatment for an illness
but to get the best of themselves

Meaning unit (extract from focus group & interviews)
(panelist I-002) it is inappropriate in any event I believe for
an employer to offer mindfulness as any kind of therapeutic
intervention that is the role of occupational health … so for
me I had very clear boundaries between mindfulness as a
therapeutic intervention and mindfulness as a health and
wellbeing intervention …. because I believed that was the
route for employers to offer mindfulness as a therapeutic
intervention that it would be through occupational health or
through a GP.
(panelist I-003) I think there is the difference between
therapy and training. And I think that needs to be addressed
in the workplace.
(panelist I-003 round 2 focus group) any group that you work
with and general public group from the workplace there will be
some people with psychological health problems either
diagnosed or un-diagnosed, and as mindfulness teachers we’re
working with those people all the time …. we have a
registration form which we ask people to read and to tick before
they join a general public course where we say that
mindfulness training is not treatment for mental health problems
…. but we leave the final decision in the hands of the
participant we don’t ever turn anyone away … we’ve had
people go through our courses that have had quite serious
mental health problems and benefit massively.
(panelist I-009) In terms of the practitioner’s intentions
they’re much broader and for the participants themselves,
because I do an intentions exercise and people write it down.
And it's across all of them from …. to dealing with a chronic
health condition ….. But the unifying thing and I suppose it
does kind of touch to suffering is something about you know
the human condition in the world the social context we’re in
whether that's personal or professional
(panelist I-009 round 2 focus group) occupational health
can’t do therapeutic interventions … so it would be other
organisations like ours which is a counseling or psychological
provision, occupational heath are bound not treat they are
advisory only …. common mental health difficulties have been
supported by counseling interventions for years and in a way I
don’t think we should disqualify, I think it should be people’s
choices. I think perhaps what the confusion is it’s not a
medical intervention, but given that for most common mental
health difficulties talking therapies and mindfulness now
would be included in the offering in primary and secondary
care …. I don’t think we can get away from that people do
have these problems, it’s something about how they’re taken
on to the programme and that it’s clear it’s not treatment for
that problem, we’re all on a mental health continuum.
(panelist I-005 in response to the question around alleviating
suffering) it's sometimes taught in occupational health
contexts. Sometimes taught to help people with stress in the
workplace …. So it's not necessarily to reduce their immediate
suffering. Not necessarily because their suffering although
there is a great deal of suffering in the workplace.
(panelist I-005 round 2 focus group) we use the word
therapeutic to deal with some kind of illness and the people
who come to mindfulness training in the workplace may not
think of themselves as being ill in any way, they may be
looking for increased empathy, increased focus, increased
concentration, increased resilience - but they are unlikely to
think of themselves as suffering from a particular illness so
the term therapeutic won't be appropriate in the
workplace .... look occupational in some organisations may
have reached a certain level of development ... putting on a
mindfulness course for people that are suffering with mental
health illnesses, actually transport for London actually did.

Student ID: 500320976

Theme A.1: Intentions of workplace mindfulness-based training - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-005 round 2 focus group) there will be a certain
point … where this is becoming pathological this is clinical, this
needs addressing clincally either by a prescription, CBT,
mindfulness or something, but generally when we put on
minduflness for stress in an organisation we're not addressing
In the workplace we are working with nonthat population ... there are degress so I think what we're
clinical stress, but there is a point where
talking about is non-clinical stress, because there's a place
stress is pathological and needs to be
where it becomes clinical in which case the existing GPG's
treated and as teachers we need to know
apply and there's just good old I find my work stressful which is
how to manage that
different .... (clarification on the expecttaions of mindfulness
teachers) ... I would hope that I would have sufficient
understandng form my masters and other training to be able to
recognise when someone needs more help than I can give
them.
(panelist I-007)I think MBCT or mindfulness-based courses
within a clinical population well you’re not going to be
In the workplace we’re not working with a working with the clinical population within the workplace.
clinical population, but people may have a Don't get me wrong there are lots of people that I teach that
have got a diagnosis of depression or anxiety disorder and so
psychological health problem and as
teachers have to be able to manage that. on and I obviously the assessment bit is really important. Are
they well enough to come on the course so I you know I do all
that but it's not a clinical population.
(panelist I-007 round 2 focus group) in my experience of
teaching workplace courses there are always people in the
group that have mild depression, anxiety issues …. they are
sharing with us the contents of their thoughts and emotions with
There is likely to be people in workplace
group with psychological health problems us often so we’re much more likely to be aware of mental
that may only manifest during the course, health issues because of the nature of what we’re doing and
and as teachers we need understand how the enquiry process. Therefore I think we need to have some
understanding where to refer people to, and … mentioned
to manage that.
Mental Health First Aid earlier that might be something we
might consider as a pre-requisite for mindfulness teachers in
the workplace.
It is likely that there will be mental health
issues and the guidelines need to
recognize that.

(panelist I-006 round 2 focus group) if the guidelines suggest
you don’t need to have that expertise then in that setting it’s
quite likely there’s those issues around that haven’t been
named ….. to know what to do with those or handle those, or
what to do with them if they arise in the room..have the
understand how to manage that

Teachers need to be able to understand
the signs of mental health problems and
know where to refer.

(panelist I-008 round 2 focus group) As a teacher you need
to have some understanding of what those signs are and some
understanding that’s important to refer them to a safe container.
There are many companies that don’t have a safe container in
terms of occupational health and wellbeing or psychologist, so I
also think it’s important to help people navigate that.

(panelist I-010 round 2 focus group) I feel there are so many
gradations of what we encounter in terms of depression, so I
am slightly wary about these guidelines being extremely
On a typical course there will be some
prescriptive …. obviously if someone got’s overwhelming or
people with mental health issues and in
sever depression that they need to be signed off or something
severe cases teachers need to know
that needs referral .. from my experience in a typical room
where to refer.
there will be a number of people encountering some level of
what we would call mental health issues
(panelist I-010 in response to a comment on stress and
suffering) it’s often a lot to do with relating to the very fast,
People’s stress or suffering is caused by
the acceleration of change in the workplace. A sense of
the speed and changing nature of working
information overload. The sense of difficulty of working
environments.
within team structures that are constantly changing,
organizations that are constantly evolving.
Workplaces can make people feel
insecure
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(panelist I-003) I think a lot of people in the workplace are
quite fearful so more of a sense of safeness within the
workplace or centeredness within which they can feel safe to
be creative in the workplace.

Student ID: 500320976

Theme A.1: Intentions of workplace mindfulness-based training - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-001) Given my experience and understanding my
sense is that the key areas where mindfulness can fit into
learning development needs are certainly with health and
wellbeing, there's a lot of interest as a health and wellbeing
intervention, supporting people to manage stress then build
resilience thats one key theme.
(panelist I-006) I think there are common themes perhaps
around peoples increasing business the feeling of overload,
Workplaces are often the cause of a lot of
the feeling that there are not managing well and they’re not
the stress for employees and mindfulness
living well in the workplace, with all the things that seem to
training is used to reduce sickness absence
and help employees build resilience. (code In a lot of organizations (particularly in the be happening in public sector organizations - of having less
staff, less money, more demands on everybody, more
NHS and education) people are feeling
A.1.2)
overwhelmed by the demands of the work legislation, structures that they’re suppose to adhere to. You
feel that over the last 10 years that people are going under environment
a sense of head just above the water. Because most of the
organizations that I work with are people in caring
professions, even if it’s teachers - they are there for the
children.
There is a lot of interest in the workplace
in using mindfulness to help people
manage stress and build resilience

(panelist I-007) I think in my experience those who are
commissioning the work their primary interests are in
reducing sickness absence, improving performance and kind of
reducing the conflict and tensions within teams. I think
A lot of organizations recognise that high
primarily around reducing sickness absence and improving
levels of sick absence are due to stress
performance and everything that goes with that. I think the
and people who come on the course are
individuals who come on courses their intentions are not
overwhelmed at work and want to reduce dissimilar to what you find in the general public course - they
their stress
want to reduce their stress they are overwhelmed. They can't
sleep very well. They’re experiencing anxiety, or are
recovering from depression. Having problems with
concentration - that kind of thing …
(panelist I-002)There is a huge problem with mindfulness
where if mindfulness is seen as a stress reduction program
because the vast majority of people will tell you that the vast
majority of their stress is from being at work. So the big issue
Workplaces can cause people to be
is if you're going to offer mindfulness in the workplace as a
stressed so mindfulness should not be
used by employers as an antidote to the stress reduction when it is the workplace that is causing the
stress then why would you not instead reduce the stress ……
problem they have caused.
but I still think it's a hard sell in the workplace to tell people
we're doing this to help you deal with the stress that we're
causing you …. it’s not an antidote to stress.
(panelist I-008) there is the well-being interest because of
course the general pervading increase in complexity and the
speed of things it clearly has an impact on people and I think
The nature of the working environment
that there is a growing need or acceptance that we need to
causes stress, but it’s not helpful to label
help people with their wellbeing …… if we look at what
mindfulness as just about reducing stress companies like Google are doing I don’t necessarily think they
are hanging it up under the topic of stress alone, and nor do I
find that a very helpful positioning just that alone
(panelist I-008) but it won't solve everything you know as you
say if you have a team which is dysfunctional you know
Mindfulness is not an antidote to the stress mindfulness is not going to help it. The team has to be
addressed at its heart because people willing to address it not
caused by dysfunctional teams
because they're going to sit around and meditate I think you
know

101 | P a g e

Student ID: 500320976

Theme A.1: Intentions of workplace mindfulness-based training - content analysis matrix
Sub-theme (sub-categories)
It is not helpful for mindfulness to be seen
as an antidote to dysfunctional
organizations and employees do not want to
admit to being vulnerable or not coping.
(code A.1.3)

Mindfulness training can help people to
move onto the flourishing end of the wellbeing scale, allowing them to be their best
and function well at work (code A.1.4)
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Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-006) Because most of the organizations that I work
with are people in caring professions, even if it’s teachers they are there for the children. They’re trying to offer
something that’s primarily for them and how do we offer that
in a way that’s acceptable, because quite often there’s a “i’m
fine…I’m just doing this for the children or clients, patients in
the NHS”. I think that the NHS has shifted a bit and say I do
know actually we’re really stressed and we need this for us
before we can carry on providing the service. But I don’t think
In some organisation in health settings
schools are there yet. I think it’s a timing and cultural thing
and education people do not want to admit within that organization ….. Well that seems to be more of
to being vulnerable or not being able to
the way in for a lot of them, there’s not many that would
cope.
admit in a workplace setting that they’re vulnerable and need
it for themselves. I think there’s a be strong and completely in
denial that there’s any problem at all - “i’m fine - I’ll cope”.
But when you get to know them a bit and you hear some of
the processes that are happening, the amount of work and the
stress levels they’re actually felling, for me it takes a lot
longer to get there in that setting - in a workplace
environment course than it would in any other general public
courses, where they recognize they’re stressed
(panelist I-007 responding to interviewers question around
challenges for senior managers) … I think it’s partly around
time but it also, and I don’t know the full details, but within
Some organisations test resilience of staff some organizations senior staff are tested around their mental
so for some managers they will not want to resilience. So to actually come on a mindfulness course and
maybe be more open in the application form about any
admit to having mental health issues.
mental health issues or what have you - it’s a bit risky for
them. And also if you're a manager you may not want to be on
the same course as people you manage.
(panelist I-002) Well you see for me it would be about
enabling people to flourish. For the employer I mean there
are two ways of looking at this aren’t there - any employer
who hears about the employee well being would not actually
make it possible for that employee to flourish because people
who have high wellbeing a more committed to the
organization, they have higher productivity, they are less
likely to leave, and they’re happier work. So who doesn't want
Mindfulness can help people to flourish
employees like that …. For me mindfulness in the workplace is
and achieve high levels of wellbeing and
about helping people to deal more effectively with life in
happiness, that allows people to give their general and to help them to flourish … I do believe that the
best at work.
focus in the workplace should be about flourishing it should
be about personal development about flourishing. Flourishing I
like because if you talk about achievement or performance
you are getting back into striving and some sort of
competition. But it is about flourishing it’s about enabling
people to give of their best to be of their best …. It’s
potential and flourish and wellbeing and happiness - you know
I think it's OK to use happiness in the workplace.
(panelist I-010 in response to another participants comment)
So I think it's addressing ….. effectiveness and flourishing
Mindfulness can help people to flourish
within the twenty first century challenges of the workplace
within the challenges of the workplace
often which is very different from you not just of distress or
well-being.
(panelist I-003) Yes, I think that word flourishing is a good
one, enabling people to flourish in the workplace …. I think a
Flourishing is about enabling people to
lot of people in the workplace are quite fearful so more of a
ground and feel safe, to be creative
sense of safeness within the workplace or centeredness within
which they can feel safe to be creative in the workplace.
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Theme A.1: Intentions of workplace mindfulness-based training - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-008) I think that increasingly it is very clear, with
companies that I work with that there is an increasing
flourishing impact. In the knowledge economy people work
mainly with their minds, so this is essentially the business
world, so many of the people I work with are knowledge
Companies are now acknowledging that
workers, engineers, financial, legal people and so on - and
for people to function well they need to
they work primarily with their minds. There is also a
feel well and flourish.
realization that actually, which arises in the reflection
discussion with us, that actually people have to be well to
learn well to function well. So it’s not just about alleviating
stress it’s also about fundamentally flourishing
(panelist I-008 in response to a request to clarify the
meaning of flourishing) Well flourishing is a sense that you
know, typically when we talk about resilience or wellbeing we
Flourishing is when people move into the talk about an absence, or too much stress or a recovery from
positive values on a wellbeing scale, and stress. So that is one end of the scale getting from the
negative values to zero and i think flourishing is encouraging
brings about positive attributes within work
people to move from the zero to positive values. A sense of
engagement, a sense of happiness, a sense of joy at work, a
willingness to learn, an openness to change.

Mindfulness can have some positive
outcomes on individual’s attendance and
domains of performance at work

(panelist I-002) I was very very well aware that offering
mindfulness as a wellbeing intervention isn't something that
was actually happening something that could enhance the
wellbeing of employees and therefore potentially enhance
attendance, productivity, focus, attention, leadership ….

A non-published study showed
mindfulness to give positive outcomes on
memory and performance measures

(panelist I-002 commenting on some research at Cranfield
University) they were looking at the impact of mindfulness,
very very focused on performance so they took finance
undergraduates and MBA people with sessions of mindfulness
and tested memory and performance, white rigorously, before
and after with some very good results. It wasn’t published
because it wasn’t with the working population.

Mindfulness is being used to enhance
personal effectiveness and has been shown
Mindfulness is being used to enhance
to have positive outcomes in a number of
individual performance, focus and the way
domains affecting performance at work
people work with colleagues.
(code A.1.5)
Mindfulness can enhance attention and
creativity in work

Mindfulness can be positioned as a brain
training to help people improve focus and
concentration

Mindfulness can be brought in at a
leadership development level, to enhance
leadership skills
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(panelist I-005 Increasingly I'm teaching it to people who have
an interest in building their personal effectiveness. Who want
to increase their levels of empathy or their capacity to
collaborate or their ability to focus. So it's not necessarily to
reduce their immediate suffering.
(panelist I-003 in response to a comment from another
participant) Yes, I think that word flourishing is a good one,
enabling people to flourish in the workplace and …. promoting
attention and also creativity.
(panelist I-001) There is another where it's looking at
performance orientation, so I’ve developed a workshop called
focus and concentration, so that will appeal to people looking
at how they might maximize these brain resources using
mindfulness so the angle of approach would be using
mindfulness as a brain training to help regulate these
resources.
(panelist I-002 in response to coming in at a leadership level)
I think at that level it’s much easier to actually say this will
help you deal with stress, secondly it's much easier and very
helpful to say this will make you a better leader. And there
isn't anybody who doesn't want to be a better leader or
manager.And it ties in so very well with all the emotional
intelligence stuff in leadership and the compassion in
leadership - and they’ve had all of that, most of them know
all that.
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Theme A.1: Intentions of workplace mindfulness-based training - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Mindfulness can enhance emotional
intelligence and collaborative skills to
enable teams to work together

Mindfulness can enhance emotional
intelligence, compassion and collaborative
skills, which at a leadership level and within
teams can bring about a cultural shift in
organizations (code A.1.6)

Mindfulness can be used in response to
the pressure on companies as a positive
strategy to bring about a cultural shift
towards compassionate, collective
intelligence

Mindfulness is a core leadership skill that
can bring about a cultural change within
organizations

Mindfulness can be used to improve
leadership skills and support an
organization in taking care of their
employees
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Meaning unit (extract from focus group & interviews)
(panelist I-008) I think a third positioning is all about
collaborative skills, emotional intelligence and I think that is
also an important positioning that people understand that
value is generated not by individuals anymore but by groups
of people, teams, networks and so on, and therefore there is
a tremendous need to collaborate. And I think again this is
also a very powerful think to realise that the collective is
increasingly important, even though on the one hand
companies are behaving in a manner which I guess weakens
the collective, by putting stress on people or whatever, there
is also realization that it’s good if we work together, if we
care for each other.
(panelist I-008) my personal purpose to bring companies into
a slightly higher order mode of consciousness. You know I
think that there's tremendous pressure on companies and on
the one hand pressure can be negative but on the other hand
a valid answer to all this pressure is compassionate collective
intelligence. You know I actually think that that will solve a
lot of the problems that companies have. So you know rather
than just going to the stressed, pressure you know pushing
people corner you actually encourages go to compassionate,
collective intelligence corner,
(panelist I-008 in response to MBSR programmes for
occupational health) they aren’t doing transformative work
they are not doing leadership development work, they’re not
changing the culture of the company do you see. I have
another ambition I think that actually mindfulness is core for
leadership and it should be about changing the culture of a
company
(panelist I-001) There’s another one around leadership
development and what competencies leaders need in these
complex times that we live in and how can mindfulness
address that and skill leaders in a particular way to grow
these competencies. And then there's another one that fits in
with corporate social responsibility. I haven’t tapped into that
one but I think that that's very important area because
corporate social responsibility piece is that it would support
organizations to … rather than to see mindfulness as a tick
box exercise that they're taking care of the employees on
quite a superficial level that it penetrates deeper that there
is some social conscience there, taking care of your
employees and there is some integrity in that and that will of
course if your employees recognize that real integrity in the
in the offer of these inventions is more likely to increase the
engagement.
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Theme B.1: Challenges of workplace mindfulness-based training - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I002) MBSR or MBCT was designed as a therapeutic
intervention for people who had no other solution. In the case
of MBSR with Jon Kabat-Zinn it was people who were living
Participants for the original MBSR/MBCT
with long term conditions for which there was no cure. There
programmes were highly motivated
were no other options, so they were highly motivated to try
this and to keep coming back every week. MBCT was designed
for people with the recurrent depression
(panelist I-008 in response to the length of home practice
for workplace mindfulness course) You know I think it just
doesn't work, because their motivation structure is different
you see when you have people in an MBSR situation they have
identified themselves as being somewhat stressed and self
Participants on workplace course don’t
have the same motivation as a traditional chosen to take an extra burden onto their lives to do this. In
the workplace you often have a different motivation structure
MBSR, so you have to create the
and you need to work a lot more positive psychology and not
motivation
just with kind of this is a problem and you know you need to
meditate for this much time. But I just just don't think you’ll
get the results that people will do it and you’ll scare people
off.
(panelist I-008)we always say that it has to be voluntary. We
always do a pre-meeting for our course, so people know what
they’re getting into. But of course there are situations where
we work with teams and we’re very charming that basically
everyone chooses to take part. There’s no sense of forcing
You have to work and engage organization people. There’s a sense of this sounds really interesting I’d
and teams to establish voluntary
like to try this. So typically I say to people you have to choose
attendance on courses.
to do this yourself, but if somebody comes to me and says “I
want my team to do this” I’ll say “ok let me talk to your team
and see if we can get them to want to do this”. And of course
if somebody says no we can’t make them take part, we can’t
get someone to work with the mind if they don’t want to.
(panelist I-003) I think it's just a consideration that teachers
Course participants in the workplace may need to be aware of if the people that come to their courses
have been obliged to come or required to come by there
not attend on a voluntary basis
employers, rather than people coming on a voluntary basis.
(panelist I-005) some of the top down approaches that I've
encountered have been appalling, I was approached by a
group of solicitors to train people to teach in their
organization and you know the first thing I said was well I'd
love to do that but we’d need to understand that the people
who are trained have to have a personal daily mindfulness
practice and they were shocked and that was the end of the
The motivation for mindfulness-based
There can be pressure from the
conversation as far as they were concerned. They wanted
training in organizations is different from
leadership of organizations to adapt the
their existing HR and learning and development people to be
MBSR/MBCT in healthcare, and requires an mindfulness programme
given the right scripts pretty much. And I've had another big
engagement with the organization and
organisation has employed someone full time to do this
individuals to establish the motivation for
leaning on this person quite a lot to create scripts which can
workplace programmes (code B.1.1)
be then handed out to other HR and T&D people to go and do
what she does. So it depends, the top is not necessarily an
educated top. So part of the process that were engaged in
here I think is to help to educate the commissioners.
Adapatations to the programme can be
creative if there is an interaction with
the population
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(panelist I-009) where does the motivation for adaptation
come from, it can be very creative and you know where it
were to emerges from an interaction with a population, but
where it's just you know let's put in it a simpler package and
that's where it's potentially damaging
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Theme B.1: Challenges of workplace mindfulness-based training - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I006) I think externally we have different intentions
from some people in workplaces. We may think this is really
good for and they’re not sure what you’re talking about, what
we actually need is this. So I think there is a more of a
mismatch between external people going into workplaces.
And when it’s worked well it’s because we’ve been able to
really understand each other and how it works well together
MIndfulness teachers need to understand …. It’s really interesting doing 8 week courses with them
what people in an organization want and because you can get more than half way through a course and
often the motivations are different, so it they aren’t still at all convinced that mindfulness is something
takes time for people to understand the that they’re either interested in, something they want to and
could take on board and have the time to do. And that is so
possible benefits
different from a normal 8 week course - maybe less so these
days - but certainly a few years ago you’d have people that
wanting to get on board immediately with an 8 week course.
We realize that what we need to do is help them to get
engaged in the process. And help them find their individual
hook - how mindfulness might be relevant in their lives. So
that feels quite different.
(panelist I-001) I am realizing there are two levels that I
need to identify. One is thinking about corporations for
example and why would a HR or L&D purchase a mindfulness
programme? They would purchase a mindfulness programme
because it if could develop their leaders it could help support
Organisations purchase mindfulness
health and wellbeing it could bring greater employee
programmes to develop leadership,
engagement generally that sort of thing, but then underneath
health and wellbeing and improve
that all the employees who actually go on programs. What do
engagement, which may be different
they need to engage more fully to be more committed to
from the employees motivations.
actually riding the whole programme out. So there are two
levels, one is how do we sell mindfulness into organizations
what is needed and how do we deliver it - what’s feasible
what's relevant.
(panelist I-005 in response to a participates comment on
motivation for adaptations to courses in the workplace) a classic
MBSR two and a half hour sessions - eight two and a half hour
sessions in the workplace, a full day retreat - that's just never
going to fly …. so you may get some rare and wonderful
workplaces that would put it on, but by and large they won’t.
The standard MBSR programme in terms
So you know those of us who work in the field are constantly
of duration is too onerous for workplace, trying to find to tread the line between what the workplace
and providers have to establish with
will enable real and what we would most like to do and you
organizations what is doable.
need to compromise along those lines, there’s no avoiding
that so you can’t presume that there's a sort of standard
template that any deviation would be a quick fix solution,
there's a spectrum and it's very hard to figure out exactly
where the boundaries lie in that spectrum. I think and I think
we're still in the process of trying to work it out.
(panelist I003) What we found in the civil service context in
the health service training staff that there's been no problem
to get them to commit to giving that length of time two hours
to two and half hours a week off, for that eight week period.
The duration of the course and the length But a lot of our masters students definitely perceive that
within work within their context because they're often looking
of the session for mindfulness-based
at short of courses making adaptations for shorter courses in
programmes in the workplace varies
terms of the number of weeks in terms of the length of each
between organisations.
session because the professional context they’re working with
their colleagues won’t take you know, aren’t willing to take
that time away …. I think sometimes it’s the employees and
sometimes it's the employers ….
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Theme B.1: Challenges of workplace mindfulness-based training - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-009) And I suppose one of the challenges getting
that established in terms of what the organizations
expectations. We’ve had our service the wider service of
counselling and psychological support for twenty years or so
here, but still people think can I come in work time. HR have
re-iterated over and over again but it still needs establishing.
So for the course that was really important to establish that it
could be done in work time but it was at managers discretion
whether somebody could do it in the busy period of the year
It is a challenge for people to take time
away from their desks during work time, or that kind of thing but I guess when you’re going in how
and it requires support and positioning in explicit that is. I don't but I guess it’s one of the discussions
you’d have, in terms of how people would know, because
conjunction the organization
people might feel they can’t take time out but a lot of the
things have come out of the research we've done here is that
There are challenges around securing time
the importance of the organization legitimizing self-care in a
for a traditional 8 week MBSR course in the
wider way. So it's kind of how it's implemented and how
workplace, and these have to be negotiated
they're taking their time away from the desk is constructed. If
and the course adapted to suit the particular
it’s seen as part of the organization's approach then that's
organization (code B.1.2)
quite different from if it’s the individual you know taking
something away from the organization - the desk anything.
(panelist I-002) So for example there were very few places in
the meeting rooms where you could have enough space to lay
There are challenges around securing the out mats for meditating …. Things like access were more
difficult. So for example courses were typically run in the
right space for running courses in the
evenings not during the day and in the evenings there is
workplace
nobody to let people in to secure government buildings you
know so I couldn't have anybody who had to be let in late.
(panelist I-002) So the other thing that I very rapidly became
People in the workplace can’t travel to
aware of is that people wouldn't travel loads in the workplace
they couldn't travel loads to come on programmes.
attend courses
Senior managers don’t have time in their
diaries

There is a perception that people won’t
have the time and you have to negotiate
and see the benefits

There is pressure on people in the
workplace to attend weekly sessions due
to work commitments

A mindfulness programme needs to be
aligned with the language and support
the values of the particular organization
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(panelist I-002) your executives they’re not at work for 8
consecutive weeks they're not at the same workplace they’re travelling they’re moving they have other things they
simply cannot move.
(panelist I-008) I find that HR departments are very worried
about that, but when you talk to the people it usually
dissolves. When you say “look we can do this in working
hours, or we can do this after working hours, just tell us” they just decide. It’s interesting I find a lot of this
(exclamation) people will never have such time for this, and
then when you talk to people you find that they will have
time it’s just a matter of whether they want to do it or not you know ….. always explain to people, when stressed people
come into a room it takes them at least 10-15 minutes to
actually arrive. And if they leave early, you know you want to
have some time for them to actually soak into this. So of
course I try to push. Most of the time we get it (at least 2
hours), sometimes we get and hour and half and then we work
with that.
(panelist I-007) I think one of the challenges looking
specifically at the eight week courses that I've been running
rather than the workshops. With the eight week courses one
of the big challenges is people turning up. You know you get
this with the general public courses but there's additional
pressure. I’ve had some people not being able to turn a
certain sessions because their managers stopped them - their
manager has said to them we've got this deadline to met and I
can't release you this morning or this afternoon.
(panelist I-010) I think for it to be really successful in the
workplace I think it needs to take account of the context and
to also to be speaking in a language that's appropriate for the
particular sector and to be potentially in line with the other
values of the organization, so if the organization has
particular stated goals and you know that the mindfulness
programme is really supporting all of that so that they're not
working against each other and that helps to have the buy in
from higher levels of management which in turn helps to
support the individuals.
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Meaning unit (extract from focus group & interviews)

(panelist I-002) people didn't want to come on the
programme if it was called stress - they didn’t want to come
on a programme with colleagues you might see them as being
somehow under performing or things like that. So managing
Language and positioning are important
attendance was quite difficult and usually ended up with that
to get right in workplace programmes
being small groups because otherwise it would be too many
people who knew each other, and at the time it just wasn't
There are challenges around language,
the done thing, it wasn’t seen as sexy and it was seen as if
positioning and aligning with organizational
something was wrong with you.
values with workplace programmes (code B.
(panelist I-001) Workplace is different because if I just take
1.3)
MBSR as it is and land it in an organization without having any
understanding of the setting and what is needed my sense is it
wont land ..(talking about the CFM original MBSR course) .. In
my experience it will not land in an organization. If you look
at the wider context what's happening in the workplace in the
culture of the workplace now it’s so hectically busy, with
The standard 8 week MBSR course
generally won’t land in workplace, so you people running off their feet and levels of stress are high,
resources are limited so people are doing with more with less.
need to understand the organizational
So we have to be sensitive to that context. So trying to
context and rationales for wanting
position the 8 week course as it is as the Centre for
mindfulness.
Mindfulness in American suggests it wont land in my
experience. So what needs to be adapted so that it’s feasible
or more appropriate for that kind of setting …. So for me I
would look at I'd try to understand the organization what
there needs are, how I could speak to them with compelling
relevance such that they may be interested in buying,

Understanding and managing power
dynamics in organizational contexts is an
issue that doesn’t exist in general public
courses (code B.1.4)
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(panelist I-002) depending on the nature of the workplace
there are issues about grades as well more senior team may
not want to be on programmes with more junior people there maybe a perception of having to share things that
they're not comfortable sharing with colleagues. So there are
2 things there - not comfortable sharing with colleagues who
either now or sometime in the future maybe your boss or your
There are challenges around group
subordinate. So even now if you are currently are on the same
dynamics and relational values in
level, and then there’s this thing about mixing levels. So the
workplace groups
maybe some mileage in teams I did actually have some teams
who are willing to engage in a programme so when people
already know quite a lot about each other and you know have
already established their relational values and things like that
it may be fine to work with the whole teams if you wanted to
group sessions.
(panelist I-005) it’s really important to understand the way
that power dynamics play out in organizational contexts. So
just to be able to map you know the flow of power dynamics
Power dynamics is unique to mindfulness
in the group because that's something that doesn't exist you
programmes in the workplace that doesn’t know you don't come across that in therapeutic groups usually
exist in therapeutic groups
- people don’t usually come to the group with an existing
power dynamic structure, but they will sometimes in the
workplace and it's very important it's hugely important.
(panelist I-007) And this isn't just with mindfulness teaching
any course I’m teaching when it's a group who don't know
With people who work together and are in each other and unlikely to see each other again they're
a hierarchy, people can be quite closed but remarkably open with one another, but with people who are
working together or they're within a hierarchy and so on.
not always
Sometimes people can be quite closed, but people are more
open than I expect at times. It’s a mixture but it's a factor.
(panelist I-002) actually I was never going to get anywhere
trying to teach the whole civil service mindfulness so instead I
There is a problem scaling up to teach
decided to run introductory workshops as part of the health
mindfulness to whole organizations
and wellbeing programme.
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Theme B.1: Challenges of workplace mindfulness-based training - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

There are two approaches to integrating
mindfulness into organizations and a
bottom up approach with ‘pilots’ helps
establish mindfulness in organizations

Training teachers to scale up mindfulness
programmes needs to come from within
organizations

The costs for the existing training
pathways can be too onerous for
individuals or companies.

Internal advocates can support build
mindfulness in the workplace
There are challenges of scaleability in
organisations, which could be met by
training in-house teachers, but this is not the
only way (code B.1.5)
One of the challenges in the workplace is
scaling up and to organically grow
networks and develop a mindful culture it
would be helpful to train people in-house

There can be pressure from the
leadership of organizations to adapt the
mindfulness programme and shortcut
training requirements for in-house
trainers
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Meaning unit (extract from focus group & interviews)
(panelist I-002) I’m not a big fan of top down interventions
everybody says if you want to make something happen in a
workplace you need to engage the leaders, and then the
leaders will automatically put it in if they’re sold on it they’ll
automatically put it in. I’m yet to see that actually happen
successfully in any organization with any change project. I
believe if you don't have a bottom up approach as well
nothing works, so I believe in lighting fires so I believe in
piloting. Me I believe to make something happening is to take
part of an organization and show the fantastic impact then
the leaders will really take notice.
(panelist I-002) Capacity for teaching teachers. I think where
is it coming from? Every course at Bangor every course at
Oxford is full. Where is the capacity coming form for teaching
teachers. I don't know the answer to it but I do believe it's
probably as far as the workplace is concerned I think it's about
in house teaching.
(panelist I-002) So then ultimately you have your in-house
workplace trainers, supervisors. But of course if you make it
too onerous organizations will just abandon it. They just won't
do it if it’s too big a thing. And it can't be too expensive. If
you think about it I don’t know anybody actually apart from
me who got paid to go to Oxford (and they got paid well back
with the amount of stuff I did in my free time). I don’t know
anybody else that was paid to the formal training and think
about the cost. What’s the cost of doing TTR1? I mean you’ve
got your 8 week programme and then you’ve got your
personal practice, attending a residential retreat once a year,
then you’ve got your TTR1 and then you’ve got three or four
seminars you've got to attend. By the time you add up the
courses fees, the accommodation fees you know the travel
fees the time off work usually people are using up there
annual leave if they’r not being funded. It’s a huge cost.
(panelist I-001) That blue sky scenario. Having internal
advocates for it and what would they need to support them
to, would they need to be able to run an 8 week course or
whatever course is structured for the organisation is that what
they need.
(panelist I-004) And then my other challenge is within the
organization I want people to start delivering more practices
because I can’t be doing it all on my own. But I’m not sure
what is an appropriate amount of training to deliver
mindfulness practices to other employees, because if I want
to organically grow networks and develop a mindful culture
we cannot depend on the external coming in. I’m starting to
think about pathways and steps that people can take for being
able to lead practices. Having done something before they
can lead practices and before you to deliver workshops you’ve
done something more and before you deliver a training course
you’ve done MBSR light. I don’t know what you call it - FPFW.
Something that they’ve done more I think we need something
like that I feel to give some sense of whats required on the
journey.
(panelist I-005) some of the top down approaches that I've
encountered have been appalling, I was approached by a
group of solicitors to train people to teach in their
organization and you know the first thing I said was well I'd
love to do that but we’d need to understand that the people
who are trained have to have a personal daily mindfulness
practice and they were shocked and that was the end of the
conversation as far as they were concerned. They wanted
their existing HR and learning and development people to be
given the right scripts pretty much. And I've had another big
organisation has employed someone full time to do this
leaning on this person quite a lot to create scripts which can
be then handed out to other HR and T&D people to go and do
what she does. So it depends, the top is not necessarily an
educated top. So part of the process that were engaged in
here I think is to help to educate the commissioners.
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Theme B.1: Challenges of workplace mindfulness-based training - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

There is a challenge of scaleability that
could be met by training up people within
organizations, but there aren’t the funds

In house trainers is only one way of
scaling up

There are problems getting organizations
to pay for running programmes

Meaning unit (extract from focus group & interviews)
(panelist I-010) Another area there seems to be increasing
demand around to address scale ability through in-house
trainers so quite a few companies are looking at now the idea
of you know they want their own people trained up in
mindfulness who can then deliver, so there's some benefits
around that and obviously it's very helpful in terms of it could
potentially very very helpful in terms of embedding in an
organization, but it also raises a number of issues because
those companies are not necessarily wanting to fund the level
of mindfulness training that we would expect from a full time
mindfulness trainer.
(panelist I-010 round 2 focus group) some of the languaging
seemed to be very prescriptive you said something like “scaling
up requires in house trainers” - I thought it’s good to
acknowledge that as one option but it’s not the only option
(panelist I-002) However, there was no further money for any
further training so that really didn't go much farther than that
except I would suggest to people if they came as part of
health and wellbeing, if they were stressed or anxious, I
would kind signpost them to mindfulness as an option …. I still
couldn't persuade my organization to stump up any extra
money to provide this and so and I asked instead if I could go
and be trained as a teacher.

(panelist I-010) Another area I think that can be a challenge
in the workplace is the sort of purchasing process that in some
companies there's a kind of standard purchasing process
around services and things, and provided that somebody has
The purchasing process in organizations is
sort of ticked the boxes that it is then to the lowest bidder. I
uneducated and is often price sensitive
think that makes it challenging and if a yoga teacher can
come in there and offer mindfulness for the price of a yoga
class. You know that looks to the purchasing department like a
good deal.
(panelist I-004) Then there is cost and return on investment,
because in BT they would say why would we get this done
face to face? Can we get it done online? And can we buy an
App? And then when they find how much the App is they ask
can we develop it ourselves? So cost is a massive problem in
that the bigger the organisation they’ll carve it out for some
parts of it where there is a local sponsor willing to fund it. We
Purchasing departments are uninformed
are not down the path of getting overarching corporate
and look at costs and ROI
funding for it …. I don’t know if we have got to match this and
if the message is clear, and we’re dealing with an uninformed
purchasing audience so that at the moment when people say
they are buying in an external mindfulness teacher what are
they actually buying. That I find is an issue that we need to
sort because I think that it’s a mess.
(panelist I-004 round 2 focus group) BeMindful online is
being rolled out as an equivalent of the 8 week course online
across business, it’s being promoted and it’s got a lot of high
profile credible supporters putting there name to it. There’s
no teacher there it’s an online package, so from an
organizations point of view you just have to look at the cost
Online 8 week courses are costs efficient
and the numbers you can deliver an 8 week course for versus
ways for organizations to deliver
a qualified teacher like ourselves that has done all this work
Organizations have training funds available mindfulness training
… not addressing this and keeping an eye of this and looking
but mindfulness programmes have to
at reality … I don’t want to loose sight of the challenge here
compete with other training offers, and
otherwise we’ll put something in place which in actual fact in
purchasing departments are price sensitive
the coal face it won;t be adhered to, and it may be in health
so that online courses can appear more cost
settings and education but in the corporate world there is a
effective (code B.1.6)
different ethos
(panelist I-004 round 2 focus group) there are so many
competing tensions for that budget and because BT has got a
very holistic view to wellbeing … in BT mindfulness is seen as
There are many competing tensions for
a potential small player as part of the big approach to
budget and mindfulness is not the only
wellbeing and I’m not getting the support from the budget to
evidence based solution for wellbeing
purchase at all, because there are more evidence based
messages and approaches that funds are being allocated
towards .. at the moment it’s a struggle to get funding
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Theme B.1: Challenges of workplace mindfulness-based training - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-007 in response to interviewers question about what
the spectrum of training is in the workplace and what
determines it) Probably a half day or two hour workshop. What
determines it, it’s basically the person commissioning it - how
much money they've got, what they want out of it and also
The sort of mindfulness training that is
with very senior staff it's usually a workshop that all that’s
delivered depends on the budget available
been allocated. Although I have had some senior staff come to
the eight week course that I've been running at the ONS, and
they’ve been two hours a week and they've been called MBCT,
but it’s not really MBCT that I’ve been teaching but I've been
doing that on behalf of Sussex Mindfulness Centre.
(panelist I-005 round 2 focus group) I agree that purchasing
departaments are price sensitive, I'm not sure there aren't the
There are funds available for training
funds for training programmes - it's going to vary form
programmes, but it is a challenge securing organisation to organsiataion. It's perhaps not currently a line
those funds and purchasing departments in their budgets but if someone in HR wanted it they could in
many organisations get it ..... it's never a pushover especially
are price sensitive but the
training trainers.

Training funds available and price
sensitivity works both ways

Funds can be made available for training
programmes if they meet the need of the
organization
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(panelist I-003 round 2 focus group) I think most
organizations of a certain size have training funding available,
and in a corporate environment if you go in at a higher price
you’re taken more seriously
(panelist I-010 round 2 focus group) my experience in
counseling and employee support contracts, even there i was
surprised that price is often not the issue it’s about something
that needs the particular need of the organization at a
particular point .. I’m not saying price isn’t a huge issue and
it will be driven down if they can get away with it
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Theme B.2: Types of mindfulness-based programmes in the workplace - content analysis matrix
Sub-theme (sub-categories)

There is a spectrum of courses in the
workplace in terms of duration and session
length, to suit each individual organisation,
although there is evidence that longer
courses support participants embed their
practice (code B.2.1)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-002) yes I do think that running shorter weekly
sessions is key I also do think that you cannot skimp on the
length of time from 8 weeks - you will not change any habits
in less than that .. (analogy of gym used by participant) .. It’s
not going to happen it’s going to take 8 weeks, at least 8
weeks of doing different things to change the habits and make
those changes in the neural pathways in the brain. So you
can’t skim on the 8 weeks. What you have to do is to find a
way of being able to get a group of people who are fully
employed because it's the workplace so they’re all working,
Duration and format of sessions needs to find a way of motivating incentivizing them to attend over a
be flexible for the workplace, but there is period of time. Now 4 half day sessions might be easier to
manage … I have tried a number of things …. a weekend
a minimum duration of 8 weeks to bring
workshop covering all the lessons and then giving them an
about change in habits.
online programme to follow or a book for 8 weeks and then
having them back for 8 weeks. We’ve tried doing 1 day lessons
one to four and a month later doing lessons five to eight, a
month later doing a one off session of half day…..We’ve
taught Frantic World. I think it has to be by negotiation but
you have to be quite clear up front that people do have to
practice and you cannot just go the gym. So you cannot just
there isn’t any quick fix for leaders or people in the
workplace - you can't just give them an injection and they will
be mindful.
(panelist I-008) I would say that we’ve worked with about 60
organizations. I would say that at least 80% of our work is
interventions longer than 4-5 weeks. So we tend to do long
There has to be flexibility in the duration of interventions …. Our standard programme is a 10 week
the programmes, but longer programmes programme which has 2 full days beginning and end and 8 x
2.5 hours in terms of the modules. That’s our standard
are preferred.
programme and then of course we deliver variants of that
which are shorter, but not that many we try to get people on
to the standard programme as much as we can.
(panelist I-008) Fundamentally, I don’t have problems with 4
week propgrammes, we’ve done a lot of 4 week programmes
and the evidence we see is that they also work. I think there’s
more variance in the results, so in a 10 week programme you
Shorter programmes can work, but longer
have more time to get people onto real practice, whereas in a
10 week programmes lead to improved
4-5 week programme you might have people sitting there that
sustainability of practice
may not have established a solid practice. And there is higher
risk and lower sustainability, but I don’t have data yet on the
sustainability yet of comparison of the 4-5 week with other
programmes.
(panelist I-008) One of the kind of key things is that I think
there's a lot more variance in mindfulness in the workplace
interventions than mindfulness in healthcare you see .. (in
response to researcher clarification on variance) .. Well I
There is greater variance in mindfulness
programmes in the workplace in terms of mean just the kind of if you look at the dynamic of the
interventions that are done in the workplace they're just
course length and content
much more variance you know. You know they’re like four
weeks long, two weeks long, ten weeks long you know, full
days, half days - content is changing
(panelist I-009) I think that duration is important in terms of
the number of weeks to allow people to have that process and
that there is the evidence for short term therapies and things
saying that people need to struggle somewhere in the middle
and you know you need more than that a small number of
weeks for that to happen.
(panelist I-009) My experience in my workplace - because I
was in charge of the service I was offering – I only adapt that
it's two hours rather than two and half and we don’t do the
day retreat and nobody’s questioned it at all and said it seems
Some adaptations have to be made in the a long time. People go on a number of courses that are a
number of morning so I was surprised, so I suppose it’s trying
workplace but it’s understanding the
to work out where there is concern where that comes from or
motivation for those changes
whether it's you know to do with the way works organized and
where people travel from you know various things that need
to be consider and where it’s just some idea that people can’t
give that time.
Course length is important to bring about
the transformative aspect of mindfulness
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Theme B.2: Types of mindfulness-based programmes in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

There is a spectrum of mindfulness
programmes in the workplace because
each course has to be negotiated with the
commissioners

A standard 8 week course maybe possible
in the NHS, but in education it needs to be
adapted

There are two other aspects to workplace
mindfulness programmes: cognitive shift
and group culture shift, which can bring
about changes even if the groups practice
is not strong

The content of mindfulness-based training
programmes may need to be adapted for
the workplace, to suit the particular
intentions of the training such as specific
group exercises. (code B.2.2)

The content of the workplace programme
includes more neuroscience than a
standard MBSR/MBCT.

The programme works a lot around group
culture and building psychological safety
with group exercises at a passive and
active level
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Meaning unit (extract from focus group & interviews)
(panelist I-005 responding to discussion on course duration
and session lengths) So you know those of us who work in the
field are constantly trying to find to tread the line between
what the workplace will enable real and what we would most
like to do and you need to compromise along those lines,
there’s no avoiding that so you can’t presume that there's a
sort of standard template that any deviation would be a quick
fix solution, there's a spectrum and it's very hard to figure out
exactly where the boundaries lie in that spectrum. I think and
I think we're still in the process of trying to work it out.
(panelist I-006) Again I think that is quite diverse. I think
generally in the NHS they’re open to standard 8 week course
format, whereas schools there is not a chance to get the
numbers we hope to get if we don’t reduce the length of the
sessions and the length of the home practice requirement. So
we are adapting and creating new curricula to meet them in a
way we think is possible for them.
(panelist I-008) When I initially looked at the data I assumed
to see a direct correlation between people’s practice and the
outcome and we did not find a strong correlation around that,
and I still have groups that have a very weak practice but
where they still report a lot of profound shifts. So I think
there are 2 other things that are important: one is mindset
shift, a cognitive shift, understanding things differently. I
suspect that’s not stable but it still shows up in the data quite
strongly; and, the second actually is a group culture shift
which I do think is stable, which is just how they talk to each,
how they listen to each other and how you anchor ritual sin
the teams. And I think the later is a very, very important
point, which is often overlooked in mindfulness research how you shift the culture of the group and how you anchor
that even if the practice of the individuals is not as strong as
it could be maybe.
(panelist I-008) Exactly, because essentially we do a lot of
neuroscience than in the standard MBSR/MBCT programmes
and we explain exactly that, so we explain empathy from a
neuroscience point of view, we explain things like mutual
insight, collective intelligence. And so there is a passive
aspect to that because groups listen to each other they
function better, and there is an active aspect to that which is
about embedding practices.
(panelist I-008) It’s about psychological safety really, when
you look at the research about how teams function in the end
the core point is psychological safety. And so you can clearly
understand how mindfulness contributes a hell of lot to that
and how you can be more or less explicit about that of course
in what you do with them. .. (responses to researchers
clarification on this point) .. If you look at the research,
there’s been 4 major waves of research about team dynamics,
high performance groups and why groups function. Essentially
all of them have come up with the key insight that it’s about
psychological safety. And so if you look at what mindfulness
does on a passive level you improve psychological safety by
people sharing and so on. And of course you can be more
active about that in terms of how you design the content and
how you design the exercises and interactions, so that they
can anchor some of these psychological safety exercises in
their teams afterwards.
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Theme B.2: Types of mindfulness-based programmes in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

The standard home practice of 30-45
minutes per day is unrealistic in the
workplace, because of motivation
structures and shorter home practice can
still bring about changes in people.

Reduced home practice in the workplace
is more about practicalities but does
impact outcomes,

Whilst people can still experience outcomes
with shorter home practice outcomes
improve the more that people practice,
however it is unrealistic to expect people in
the workplace to undertake 30-45 minutes
of daily formal home practice. (code B.2.3) You have to be realistic about the amount
of home practice that participants on a
workplace course will undertake

Meaning unit (extract from focus group & interviews)
(panelist I-008) I think it's important to talk about I don't
think you can recommend people in the workplace to practice
thirty to forty-five minutes a day. You know I think it just
doesn't work, because their motivation structure is different
…. I just just don't think you’ll get the results that people will
do it and you’ll scare people off. So we have pretty good
results of saying you know we want a minimum of ten minutes
per day and we track that so we almost always get that. And
we look at the data you know which which comes out and we
do see effect sizes, we do have significant effect sizes. We’ve
done wait list controls which has been evaluated also Willem
Kuyken has looked at that data and was very impressed by the
effect sizes. So I think it's fair to say there is evidence that
you can have decent effect sizes with less practice per day
and I think because of the workplace environment you cannot
necessarily say to people you're welcome but you’ve to
practice thirty to forty-five minutes a day. It’s just what
happens
(panelist I-003 round 2 focus group) the statement is very
prescriptive “may need” is probably ok … if you reduce home
practice requirements you do impact outcomes … reducing
home practice requirements in the workplace is more about
practicality than the evidence base … (in response to
clarification on cognitive and group culture passive and active
exercises) .. I think attending mindfulness-based programme
does improve your relational skills regardless
(panelist I-007) I think we have to be realistic and you know
the courses that I've been running the practices are fifteen to
twenty minutes a day and I've been saying to people and this
is where you find guidance for forty five minutes a day if you
want to do it you know what fifteen to twenty minutes is a
minimum but if you want to do more. And some of them have
actually, but the majority don’t.

(panelist I-005) I mean look our study at Ashridge, said that
when people practiced more than ten minutes a day they got
Shorter home practice of a minimum of 10 change, significant change so that’s talked about quite widely
minutes has been shown to bring about
I talk about myself. I mean a lot of people on my courses are
changes.
doing ten minutes a day. I'd like them to do more, but if
they’re doing ten minutes a day I’m happy.

It’s unrealistic to expect 30-40 minutes of
home practice in the workplace, it would
rule out the Finding Peace in a Frantic
World curriculum, and we shouldn’t
legislate for length of home practice
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(panelist I-010) I think it's kind of important that that I mean
in the existing good practice guidelines there is this
description of a typical 8 week sessions with thirty to forty
minutes of home practice, and I think it would be completely
unrealistic to have anything like that in the workplace
guidelines – it would rule out for example the Frantic World
course which you know has eight to ten minute practices
largely, and not that I kind of agree as being ideal but that is
the reality of it and is supported by the Oxford Mindfulness
Centre as being what's realistic. Yeah so I think from my
perspective we can't really legislate for the length, what's
really important is that we’re legislating for the training of
the teacher.
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Theme B.2: Types of mindfulness-based programmes in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-002) So I started teaching by video conference,
first of all I started teaching the introductory programme via
video conference and I actually found that it worked quite
well. I mean that was supported by slides and by You Tube
videos and actually guiding the taster meditations worked
really well and so did the discussions and things. So I found
that very interesting. I then started doing introductory
There needs to be flexibility in format of
There needs to be flexibility in format of
programmes across a number of different sites by video
delivery of programmes in the workplace
conferencing and also found that worked fine and people
delivery of programmes in the workplace
and online courses can work, but it is
were still giving the same kind of evaluation ratings they did
and online courses can work, but it is
beneficial to have some face-to-face (code
as if they were in the room. So I then did one an 8 week
beneficial to have some face-to-face
B.2.4)
program where half of the participants were in London and
the other half were in Leeds. So it enabled me to run a
slightly bigger programme - I still only had twelve people four
in Leeds and six in London - and I was mainly in London, but
on three occasions I went to Leeds and I led form the other
end, and then stayed behind to be available to the Leeds
group.
(panelist I-002) So I think it’s a two prong attack I think it's
gathering more evidence so if you have passionates like me in
organizations how are doing things I think it's about supporting
those people to perhaps maybe do some more trials - I
Running pilot trials and evaluating
evaluated everything I did you know but I wasn’t doing it in
workplace courses is helpful to embed
mindfulness programmes in the workplace the same way as other people were. But if you could get
people to do more research and prove the effect so I think
and highlight those and do the case studies and highlight
those that would make a big difference
(panelist I-002) I do it because I want to prove to the
organization what I’m doing is is making a difference. And if
it’s not making a difference I want to know as much as the
organization does. However, this is something we've been
discussing at Oxford and I think it's going to be the case at
Oxford. I think Oxford are going to make available an
evaluation portal for teachers. So that we can all choose to
issue the same pre & post questionnaires to our participants,
Evaluation of courses pre & post effects is that will go into a database. And I believe that is a huge step
importance and should be standardized
forward in terms of getting more evaluation of what’s going
with some guidelines so everyone is
on. It’s social research rather than randomised control trials,
working to the same parameters
but the more information we have like that the more we can
learn from good practice. It might be that everybody on your
Evaluation of workplace programs is
programmes have stronger pre/post evaluations than on mine
essential and having the support of
because you're a better teacher than me. It might be because
academic organizations can be helpful to
content is different. By logging it and having some kind of
demonstrate the rigor and standardization of
central database enables us to interpret it. So I do think
evaluation (code B.2.5)
evaluations should be there and again we could create
guidelines for appropriate evaluations in the workplace.

Evaluation of programmes is important
and has the rigor of academic standards

There is a need for an evidence base for
courses to understand the intensity of
intervention that is effective

Research into the effectives of lower
intensity courses would be helpful
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(panelist I-008) I would say that 90% of our interventions are
evaluated, pre & post data gathered and evaluated, for
individual and group. We work with five different university
partnerships for them to design research for us to execute for
them.
(panelist I-003) I think there’s a need for an evidence base as
to what kind of intensity of intervention is effective. So I
mean there’s quite a lot of research going on into the Frantic
World course. But when we looked at the guidelines in 2015
we didn't feel and ok to include that in the list of courses the
evidence base wasn’t in yet for that lower intensity
intervention.
(panelist I-010 in response to discussion about research into
the Finding Peace in the Frantic World course) I think that’s a
high priority for the Oxford Mindfulness Centre and I'm not
quite sure what trials are yet underway but certainly it's on
the cards that there's research into that course and it’s
effectiveness.
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Theme B.2: Types of mindfulness-based programmes in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Having champions for mindfulness at a
senior level can help embed mindfulness
in an organization

To embed mindfulness with people and in
organizations it important to have an
ongoing support system in place with
regular sitting groups.

Having in-house trainers or champions is
helpful to start to embed mindfulness into
the culture and routines of an organization
(code B.2.6)

There are benefits to cultivating a culture
of collective mindfulness in organizations,
and building principles around how emails,
meetings and conversations are
conducted

Having in-house trainers who understands
the company culture and can host ongoing
sessions can help embed mindfulness into
organizations
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Meaning unit (extract from focus group & interviews)
(panelist I-002) And I do think having a champion in the
workplace at a senior level that is willing to champion it and
say I've done this this and this is how it helped me and even to
the extent of admitting perhaps they did help them with
depression but then to go and talk about how it helps with
their everyday life how it’s changed them, how it’s helped
them flourish.
(panelist I-002) regardless of what type of programme which
you might offer in the workplace for people to learn about to
learn to be mindful I think it's really really important to have
a support system in place - there needs to be ongoing sitting
groups so people can join and then you do get the cross
fertilisation so if you have a sitting group where there’s no
teaching, nobody sharing anything just you know going to the
space and you’re practicing together there doesn’t seem to
be any kind of issues around gradism or whatever and in fact
people I think people are quite pleasantly surprised to see
other people that they know or talk to in the canteen and
they are coming for Tuesday night as well. So practice sessions
in the workplace I think are quite good and I don't think they
need to be facilitated by mindfulness teachers or trainers I
would encourage people to get together and just put a tape
on or something like that and then people creating the spaces
having the space I think is important.
(panelist I-010) when you're asking about adaptations it's
about in (ethical) and successful workplace programmes about
understanding a particular context and adaptation that
involves quite a bit around the kind of collective mindfulness
or embedding mindfulness within the organization because it's
very hard for an individual you know to kind of take this on
board in their working practices if it's not part of the way that
is supported by the organization and so there's a lot I think in
the good programmes you know that can be around things like
the way people work with their emails, the way people work
with meetings in such a way that people are actually able to
be present for each other in the way that people engage in
mindful listening and so on, so that would be just one
comment.
(panelist I-010 in response to having in house trainers for scale
ability) it’s about scalability but I think also there's a good
intention behind it in the sense that they feel some of these
companies feel that by being someone that's within the
organization they can talk the right language and they can
help to keep it going by hosting regular sessions and so on in a
way that maybe – and all sorts of levels of sessions like you
know daily drop ins or weekly drop ins
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Theme C.1: Skills, competencies & background for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

MBI:TAC is too onerous a competence
assessment for teachers in nontherapeutic settings, and there is no
recognition of existing training.

MBI:TAC is a good tool for assessing skills
& competence for in-house teacher
trainings, but goes not recognize all the
skills required for teaching in the
workplace

MBI:TAC shouldn’t be ‘watered down’ for
the workplace.

MBI:TAC is a good tool for assessment if
held lightly

Meaning unit (extract from focus group & interviews)
(panelist I-002) The thing that I find most difficult is that
MBI:TAC doesn’t take any prisoners at all you either do it like
this or you're not good enough. Which personally if you accept
that mindfulness in the workplace is not a therapeutic
intervention it’s a flourishing intervention which is what I
believe, then there are many many people who have skills
they’re already trainers, HR people, coaches, mentors,
counselors you know in the workplace who already have a
good deal of the skills the listening skills the reflecting back
skills but there doesn't appear to be any option for a
conversion programme. MBI:TAC seems to assume that
everybody who comes in is going to have issues and the
teacher is going to have to be massively skilled and to deal
with every potential mental health issue that happens to
people.
(panelist I-008) So of course that’s one of the nice things
about the whole MBI:TAC in England , we can say ok great this
is a nice … I like that structure and essentially that's what I'm
doing now with my clients, I’ve got four companies where
we’re doing internal mindfulness trainer trainings and
essentially it's really nice I just follow that structure pretty
much …. (responding to researchers question around
clarification) …Well first of all I think it's a very good start you
know I mean I think I may have already adapted it a little bit
in terms of how we're doing it, but basically you know it's a
benchmark and it's a sensible benchmark and that’s a great
start. Do I think that everyone who has gone through MBI:TAC
will have all the skills I need, no I don't think so but that’s fine
you know I mean I think (recording broken up). I guess we
have a very leadership transformative approach mindfulness
so I might have more of a need than you know some other
people
(panelist I-003 in response to discussion on skills &
competencies) What I’ve thought in relation to this question is
the MBI:TAC and the teacher training in accordance with the
UK guidelines which includes that requirement for a daily
practice. I don't see why people in the workplace should have
teachers that are less skilled and competent and practiced
than anyone else.
(panelist I-003 responding to researchers question as to
whether the MBI:TAC are a good measure of competence for
teachers in the workplace) I think it's a pretty good tool for
training. I think if held lightly it’s a good tool for assessment.

(panelist I-009 responding to previous participants point) I
don’t either. I think what we've got here in terms of
familiarities through personal participation, completion of the
training assessment should be any different.
MBI:TAC is a good assessment tool and the
(panelist I-005 responding to researchers question as to
skills & competencies specific to the
whether the MBI:TAC are a good measure of competence for
workplace could be added to the existing
teachers in the workplace) Need tweaking …. Well I would
domains (code C.1.1)
want to bring in things like an understanding of power
dynamics for example. I would want to bring in to the MBI:TAC
some understanding of organizational culture. You would want
MBI:TAC needs to take account of other
skills & competencies that are specific to to assess that the teacher understood the organizational
culture that they were working in and that they were
the workplace, that were not considered
in the development of the guidelines and sensitive to and took account of the flow power dynamics if
there were any. And they understood the context in which
assessment tools.
they were working and the outcomes, because you see you’re
in a three way contract when your brought into an
organization … So I just think there are few other issues at
play that haven't been at play as we’ve formulated our good
practice guidelines so far and as we've formulated the
MBI:TAC so far.
MBI:TAC shouldn’t be ‘watered down’ for
the workplace.
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Theme C.1: Skills, competencies & background for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

There should be an MBI:TAC for the
workplace which has the same standards
as the clinical world, the assessment
process is a separate issues and yet to be
defined

The MBI:TAC is a useful assessment tool
for supervision

Workplace specific skill and competencies
could be added to the existing domains

The MBI:TAC is a useful assessment tool
and there are additional workplace skills
that need to be added

The MBI:TAC provides a clear criteria and
quality control

Mindfulness is used in a very loose way
and is not just about paying attention to
your experiences, but training the mind in
a systematic way.

Mindfulness is conveyed as an embodied
sense that is a specific skill that has to be
cultivated over time.

A key skill of the teacher in the workplace is
to be able to convey the experiential nature
of mindfulness, not a conceptual
understanding of the term, and that
mindfulness is cultivated through a
systematic training of the mind (code C.1.2)
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Teachers need to be grounded with an
experiential sense of mindfulness not a
conceptual understanding, and understand
it’s limitations.

Meaning unit (extract from focus group & interviews)
(panelist I-005 round 2 focus group) it seems tome to be
clear that there ought to be something and it ought to be
graduated and it may or may not have the same standards as
the clinical world ... people would have to persuade me quite
strongly that it oughtn't ot have the same standards as the
clinical world ... I don't see why people in the workplace
should be expected to put up with someone at a lower level
of competence than someone who offers public courses .. (in
response to clarification and discussion around the
assessment process) .. the MBI:TAC and the assessment
process are two different things ... I think we want a similiar
kind of MBI:TAC, however the assessment processes that we've
got in place we have yet to discover but yes they probably
can't be like that.
(panelist I-006 round 2 focus group) there are only very few
people that use it (MBI:TAC) as an assessment tool, but we use
it quite a lot in supervision … in terms of identifying what’s
needed … a supervisory tool as skill development. I think it
has value for that reason.
(panelist I-006 round 2 focus group) maybe adding extra
guidelines for each of the domains rather than adding more
domains. I imagine all of what we’ve said so far could be
fitted into the existing domains.
(panelist I-010 round 2 focus group) I think it’s a useful tool
for anyone to have a reference point well what do we actually
think are the list of skills and competencies. And i think it’s
useful to have additional workplace skills added to that since
there are some extra dimensions to workplace teaching …
(such as power dynamics, language ..)
(panelist I-004 round 2 focus group) to my mind the actual
assessment criteria I thought is clear and it provides a
transparent easily understandable quality control. I thought
for me having been through what without doubt is onerous is
8 weeks of filming, digesting, almost 2 hour plus tapes,
unpicking it writing it up - was a hug undertaken
(panelist I-005) the term mindfulness it has been used … it’s
such a floppy term. It’s being used so variously. It's been used,
widely used these days by yoga teachers who just find it
easier to talk about they’re thing is mindfulness than if it
were yoga – from a marketing point of view sometimes
mindfulness is more useful than yoga. I've met executive
coaches who probably have never meditated certainly don’t
have meditation practice, but would say that their approach
is teaching mindfulness. Bits and pieces have been turning up
on my Twitter feed with people saying that mindfulness is just
about noticing your experience from time to time that's
adequate, it's not about training the mind in a systematic way.
(panelist I-009) But I completely agree with …. in terms of
who can deliver it and find it you know really appalling and
unsettling that somebody who’s done a bit on a yoga workshop
is now doing a session with students, which you can here
anywhere can’t you. I think and I’ve been in situations where
just the words the whole lack of embodiment is damaging.
(panelist I-008) The first of course the person has to be
comfortable with mindfulness and you know have some deep
sense of understanding that is something not conceptual and
something very experiential you know. So you know I even find
that people who are well qualified MBSR or MBCT other types
of mindfulness trainers are so religious about it you know that
it's almost you know not believable you know what I mean
mindfulness will solve everything, mindfulness is so fantastic
and you know and it is fantastic and it’s very important, but it
won't solve everything
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Theme C.1: Skills, competencies & background for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

There is an embodied essence that goes
beyond words and is required to convey
the meaning of mindfulness

Teaching in the workplace can be more
challenging and as a teacher you need to
have a strong base of practice

There are specific group facilitation skills
to be able to understand and manage the
power dynamics of workplace groups.

Understanding power, control and
motivations when working with people in
organisations.

Mindfulness teachers in the workplace
need to be cognizant of the setting and
understand the dynamics of organizations.

Mindfulness-based teachers in the
workplace need to understand
organizational culture and power dynamics,
and how to manage workplace groups and
foster psychological safety (code C.1.3)
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The skill of the teacher in the workplace is
to be able to manage group dynamics and
to allow people to ‘open -up’ in a safe way
where they don’t feel threatened

Meaning unit (extract from focus group & interviews)
(panelist I-004) And the person that was delivering this
training would say that’s what I did, but behind the words
there is something else that I’m bringing into this beyond
words. And it’s the understanding that we get touched when
we find a way of connecting, even if it’s only with words, with
something that goes unsaid. And that’s hard to articulate. But
two people could deliver the same script, but the one that
delivers it really getting it will deliver it in a way that has an
actual way that impacts on the audience …. Yes that’s it
embodiment.
(panelist I-006) It’s interesting isn’t it, because you talk to
lots of people that are fairly new to teaching mindfulness and
their perception is “oh great workplaces a little bit shorter it will be an easy first step”. I think you have to really go into
that teaching with a strong base of practice, of trust, of
willingness to work with difficulty in the room, to meet
people even if they don’t really want to be met. I think it’s
more challenging teaching than anything else I’ve done. It’s a
different population ….. I think strong personal practice,
willingness to really get in there and work with whatever
shows up, not be at a point of teaching mindfulness that’s a
bit formulaic. So I’m going to ask this question in the inquiry.
Willing to work with whatever comes or doesn’t come. I think
a real clear understanding of the working population, just to
know that particular organization (or that type of
organization)
(panelist I-002) first of all I do believe that it's important
that people do have the skill in leading groups … Well I think
there may be something around that people may or may not
be aware of - group skills for example aren’t actually covered
on MBSR or MBCT training and actually I think that is one of
the most important things about how you manage power and
controlling groups in the workplace in particular where people
may be status conscious or whatever. How you actually deal
with with things like power and control in group settings,
group facilitation skills I think should be part of the training.
(panelist I-002) so I do think there is a thing about knowing
how to run a business and how to work with people in
organizations. All those issues around power, control,
motivation all of those things that make people and
organizations work one you know. And group work and team
work area all quite good things to have
(panelist I-002) Like any other kind of skill set the training
for the people who are going to deliver mindfulness in the
workplace has to be appropriate for the setting in which
they're delivering and for the skill set for which they have,
which might need slightly different skill sets or additional
skill sets for how organizations work, culture in organizations
and change in organizations.
(panelist I-008) Another skill is of course managing group
dynamics, you know groups, hierarchies and how people speak
to each other getting dialogue between people. For example
some people will say very profound things and they will ask
for their thoughts about this and people don't respond to
profound things in public. It’s good to get them to talk in
groups of three first and then they kind of open up you know
or I find it extremely helpful to do a check in and check out at
every session. It’s like Alcoholics Anonymous you know you get
people to show yourself you know they can’t sit there for ten
sessions and not say anything and not have a dime in the
game. These are the aspects of group dynamic that people
have to manage that people you know kind of show
themselves and have some stakes in the game you know.
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Theme C.1: Skills, competencies & background for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

You need skills to manage group
hierarchies which are different in the
workplace to general public groups.

The teacher needs to understand
organizational culture and the flow of
power dynamics in the workplace

Similar to counseling and therapy,
mindfulness teachers in the workplace
need to have an understanding of
organizational context and culture

Mindfulness teachers in the workplace
need to be cognizant of group hierarchies
and devise programmes that build
psychological safety,

Teachers in the workplace groups have to
manage additional risks around
confidentialty

Teachers need to understand the
language and culture of organizations

Mindfulness teachers need to be able to
speak a language appropriate for the
workplace and is framed for the particular
organization (code C.1.4)

Being able to use the language of the
organization so that the programme can
be appropriately framed

Mindfulness teachers need to be able to
frame conversations in a language that is
appropriate for the workplace
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Meaning unit (extract from focus group & interviews)
(panelist I-008) So when you have the view of you know
changing the way people work together - teams and
leadership so on - you need more skills. I think there's a
broader range of situations you see because you know
essentially when you do MBSR you're always dealing with
individual whereas once you're a company setting you're
dealing with a group you're dealing with a hierarchy, you’re
dealing with organizational culture and so on.
(panelist I-005) Well I would want to bring in things like an
understanding of power dynamics for example. I would want
to bring in to the MBI:TAC some understanding of
organizational culture. You would want to assess that the
teacher understood the organizational culture that they were
working in and that they were sensitive to and took account
of the flow power dynamics if there were any.
(panelist I-009) And in the counseling and therapy world the
competencies that have been articulated, there is still a lot of
debate about them, but where they’re in an organizational
setting like counselling for students or counselling in the
workplace they always include something like that about you
know a working understanding of the organizational context
and culture of the populations. In the good practice guidelines
we've got something about population but we're missing
something about context, the working culture.
(panelist I-010) And understanding I suppose the kind of
structure of the organization as well for example being very
sensitive to you know the possibilities of people being in a
situation where their line manager or colleague is in the same
situation, and how you devise the programme in such a way
that's not the case and if there are a number of people the
way that inquiry is done in a way that feels safe, and
psychological safety as well.
(panelist I-007) So I think the other thing that’s specific is we
have to be really really careful around confidentiality with
workplace courses, I mean I think we have to be anyway but
there's something about reminding people that we can't
guarantee confidentiality either. That we have agreement
between ourselves as a group but you know this can't be
guaranteed so to make wise choices about what you share and
what you don’t share. So extra things like you know if you see
people in the corridor or in a meeting don't assume that they
want they want other colleagues to know that they're doing
mindfulness course so not saying “how’s your practice going” –
you know what I mean. The confidentiality applying to that as
well this extra bits and pieces but I don't think these are skills
and competencies really they’re more kind of adapting it or
adding to it.
(panelist I-010) They need to understand the culture that
they’re working in. They need to be able to speak the
language of the culture they need to understand the way in
which processes and requirements work.
(panelist I-009) And I think the language is really important in
terms of what's going to work and obviously that's an iterative
process I terms of working in an organization but I think you
know from the start trying to find out how it's going to be
framed what kind of conversations are going to be had about
it is really important.
(panelist I-005) The more general point which is to have a
language that works, a languages that is informed by
neuroscience at the moment is helpful but it could be that in
three or four years' time it'll be completely passé and another
language will have emerged that is actually more helpful.
Quite possibly there could be an information processing
language.
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Theme C.1: Skills, competencies & background for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-009) there's a lot of skill needed in handling the
contracting, the commissioning process and how the
implementation is managed you know so whether for example
we started with an internal group from HR and Occupational
Health and they did the course and they were then able to
articulate it when they were recommending to other people
Mindfulness teachers are not just working but I think there's something about you know whatever you’re
offering in the workplace your not just working with the
with individuals but are contracting with
individual, there is something about some competency in
the organization and need to be
speaking to the management, thinking about what is going to
competent at speaking with management be fed back, the whole thing about records and evaluations
and that kind of thing. There is a kind of professional
competence that's needed if you're interacting with an
organization then than if you're just interacting with a group
of people, out within the general population group. And I
think that must be the case within the NHS and all sorts of
settings.
(panelist I-005) And they understood the context in which
they were working and the outcomes, because you see you’re
in a three way contract when your brought into an
organization - your contracting with the individuals in the
A mindfulness teacher in the workplace is room and they’re obviously your primary concern should be
the individuals in the room, but you also have a contract with
in a 3-way partnership, and needs to be
able to hold and respect the intentions of the organization and you need to honour both of those
contracts, and hold them both. So they (mindfulness
the individuals and the organization.
teachers) need to demonstrate an understanding of the
intentions of the organization as well as the intentions of the
individual. Somehow they’ve got to be able to negotiate both
of those.
(panelist I-005 round 2 focus group) I do agree with the
general point that if you're selling a mindfulness intervention
or pushing a mindfulness intervention in an organisation on
the basis that there's good science behind it and the
organisaton goes "of yeah the science is really impressive" and
There is a balance in the workplace of
then you massively depart from that evidence base in what
you deliver then I think you've been a bit deceptive, so I think
delivering courses that are true to the
evidence-base but meet the specific needs you need to somehow very skillfully stay true to the evidence
base while being able to deliver something thats relevant to
of the organization
the population you're working with and that will sometimes
call for adaptation .... also some work places will say we can
only give people 60 minutes away from their desk and you
don't want to say it's got be this or that - two and half hours
and so on and so on ... it's an important skill
(panelist I-001) I wonder if there's something around having
an understanding of … because you've got to go through the
purchasing door. That’s where you begin. So what are L&D or
HR needing. And how can we speak that we can sell it so
There is some skill required in
there's some skill there that’s required to land such that an
organization is going to say I’m going to buy it. All of those
understanding the needs of an
skills. There will be generic issues in organisations or they
organization and how a MBI could meet
may be different cultures there will be these threads or these
these
themes looking at maybe the wider context what is it that
people in organisations are struggling with now so what are
HR and L&D identifying as needs. And how could MBI meet
those.
(panelist I-001) And my senses is first of all the time and that
would be the first area I would consider adapting it, and so
one and half hours I think ninety minute sessions is probably
the limit, more regularity once a week maybe ninety minutes
session. With a lot of skill and this is another really important
thing and this is maybe where something needs to be included
in the good practice guidelines because it needs a lot of skill
It takes a lot of skill to be able to fully
to be able to fully understand the MBSR programme and then
understand the MBSR programme and
to be able to adapt it such that the integrity is maintained in
then to be able to adapt it with integrity
Mindfulness teachers need to be able to
a one half hour time by 8 or time by 6 format. I think that's
where theres going to be a problem that people have not got
manage a 3-way partnership between the
the experience of teaching the 8 week course as it is, so there
organization and participants, but designing
is an embodied sense of what constitutes the integrity of it so
bespoke programmes requires a lot of skill
that they can use that wisdom to then carve out to shape a
to maintain the integrity of the original 8
program that is full of integrity but is feasible.
week course (code C.1.5)
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Theme C.1: Skills, competencies & background for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)
week course (code C.1.5)
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Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-001) So the thinking or where I come from is that
you need to be teaching three years before you even start
think about changing it so that there is a real sense of being
embodied in the program. Understanding the knowledge, the
principles and the evolution of the whole programme and all
There would seem to be some merit in
of that. So this is a thought that comes to mind I wonder how
creating a curriculum for the workplace,
it might be to actually develop a programme based on a let's
but you need to have a depth of teaching say one and half hour six week specifically for the workplace
the 8 week programme before you start
and so that training is focused on that rather than the MBSR
adapating
course. So there is a structured program that is developed
specially for workplace settings and takes all of the pieces of
integrity of the 8 week course (recording broken up) and the
people who are then going to train in organizations do training
on this course - a mindfulness-based course for organizations
(panelist I-008) The fourth level of competence is dealing
with HR people and kind of company thing. Because as a
trainer you have to have the skill to make a safe environment
you see. In the end what is mindfulness? Mindfulness is
Mindfulness teachers in the workplace
need the skill and competency to negotiate creating a safe container for people that they can experience
the nature of their mind you need safety to to do that and
with HR and create safety for the group.
one of the key skills is to create safety and that means how
you negotiate with HR, time is protected and all that sort of
stuff to get a good situation.
(panelist I-008) And the next is I guess a higher order set of
skills is actually designing interventions. You know so the
reality is if you look at the research for example that Tim
Lomas has down know on the assessment of the two hundred
or so whatever research studies there is of mindfulness
interventions in the workplace I think about only twenty
percent were classical MBSR/MBCT interventions. And I think
that's what we find too, of course we go into our core product
and you know we have all kinds of variants of it because
There is a higher order skill set required of companies are you know “we have this kind of group and they
teachers in the workplace of being able to have this kind of time” and you know so essentially you go in
navigate the 3-way partnership and design a position where you want to say I want repetitive - I want
repetition - I want our time and I want to talk about core
interventions bespoke for organisations,
topics and get them to practice and the company says you
know “ well we want this this and this” and within that you
negotiate you know, you negotiate about the design and I
think that's the higher order skill that essentially Michael
Chaskalson and I want to talk about in this masterclass series.
Getting people to understand how to design interventions you
know, yes ok you have this situation now how do you take
them from please fix our problem in two hours to a sensible
intervention.
(panelist I-008 round 2 focus group) (in response to the
participants point below about the skill needed to adapt the
curriculum) there’s 2 points there the MBSR/MBCT curriculum
is not suitable for all situations in the workplace and for some
situations it’s not suitable at all and I think the second thing is
The reality is that the MBSR/MBCT
if you look at the Tim Lomas review of mindfulness
interventions in the workplace the percentage of MBSR or
programmes are not suitable or being
MBCT interventions was less than 20% …. so since’s it’s
used widely in the workplace, but you
need a lot of skill to adapt the programme happening for good or bad reasons I would really encourage
that to be an explicit point of skill … having the skill to
develop these things and design interventions. I don’t think it
comes after 6 days I think you really need to have the
competency phase of personal retreat and a further 4 days of
training before you can either think about it.
(panelist I-006 round 2 focus group) years ago we said don’t
adapt anything that was the rule and that’s slipped a bit, but I
It requires skill to be able to adapt the
still think it’s a really skillful thing to adapt any curriculum
curriculum
and why are you doing it when there are a number of
curricula out there
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Theme C.1: Skills, competencies & background for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-008) And then you know I think what we are
working on which is another higher order skill which is crucial
to how we work is transformative skills. So you know I think
that essentially there is tremendous longing for transforming
of how people work together and mindfulness is fertile ground
for that transformation but it isn't always the transformation
itself. You know sometimes you have to do specific group
exercises sometimes you have to get into specific dialogues,
sometimes you have to put your finger on the needle you
know and say what is this I hear all the same answers from all
of you all the time nobody seems to be speaking the truth.
Mindfulness teachers in the workplace need Mindfulness teachers in the workplace
You know you have to sometimes provoke people to get them
to be able to manage the group, see what is need to be able to manage the group, see to actually kind of step out of their shell and go ok you know
truly going in the group and have the skill to what is truly going in the group and have
you’re right actually. And I think this is actually, if I go back to
the point of mindfulness, to me that's actually one of the
transform situations for the individual and
the skill to transform situations for the
crucial issues around mindfulness. I think mindfulness has the
the group (code C.1.6)
individual and the group
ability to create a ground a kind of eco system or a safe
breeding ground where real transformation can take place
which is essentially what we've been taught in all the
traditions. Mindfulness is the starting point and not the end
point. And so I think that is something we look for too the skill
to transform situations. To coach people to move them out of
their comfort zone at times to talk about things that don’t
want to talk about and to actually kind of and I say this is kind
of my personal purpose to bring companies into a slightly
higher order mode of consciousness.

Mindfulness teachers in the workplace in
certain sectors or contexts may need an
understanding of cognitive science to
explain cause and effect to help get
engagement with organizations and course
participants (code C.1.7)
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(panelist I-002) What they haven’t got is how to make it
happen and the evidence is there now that says if you do this
It is helpful for mindfulness teachers to be you will become more compassionate it just happens that part
of your brain just grows, it’s just more obvious, you are more
able to explain the cognitive science
clear, you’re a better person to be around as other people will
behind compassion
testify. So I think it is I think it is interesting to be able to
direct at that level
(panelist I-008) The third aspect is of course an understanding
of neuroscience and it's important for us. I think you know
cognitive science (rather than neuroscience) I think people in
the workplace need to understand cause and effect you know.
I think that you know typically if you work with a population
in the workplace which is very very stressed and you’re there
because the health and safety department has called you in
then you know you basically have a population that is ready,
you know we need to understand be mindful and kind of help
ourselves, but most populations don't have that motivation,
most populations have a motivation of combination of
flourishing, wellbeing, stress, performance whatever you
Mindfulness teachers in the workplace
know and therefore you have to reach them you know and
need to be able to explain cause and
effect to engage with course participants in just reach them by talking about suffering, depression or
stress whatever it is you know just doesn’t work you have to
the workplace
have the understanding actually of how the mind works really
I think in a very good way. To understand you know what are
emotions why do we have emotions, why are they so
important, why do they sit in the body, how can we know this
in the body you know what I mean, so why is it that we spend
most of our time on autopilot. There is a neuroscience reason
for that because conscious thinking energy is very consuming
you know. If I would have to drive my car consciously every
day I’d be using and wasting a lot of energy and time but I
also made driving my car you know it saves energy so you
know so I think the third that will come from.

There are certain workplace sectors that it
would be beneficial for mindfulness
teachers to be able to explain cognitive
science

(panelist I-010 responding as to whether an understanding of
neuroscience or cognitive science would be a useful skill) I
think it would be very helpful in certain contexts, but there
are so many different kinds of workplaces and not every kind
of workplace is necessarily one where the population will
necessarily need a lot of neuroscience. But if you're working
for example in the manufacturing sector or working with a lot
of engineers and scientists and so on it can very helpful.
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Theme C.1: Skills, competencies & background for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-005) I think that it’s a fashion that we're going it
through in our culture that people have discovered the issue
It is helpful for mindfulness teachers in the of neuroplasticity and it's useful to talk to it. I don't know how
workplace to be able talk the language of long it lasts as a cultural meaning this particular
neuroscience
preoccupation with neuroscience but it is useful to people. I'm
not sure I'd want to embed it in the good practice guidelines.
(panelist I-009) And it goes along with the points in the good
practice guidelines about understanding the associated
research and evidence base as part of a continuing good
practice, but it depends who working with. You know if I'm
supervising a therapist who’s now working with a (??? brain)
there going to need to do that as part of their professional
It would helpful for mindfulness teachers in development to understand some of that as well as the
certain situations or contexts to have an
clinical application and I think the same with mindfulness
understanding of neuroscience
teachers. It's that refreshing and keeping up to date but I
don't think we can prescribe you know neuroscience in this
context or more Buddhist based background for another, I
think that it's got really to be embedded in the commitment
to ongoing good practice and professional development, it’s
appropriate to the context should cover it.
(panelist I-001) Going back to what I was saying earlier on
about one of the clients I’d worked with that had used this
emotional intelligence psychometric tool and I came in there.
With a number of clients neuroscience is a There's something about understanding the nature of the
useful way to bridge the gap as a way of
human mind what will make the mind open to something as
introducing mindfulness
radically different as mindfulness. So that's so neuroscience is
a fantastic way to bridge that gap so take people … so it's one
of the ways to contextualize mindfulness
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Theme D.1: Training pathways for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-005 in response to the researchers question about
existing training pathways for teachers) We’ve got what we've
got at the moment, and I think they're not ideal. I mean at
The existing training pathways seem too
the moment we're having to tell people to go to you know one
onerous for the workplace and maybe not of the universities or whatever it is and one of the accredited
training organizations and to do a full you know whatever it's
clear enough
and this is the Oxford/Bangor thing, and then you’ve got to
attend five master classes and then you’ve got to attend
three days (?). It feels like a bit of hodgepodge to me.
(panelist I-002) Yes. I think there ought to be a way to being
assessed, for example if you've never been to university and
you want to do a masters degree and you happen to be like
fifty-four or something like that. If you haven’t done the
prerequisites you can do an entrance exam to see if you've
actually got the all those skills and competencies that are
necessary. So in a way there may be something that is about a
competency assessment where people who think that they are
able to manage this (mindfulness teaching) are actually set
you know .. I do not know give them the green book or
The training pathway to gain a certificate
something and ask them to deliver lesson two and if you can
of competence is too onerous and would
do it yet then you’re assumed to be competent at that thing
you know. So for me if there was some way of just being
put some people off, so having a
assessed, having an assessment which wasn't about having to
competency assessment to recognize a
record you know sixteen or twenty hours of teaching twice,
teachers level of skills with supervision
and send it in and having 3 people, however many people it
would seem suitable.
is, sitting around looking at the majority of this. So if there
was a way of coming away on a three day programme and
having a refresher as to what it’s about and being assessed at
the end of it to see if I was competent and then being allowed
to go out and work under supervision, because nobody works
without supervision - I’m a psychologist and I have a
psychologist supervisor, I’m a coach and I have a coaching
supervisor, I’m a mindfulness teacher and I have a mindfulness
supervisor. We all work under supervision, whether it’s formal
or peer I just think it should be a lot easier
(panelist I-002 in response to the researchers question
around a more explicit supervised pathway) Yes. I actually do
think that. I think there should be so pre-requisites. I think
that should be some intensive training I think people should
work in a network and you know it may well be that as part of
A supervised pathway needs to be an
whatever it is the intensive training, which might be a TTR1
type thing that those people would form networks and then
intensive training programme, but could
they could support each other, they could train in each other’s
include new teachers working within a
workplaces, co-training in each others workplaces you know
network and co-training
that kind of networking seems more relevant in the
workplace. If you're an HR person or a trainer you have that
network of people who go to the association and practice
skills and you have somewhere where you can ask people
advice about things.
(panelist I-004) How are we going to get mindfulness into the
workplace if the only way is if someone has done a 4 year
course at Bangor or a 2 year full time course at Oxford. It’s
not going to happen. And to be honest the people that we’re
training at Bangor and Oxford by and large are working almost
purely in the mindfulness field - its like thats the main body
of what they're doing. Maybe in time to come as it continues
to grow properly those roles and jobs will emerge more and
An academic training pathway os to
more so there will be an opportunity for more and more
people. But in the meantime in the workplace very few
onerous and most organizations will not
employers are going to pay people to go through that training
fund someone to go through this level of
training, so there needs to be some sort of or give them the reward/remuneration to match what they’ve
been through. So I don’t feel to guide a practice you need to
graded assessment process.
have done a 4 year course, but it needs more than a week …. I
don't see why there can’t be some sort of assessment,
demonstration of competence of capability in steps. if you
think about our training through the 4 years. We didn’t start
at a 4 year level. We started in foundation and got feedback
on that level. Why can’t we break it down into component
parts and have some sort of assessment/feedback against the
marking frame we use for teachers.
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Theme D.1: Training pathways for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

If the training recommended by the GPG is
too onerous (such as the ATP pathway)
organizations will ignore it

The academic organizations offer different
approaches, but an alternative pathway to
the academic route would be an
apprenticeship style route.

The academic training pathway is too
onerous for training new teachers in the
workplace, and a more explicit intensive 12
month teacher training or apprenticeship
style pathway could be more suitable for the
workplace (code D.1.1)

The training pathway doesn’t have to an
academic route it can be a supervised
apprenticeship pathway but it has to be in
depth over a 12 month duration.

Teaching drop in sessions can be more
challenging than an 8 week course, so to
teach mindfulness in whatever form
requires a 12 month training pathway

The teaching assessment doesn’t need to
be as onerous as the ATP to meet the
teacher training pathway in the guidelines
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Meaning unit (extract from focus group & interviews)
(panelist I-004 round 2 focus group) I'm seeing far more
breadth of mindfulness in a corporate setting and the GPG
will be immediately by organizations be put to one side as
they say it’s not relevant (example given is BeMindful online
training) .. therefore when you start looking at the quality
control required for 8 week courses we’re in danger of
organizations just saying that’s if you’re going to do an
intense training and there’s no guidance for anything that’s
less intense or shorter … (talking about the ATP) … I thought
for me having been through what without doubt is onerous is
8 weeks of filming, digesting, almost 2 hour plus tapes,
unpicking it writing it up - was a hug undertaken
(panelist I-003 responding to previous participants comments)
Yes and the different training organizations offer different
approaches but that completion of an in-depth rigorous
teacher training programme or a supervised pathway over a
minimum duration of twelve months. I mean a supervised
pathway could be an apprenticeship style route. So I think
there and I don't think it has to be Bangor, Oxford or whatever
I think it can be something that's …. I think if you can
demonstrate that you've had this ….. I don’t think it has to be
those – that’s not been my understanding of this clause.
(panelist I-003) Well I mean within the Mindfulness
Association we give people a couple of weekends of
introductory teaching skills and then they do some practice
with friends or colleagues with peer supervision, and then
they do a five day retreat and then they might do some CPD
as part of that and then demonstrate that they've gone
through this training pathway as part of that. And other
training organizations might have different things but you
know I think some training organizations use an
apprenticeship approach so you might have you know some
days of teaching and then you might co-facilitate a course
with a more experienced teacher getting feedback after each
session and that would be a supervised pathway. So I don't
think it has to be as …. It has to in-depth and rigorous and this
minimum generation of twelve months was thought to be very
important but it doesn’t have to be a university based
programme, I don’t think.
(panelist I-003 round 2 focus group - in response to
participant I-004 above) I think in terms of teacher training if
your training to be a teacher of mindfulness even if you’re - I
mean sometimes teaching a drop in is even more tricky than
teaching a standard curriculum over 8 weeks, because people
are just coming for the odd session and dropping out again - I
suppose what I think is that the teacher training pathway that
teachers should go though to deliver mindfulness in the
workplace in whatever form, the teacher training pathway
should still be based the 8 week course and have that 12
month pathway.
(panelist I-003 round 2 focus group - in response to
participant I-004 comment about the ATP being onerous) in an
organization we do a lighter assessment and we assess people
as ready to teach , which is the advanced beginner level and
what we do on the teacher training retreat we have forms we
fill out in relation to the different MBI:TAC domains … have
they met advanced beginner level and we do that and the
students do that themselves and then we have a meeting
about it, and then they deliver another session and another
tutor observes them and fills out this form and based on that
we come to a joint assessment, as to whether we feel this
teacher is at least advanced beginner stage against the
MBI:TAC … I feel that the videoing the whole of the 8 week
course is onerous in terms of the participants to go through it
… but also in terms of who’s going to sit and watch these
videos and do the assessment? Are there enough teacher
trainers in any organization to do that for every teacher.
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Theme D.1: Training pathways for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

The non-academic route could be a
teacher training pathway or
apprenticeship,

To get buy in from organizations for
training programmes there needs to be a
clear pathway and realistic training
durations

An apprenticeship style training route has
worked well in schools and helps to
support new teachers

It maybe appropriate for new teachers to
work in the workplace under supervision

This graded system of training and
assessment exists in some way already

An apprenticeship style pathway is not
necessarily more or less suitable, it
depends on individuals
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Meaning unit (extract from focus group & interviews)
(panelist I-003 round 2 focus group) just to say the nonacademic route doesn’t necessarily need to be an
apprenticeship route … so much of teacher training is offered
through weekend courses and retreats, like the TTR courses
that Bangor do, but it’s not academic .. (in response to
researcher clarification on academic vs non-academic) .. I
would say the academic are the ones in the Universities where
you’re writing academic papers and reflecting critically on
experience of guiding practices or leading inquiry, whereas
the non academic wouldn’t have that aspect of writing
necessarily.
(panelist I-008 round 2 focus group) I think if you can give
them a clearly structure path it makes it much simpler for
them and get’s buy in, I’ve recently had quite a lot of success
with that .. so what I say to people is if you want to deliver
mindfulness internally people need to complete an 8 week
course then … a total of 6 days if they want to co-teach … it
filters out the people that are too ambitious .. and the ones
that go all the way are the ones that you actually want. (in
response to a question around the suitability of TTR1) In my
experience trainings longer than 3 days have essentially been
eliminated from the company world …. and I think that’s
appropriate because when a company sends people those
people have mixed motivations. If you go yourself, which
you’ve paid for and taking your holiday for 7 days, you’ve
clarified your motivations in advance … and therefore doing a
stage process eliminates those people (with the wrong
motivations) over time
(panelist I-006 round 2 focus group) One of the things we’ve
learnt through the schools work and we’ve developed things
to be more that way, we don’t want people to be solo isolated
people within a workplace … who then have done a piece of
training and then told you’re ready off you go, and then they
either don;t have the support or don't have confidence … one
of the things we’ve been learning is how to ‘trickle’ it in a
less direct way … there be a phase when you use your practice
for teachers in the class room, rather than feeling they’ve got
to deliver anything … that feels like a more sustainable route
and we’re doing that with the apprenticeship model.
(panelist I-006 round 2 focus group) (responding to the
point made by participant below) we think of them as you’re
not quite ready, there’s something about you’re not there yet
your ahead of being to to do an 8 week course but I wonder if
whether what we’re saying here is that there may be an early
readiness for something smaller under supervision that is
more acknowledged in workplace, so it doesn’t feel like such
a long way off goal
(panelist I-007 round 2 focus group) I’m not too sure how
different this is to mindfulness teaching generally that you
have people who run a few workshops, you have people who
run a few drop in before they’re ready to teach an 8 week
course
(panelist I-010 round 2 focus group) I agree with the 2
tracks … and to have that laid out clearly, the only thing I
wondered was about the languaging it seems to be very
prescriptive again you said something like “scaling up requires
in house trainers” it’s good to acknowledge that as one
option, but it’s not the only option and similarily … “the
apprenticeship style pathway would be more suitable” again
“could be more suitable” .. the languaging needs to be as
flexible as the workplace needs to be
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Theme D.1: Training pathways for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

The first step on a training pathway is for
teachers to have sat an 8 week MBSR/
MBCT course or something of similar
intensity, and to have developed a daily
mindfulness practice (code D.1.2)
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Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-003 in response to researchers question about the 8
week course being a pre-requisite) Yes, absolutely. When it
says mindfulness-based teacher training the first step is your
engagement with the programme and the second step that
The initial step before the 12 month
starts after that is twelve months teacher training pathway.
training pathway is to sit an 8 week
So the 8 week course isn't within the twelve months the 8
course of similar intensity to MBSR or
week course and the practice is before, developing your
MBCT and then develop your practice
practice, is before the twelve months .. (responding to
participants comment below around intensity of initial 8
week course) .. So maybe we need to specify that it's an 8
week course of an intensity similar to MBSR/MBCT
(panelist I-005) I wonder …. I'm trying to figure out whether it
makes sense to say that 8 week course should be outside of
If you are training to be a teacher it may
the workplace context. Given that some of the…. look
someone could do the Frantic World course and say that that
not be appropriate to sit a lower intensity
course, such as Finding Peace in a Frantic was their 8 week course doing eight or ten minutes a day
practice to some extent or if they’re members of parliament
World.
probably not. And then go ahead and say that they were
qualified to move on to the next stage and I not sure.
(panelist I-005) Number one they need to have a personal
daily mindfulness practice. And by the way we want that to
be, I would want that to be if we're using the term
mindfulness and resting on the evidence basis that emerges
from the Kabat-Zinn tradition to be mindfulness as understood
Teachers need to have developed a daily within that tradition. Because you know that's not someone
who just learnt to meditate at X,Y,Z Buddhist center
mindfulness practice that is grounded in
somewhere or someone who did yoga with Iyengar some time
the secular tradition of mindfulness
ago. If we're talking about mindfulness and we’re resting it on
defined by Jon Kabat-Zinn
the evidence based that needs to be consistent with what
produced that evidence base. So I would say I don't know how
you define this Mark that’s one of your challenges but I’d
suggest it needs to be, they need to have a daily practice of
what we collectively here would recognizes as a mindfulness
practice.
(panelist I-002) Can I just say I think I believe that anybody
teaching mindfulness should have done any an 8 week
programme and should have a practice. I do believe that you
can’t teach mindfulness without that …. So I subscribe to
that. I don’t actually know if you have to have done the 8
A pre-requisite to becoming a mindfulness week course as an 8 week course. I could be persuaded that
doing it as an immersion programme over 8 days or something
teacher is to sit an 8 week course and
and then maybe following Finding Peace over 8 weeks and
developing a practice, although there
having your personal practice develop over the next six
should be some flexibility around the
months or a year. I think when it's not a therapeutic
format
intervention I think it might be possible to go on an immersion
retreat, the most important thing is you continue to practice
and develop a personal practice over a period of time. So how
it’s delivered, how the content of the 8 week programme is
delivered I think could be flexible for people who are not
teaching in a therapeutic setting.
(panelist I-008) Well for example if I meet somebody who is
an MBSR trainer has practiced mindfulness for a long time
that's a great thing you know, in my eyes that may not make
them suitable for the workplace you know so I know many
MBSR trainers who are not suitable for the workplace but it's a
good thing. I could also meet people who have you know a
long period of practice they don't have certification any kind
Having an established practice needs to
of you know MBSR training and that’s a bit of a handicap,
be enhanced with formal MBSR/MBCT
because I think there's a very important thing about
training, but that may not make them
understanding the structure of an MBSR/MBCT training how
suitable for the workplace
things work over time you know, how you can build upon
things so you know I think that’s kind of an important issue,
which of course is part of what this conversation is about how to actually train people certify them, what do they need
so I think it's very important and at the same time you know
I'd say at least a third of our trainers don't have a formal
external certification.
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Theme D.1: Training pathways for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-008) So first of all I think is highly recommended if
not essential that people have done at least an 8 week
programme or they've also been practicing mindfulness
regularly for a number of years you know I think thats one
that that’s very important. You know there are people who
are just practitioners in the sense that they practice regularly
and that experience transformative aspect of mindfulness. So
I guess I would when you know when I look for people I would
say either they have to …. now this varies you see if I look for
Whilst commercial training organizations
people I am in the end I will take the responsibility for how
can take a view on the training of it’s
they do therefore I can have more variance and say hey if
somebody shows up who has a really embodied sense of
teachers, in terms of guidelines there
teacher for the workplace need to done an mindfulness. Of course you can't do that in guidelines,
because who’s going to make that judgment call you know, so
8 week programme and an ongoing
therefore I do think in the situation of a formal guidelines you
practice
do need to say that they’ve had formal training in
mindfulness. So you know thats the basis. I do think that you
know it's a long 8 week programme at least something like
that and of course an ongoing practice of mindfulness,
because otherwise it just don’t make sense otherwise it's very
conceptual and I think one of the things thats so helpful is
that there’s so much concept around is that it’s something
that cut’s through conceptual stuff. So you know I think I
support that.
(panelist I-001) Well number one personal practice without
question. I mean that's one of the things that the good
practice guidelines really emphasize this, to be able to offer
programmes of integrity it must be founded on your own
practice. Number one. So that's the thing. Then of course
training. You are almost finishing your masters, I’ve done the
masters that degree of training for the workplace is not
necessary (recording broken up) it's an academic route. I
know that the East Sussex Taravajra is involved with
Teachers need to develop a personal
something there and they have a really rigorous training.
practice, which can be gained through the
Maybe that's too long I don't know but I think there needs to
8 week course and some sort of training
be some solid training in place so people have a really good
pathway
understanding as to what constitutes integrity - that paper.
They don't just have intellectual understanding they have an
experiential knowing about it …. Well the only thing that’s
available now to cultivate a personal practice is the MBSR
course. You know if we’re talking about it in MBI terms or
MBSR. I mean MBCT. So they would need to develop a
personal practice, they may already have a personal practice,
but if they don;t to go through some training programme that
was going to support them to develop it
(panelist I-008) Well for example if I meet somebody who is
an MBSR trainer has practiced mindfulness for a long time
There is something over and above the
that's a great thing you know, in my eyes that may not make
basic MBSR training that teachers need to them suitable for the workplace you know so I know many
have for the workplace
MBSR trainers who are not suitable for the workplace but it's a
good thing.
(panelist I-010 in response to the researchers question as to
whether the suggestion was that there needed to be a
workplace specific training through an academic organisation)
Well I think it would be I think in the longer run yes I think
that would be very beneficial and it's fine for people to have
you know their own kind of commercial enterprises but I think
There needs to be workplace specific
there's something you know a lot to be said for working with
training for mindfulness teachers, which
you know an accredited university or you know one of the
preferably has university accreditation
existing ones and the idea of offering something that people
could come to you know it was tailored which doesn't mean it
has to be light in terms of you know actually giving people
also the basis of what we need in MBSR/MBCT but just to have
a bit more you know direction towards the competencies that
we've been talking about perhaps.
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Theme D.1: Training pathways for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

To teach mindfulness in the workplace
teachers would benefit from some
workplace specific training, which could be
provided by both university and nonuniversity providers under an accreditation
scheme (code D.1.3)
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Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-005 responding to previous participants point about
a university training for the workplace) I was wondering …., say
you me and …. got together and formed a company to deliver
Workplace specific training could be
mindfulness training in the workplace what would be the
provided by commercial enterprises and
difference between us doing that just as us rather than us
doing it as the OMC or the CMRP. I'm not sure I’d see a
maybe offer a different dimension to
difference – you’d get a brand it would be a sticker which is
universities
useful. I’m just not sure that the centres give anything more
than that as such, there might be some quite good stuff
happening which isn't …..
(panelist I-009 responding to previous participants discussion
points) It’s not my area of expertise but in the counselling and
therapy there's a sort of mixed market of university and nonIn other sectors there are mixed
university providers, but there is an accreditation process in
accredited training schemes from
terms of the training, so then people in order to get
universities and non-university providers
registered as a registered practitioner I’ve done one of the
accredited trainings. So, that would fit what you're saying ….
in terms of having some standardized components.
(panelist I-003) And that's something that we’ve asked for in
the UK Network is to …. We’ve has a recent strategy meeting
and we’re moving forward to become a you know like an
accreditation body basically and one of the things we've been
There is the possibility that the UK
asked to do is to accredit the training pathways of the
different member organizations so that's something that we're
Network could become an umbrella
going to be looking to do. And you know we could do that for
accreditation organization with a
other organizations. What we’re envisioning is an umbrella
workplace strand
organization with maybe a set of members that teach 8 week
courses and whether they would need to be a different kind of
organization in relation to workplace mindfulness if that was
how things unfolded
(panelist I-006) I guess you know the Schools Project and
Oxford are offering different training (for workplace
settings), but they are mostly there for people who are
trained in how to teach MBSR/MBCT, so it’s a kind of
postgraduate course. Which I think that it makes sense given
the increased challenge of working with workplace
populations. But there is something about the curriculum - I
It makes sense for teachers in the
think the whole inquiry, embodiment, remaining steady when
workplace to have some workplace
you’re being challenged.. all of that - just knowing that this is
specific training
normal, knowing how to work with that mindfully. That’s
where I would love there to be training that was available.
That’s what we do with the .b foundations - spend more time
with different ways to do inquiry, understanding how it might
be - there might be a wall of silence, what do you do with
that - so not assuming it’s not all going to be lovely. But saying
this is probably what you’re going to find.
(panelist I-001 responding to a discussion with interviewer
around the suitability of the existing guidelines) “unless such
knowledge and experience is provided to an adequate level by
At the moment the existing training
the mindfulness-based teacher training itself”. I don’t think it
programmes do not provide workplace
does. That’s why it’s interesting to see the emergence of
specific training
those series of workshops around mindfulness training in the
workplace - supporting people to orientate there thinking in a
different way so it becomes relevant.
(panelist I-010) Another area there seems to be increasing
demand around to address scale ability through in-house
trainers so quite a few companies are looking at now the idea
of you know they want their own people trained up in
To address the demand for scale ability
mindfulness who can then deliver, so there's some benefits
companies are looking at training in-house around that and obviously it's very helpful in terms of it could
staff, but may not have the funds for a full potentially very very helpful in terms of embedding in an
training pathway,
organization, but it also raises a number of issues because
those companies are not necessarily wanting to fund the level
of mindfulness training that we would expect from a full time
mindfulness trainer.
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Theme D.1: Training pathways for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-010) There have been suggestions about whether
there is the possibility to bring in a kind of scaled recognition,
that you know you have a kind of proper fully trained
mindfulness teacher and this is the type of thing that they
A system of scaled levels of experience
should be delivering and then you have some other level of
for mindfulness teachers in the workplace person who’s recognised as someone who can maybe host drop
in sessions for people who've already had some training or
various other kinds of roles under supervision from another
more experienced kind of (teacher)
(panelist I-005) I fully agree I think that the impulse to do it
There are benefits for companies having
internally has many upsides, but the only thing is we need to
figure out - and this is part of the process we’re engaged in-house mindfulness trainers but the
what would be the minimum training that we'd want internal
minimum level of training needs to be
people to have undertaken. It would be such a valuable thing
established.
if we could get something figured out.
(panelist I-009 responding to the previous participants
suggestion) the British Association of Counseling and Therapy.
I think they have done two now ten years’ apart guidelines for
employers for commissioning counselling in the workplace.
Other professions have developed a
And they’ve got a matrix model of you know of trainees and
matrix model with junior trainers working
what they can do and it’s that supervisory model. So you can
have people at a junior level providing they are supervised
alongside senior trainers under
working alongside senior people but it needs to be a part of
supervision.
the development plan. And I think the resources issue in terms
of somebody coming from inside is and other people that I’ve
connected with who are working within organizations there
isn’t necessarily been the resources to back that up.
(panelist I-002 in response to the researchers question
around coverage and scaleability) That’s right. And it’s my
view that we shouldn't be trying to get lots of people to come
to Bangor, Oxford or Exeter or anybody else’s mindfulness
training progarmme. We should go into the workplace and do
a teacher training programme for a group of twelve people in
the workplace … Well what else would you have done? That’s
A model for building scale ability within the what I would have done had I continued to stay at the
workplace would be to train people within Department of Health, I had already started a network of
people who had been on TTR1 or Breathworks or whatever
an organization with a bespoke training
and said let’s us enhance our skills and we will get them to
programme and then build a network.
come in and train us here, we won’t go there, we’ll do it at
our convenience - we’l decide the time, we’ll decide on the
format and they’ll come in and train us. So then ultimately
you have your in-house workplace trainers, supervisors. But of
course if you make it too onerous organizations will just
abandon it. They just won't do it if it’s too big a thing. And it
can't be too expensive.
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Theme D.1: Training pathways for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

One way to address the demand for scale
ability in the workplace is to develop an inhouse training pathway, with a matrix model
defining different levels of expertise and
junior teachers co-training under supervision
(code D.1.4)

It is not realistic to expect organizations to
send their staff on an academic training
pathway, and an in-house training scheme
needs to be condensed for organizations
to invest in it.

There is a reduced modular training
pathway for in-house trainers once they’ve
competed their 8 week course, with a final
competency assessment so that in-house
teachers can eventually teach as a cotrainer.
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Meaning unit (extract from focus group & interviews)
(panelist I-002) Capacity for teaching teachers. I think where
is it coming from? Every course at Bangor every course at
Oxford is full. Where is the capacity coming form for teaching
teachers. I don't know the answer to it but I do believe it's
probably as far as the workplace is concerned I think it's about
in house teaching. So first of all this year teach your 8 week
programmes to the group of people who think they’re going to
be teaching in the future. Let them get there six months or
whatever practice we think is in, give them their teacher
training and hopefully a proportion of those will go on to be
trainers. But you need to be able to do that next lot faster. I
understand that it should take six months to a year to develop
your personal practice so you can teach that 8 week thing.
After that I don't see why that can't happen quite rapidly if
you're teaching courses every week in the workplace - you
don’t have to go and find customers in the same way - I don't
see why those other things can’t happen quickly because
otherwise most people leave organizations after three to four
years so an organization isn’t going to invest in invested
somebody if they're not going to be there and they’re still not
going to be qualified four years down the line. It has to be
something that can be done in a condensed way. The first bit
no you have to experience it and get your practice going,
after that I don;t see why people can’t go through a
programme much quicker. I believe that the assessment is the
issues I would much rather come on an assessment week,
where a group of senior trainers and there were thirty of us in
the room and we all had to deliver the different parts of the
programme or whatever and assessed our competence in that
way after al they’re not clinical.
(panelist I-008 responding to a discussion about bespoke
workplace training and outlining an in-house training
programme for clients) Essentially, we were talking about
how we’re going to certify people. So you know when people
come to the initial level of readiness you know the GPG has I
think six days of training. And that's actually a nice thing now
you can't always sell straight away six days of training but
what you can do is you can break it down and essentially how
we’ve done it for our four clients is said ok two days of
training for them to deliver basic mindfulness instruction in an
internal setting you know basically reading from a script or
delivering a basically a set meditation instruction to just a
group of people who sit and practice. So that's kind of inhouse no training component just a kind of a walk in sessions
on mindfulness. The second level which is a further two days
is delivering a mindfulness workshop which involves some
conceptual delivery some practice delivery and kind of
holding the space for two or three hours. And the third level is
then further two days and then they are, and of course having
gone through an 8 week course first themselves, is then
readiness to teach and what we've always said is if they - and
I haven’t promised this to anybody yet - this is in line with the
good practice guidelines, however the good practice
guidelines also require them to do a retreat. But of course I
can't say to a company and your people need to go off on
retreat. But I can still say, make it clear to them what the
external guidelines are you see, so I’m trying to encourage
them and say look please do this extra step, it becomes much
more valuable for you guys and then essentially once they
themselves - and what we’re saying to companies - once
they’ve delivered a programme themselves with a kind of you
know co-trainer and we've seen the data. That’s the one thing
about us is we always evaluated so we always see even when
trainers we've trained deliver we see the peoples data and
then they feel they're sufficient. Then they go through
another four days of training for the competency assessment.
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Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-002) then there are many many people who have
skills they’re already trainers, HR people, coaches, mentors,
counselors you know in the workplace who already have a
good deal of the skills the listening skills the reflecting back
skills but there doesn't appear to be any option for a
conversion programme.
(panelist I-002) so what this is leading up to is I think that
the requirements of MBI:TAC are onerous beyond belief -I do
believe that we should have standards and I think those
standards should be apparent for members of the public to
know what teachers have and haven’t got, what courses
they’ve done just like being a yoga teacher or a gym
There needs to be clear standards for
instructor or whatever, you want to make sure you were in
mindfulness teachers in the workplace, but safe hands. But all of those other things would have
it
is
not
realistic
to
expect
teachers
to
go
conversion programmes so you would get credits for things
There needs to be a simpler training
you’d already done you know - having a degree in psychology,
pathway for the workplace with a conversion through the MBI:TAC process, there
four years training as a coach, being a teacher or a trainer for
programme that recognizes peoples existing should be a conversion programme to
recognize existing skills and competencies most of my career, being a group work facilitator. You don’t
skills and qualifications (code D.1.5)
get any credit for that as far as MBSR, you have to do
MBI:TAC, you have to record two full 8 week programmes, you
have to have the technology to be able to do that, the ability
to be able to do that, you have to pay for all of it. I think that
there has to be a better way of teaching people, maintaining
standards and teaching people.
(panelist I-008) You know I mean I think you know a good
coaching training would give you most of this you know. You
know there are trainings out there coaching. A lot of people
A coaching training provides a number of we were trained as coaches. If you have somebody who has
the skills for the workplace and that these MBSR and coaching training that's great you know then you
have a lot more capabilities, because they've learned about
should be recognized.
group dynamics, they’ve learnt about presentation skills,
they’ve learnt about handling HR and so on. If they’ve worked
as a coach of course.
There are number of people already
working within organizations that have the
requisite skills, and should be recognised
by a conversion programme.
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(panelist I-005) I’m just concerned. I just wonder whether
we'll get it one thing and second thing I'm also concerned
about things like the requirement for an annual retreat. Some
workplaces might support that but if we're talking about
The requirements for an annual retreat
internal mindfulness teachers it's a big ask. I don’t know if
(even if it cab split into 2 shorter retreats) you’ll get it .. (responding to participants observation that
may be too onerous in-house mindfulness the retreat can be split into 2) .. Same point. But I just don't
know. If these guidelines are to have force and be widely
teachers in the workplace
adopted they need to be doable as well as ideal, so we've got
to go for what we think we can achieve as well as what we
think would be good. If we put the bar too high then they'll be
ignored and then they won’t have any me force.
(panelist I-005) And I'm starting to think hang on this is a two
edged sword as well because if we do ask people to do these
retreats that's something that they might find quite useful
when speaking to people in their workplace. So that as a
requirement could be something that people in the workplace
There is an argument that the option of an might find quite valuable when trying to get the time off or
annual retreat is something that teachers get the funding for a retreat. So we doesn't necessarily want
in the workplace may find really beneficial to take that option away from them so there's it's a two edged
thing it cuts both ways. I think I just look forward to hearing
what Mark as you go through this when you're talking to the
commissioners side of things, the buyers, to see how they
respond to that issue. I mean some of them might be willing
to just nod it through.
(panelist I-005) Well especially if it's annual you know for the
organization to go to H.R. and say sorry guys but I have to do
It may be a challenge for in-house
an annual week out of work to keep my qualification up. I’d
be surprised. So it's going to come out of their own personal
teachers to get their organizations to
time and you know we can sit here and say well it's just a
agree to annual retreats and take time
couple of weekends. But for some people those weekends are
away from the family
incredibly precious and demanded of in various ways time
with the family, time for this, time for that.
(panelist I-009) For me the retreat and that sort of immersion
is where you’re most likely to encounter ourselves and to be
able to hold ourselves when we encounter other people in
courses or 1-to-1 work as I do. So there’s something if you
don't have that and having been a supervisor of counsellors
and therapist for many years that's where people get unstuck
The experience of a retreat as a
that's where bad practice, ethical issues you know a lot of the
mindfulness teacher provides an important
ethical problems and complaints is where people don’t have
grounding that enables you to teach with
that self-awareness. So I think the issue around retreat needs
authenticity and self awareness, which in to be framed, or if we’re looking for alternatives there needs
turn safeguards against bad practice.
to be some way of framing that engagement with difficulty in
one’s own process behind you when you’re conducting
enquiries with people, or even just working you know with the
commissioners having the discussions. There is something
about that self-knowledge that keeps us safe and
professional.
(panelist I-003 responding to a participants question about the
length of retreat) In the frequently asked questions that go
with the good practice guidelines the recommendations is for
at least five days, but it could be split into two. In the UK
Network this has been one of the most controversial - the
most controversial part actually - of the guidelines that we
keep visiting over and over again and I think particularly our
colleagues who work in the NHS and a lot of their teachers in
It has been recognized that the
the NHS they're funded by the NHS they're struggling to meet
requirement for annual retreats is
this requirement so it's something which - and it's still under
contentious and a problem particularly for
review - we did a questionnaire actually to all our members
teachers in the NHS, but that the retreat
about a year ago asking a response on that and I think the
experience gives teachers the skill to be
consensus is that we think it's really valuable. And I think Gary
able to work their participants
Hennessy of Breathworks put it best is that you know if we're
training people to swim a width we need to be able to swim a
length ourselves think that's what you said .. that kind of
depth about experience so that when something comes up in
the group people you’ve probably got experience of it from
your own experience. So are compromise has been to say that
it can be split into two shorter sessions, so most people could
do a couple of weekends a year.
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Condensed meaning unit
(interpretation of underlying meaning)
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(panelist I-003) One thing that’s helped our NHS colleagues is
renaming retreats as mindfulness intensives. So often people
will say well retreat is like a holiday. If you call it mindfulness
practice intensives.
(panelist I-010) I do wonder then also coming back to what
you were saying …. about it not being realistic for example for
in-house trainers you know maybe again this is a question of
Maybe there could be different levels of
whether we do suggest some kind of two tier thing where we
retreat requirement if there were a
say that a full retreat is definitely a requirement for the
The annual retreat experience is beneficial recognized different levels of teachers in
higher level but there could be some sort of lesser recognition
for mindfulness teachers in working
the workplace.
for someone who hasn’t included that or we could perhaps
authentically with course participants which
include a one day retreat I mean surely you know everyone
provides a safeguard against bad practice,
can do a one day.
but there could be different retreat
(panelist I-010) I think it does seem quite important to make
requirements for full time professional
a distinction between someone who's setting themselves up as
mindfulness teachers and part-time ina professional mindfulness teacher versus someone who's
house trainers in the workplace (code E.1.1)
teaching mindfulness as an extra you know somehow within
the organization, because I can't think of any excuse why
anyone who's going in to teach mindfulness you know as a
There needs to be a distinction between
professional mindfulness teacher should not be doing week
professional mindfulness teacher and partlong retreats and yet there are a lot of those people out
time teacher within the workplace, and
there. And I can't see any reason to relax that and so I think if
there should be no relaxation of retreat
there's any relaxation it's got to be around this other category
requirements for full time professional
of person who is doing this as you know part of the rest of
teachers.
their role in some way whether that's you know hopefully
that's recognised properly and their given time for it, or
whatever there in an organization and they're teaching but
they're not kind of supervising others and not going into other
organizations and not claiming to be a fully professional
mindfulness teacher.
(panelist I-008) however the good practice guidelines also
require them to do a retreat. But of course I can't say to a
Training organizations that are working
with companies cannot enforce the annual company and your people need to go off on retreat. But I can
still say, make it clear to them what the external guidelines
retreat requirements, only make the
are you see, so I’m trying to encourage them and say look
recommendation and advise on the
please do this extra step, it becomes much more valuable for
benefits for their teachers.
you guys and then essentially once they themselves
Renaming mindfulness practice intensive
has helped with perception

Attendance on silent retreats is beneficial
as a mindfulness teacher and should be
encourage, but there needs to be some
flexibility in the guidelines

The benefit of longer retreats is that it
allows people with busy lives to let the
mind settle

Very few employers will give employees a
week off to go on retreat
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(panelist I-002 responding to the researchers question about
annual retreats) I absolutely agree with that. I believe that a
personal practice is important. Personally, I believe going on a
silent retreat is a good thing and I have done it every year and
will continue to do it this year as well. But look for other ways
of doing it, cheaper ways of doing it in the future and if that
includes running my own retreat That’s what I will do….. I
believe retreats are really life enhancing and quite probably
make me a better mindfulness teachers so I will continue to
do them but I will look for other ways of doing them…. I think
the requirement for retreats, whilst personally I benefit from
them I think it needs to be looked at it, it maybe something
that's encouraged rather than demanded.
(panelist I-001 responding to a discussion about shorter
retreats) The thing about the weekends the reality is that how many people have the capacity to with busy lives for the
mind to settle over a weekend it won’t. That’s the benefit of
seven days you start to get deeper insights, with the
weekends you won;t get that benefit that’s for sure.
(panelist I-004) And also teaching in a workplace do you
really need a week off a year to go on a retreat. You will find
very few employees will allow their employees to do that. It’s
a huge financial commitment.
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Theme E.1: Good practice & ethical requirements for mindfulness-based teachers in the workplace - content analysis matrix
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Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-006) It’s interesting that talking to people working
in the NHS the requirement for an annual retreat is always a
stumbling block. They have 5 weeks annual leave, they mostly
have young families and to take a week out there’s not a
chance that NHS would pay for people to be on a week’s
The NHS would not pay for employees to retreat. So you can see people working in the NHS, saying
go on an annual week long retreat, so the you’ve given me rules that I can’t possibly comply with - I’m
out from the beginning of this. So that feels kind of difficult
guidelines need to be reflect what is
to (enforce), so we need to find a way of meeting people so
realistic and be flexible
that whatever we want them to get from a retreat they can
get, but done in a more manageable way, but be more open to
urban retreats, family retreats or whatever would make it
more accessible, making them cheaper. That for me would
seem to be one that in the NHS comes up always.
(panelist I-006 round 2 focus group) (talking about a recent
UK network trainers meeting) the teacher training pathway at
Bangor the CPD route the level 1 you don’t have to do the full
week you do less but if you’re going to be listed then you
need to be doing the 7 days, but even within the list there is a
possibility that there might be people that meet the
requirements as they stand, but a more advanced group who
have had their teaching observed some kind of standard that
There maybe a step level of retreat
they’ve reached and I wonder what we’re talking about here
experience where teachers are working
is a kind of part A of the whole thing that you’re kind of
towards longer retreat experience, the
working towards this place … maybe even 5 days isn’t a
danger is if you say it’s not needed the
possible retreat because you’ve got small families, work
workplace will not benefit from the same
wouldn’t pay for it or whatever it might be, but you kind of
standards in the wider community
do something that added up to the 5 days over the year, but
knowing that if you want to take this further you are aiming
for at least a week a year (7 days in one go), if you really
want to drop into this deeply. I think the danger is you say it’s
not needed for workplace and then it becomes something
different, less powerful and disconnected from what’s
happening in the mindfulness community but to acknowledge
it’s not easy and not possible for some people.
(panelist I-005 in conversation with participant below) By the
way I mean do we want to put any numbers around daily
formal and informal practice. Particularly formal practice.
Like would you want to suggest you know people should be
doing more than ‘x’ minutes a day? …. Yeah but sometimes
Typically course participants in the
that's ten minutes. And I don't think that … I'd say thirty – heh
workplace will only be practicing 10
I’ve plucked it out the air, but why not. No data but I’d say
minutes a day, it may be helpful to set the thirty …. Just because I know in some of the workplace
benchmark
for
teachers
in
the
workplace
contexts, I mean look our study at Ashridge, said that when
A general guideline is that teachers should
people practiced more than ten minutes a day they got
be doing at least as much home practice as of a minimum of 30 minutes daily home
practice
change, significant change so that’s talked about quite widely
course participants, but in the workplace this
I talk about myself. I mean a lot of people on my courses are
could be as little as 10 minutes so it may be
doing ten minutes a day. I'd like them to do more, but if
helpful to state a minimum daily home
they’re doing ten minutes a day I’m happy. If I was only doing
practice of 30 minutes (code E.1.2)
ten minutes a day I'd be rubbish teacher I think.
(panelist I-003 in conversation with participant above) I think
my sense is that you should be doing at least as much as
The expectation is that teachers should be
you’re expecting your course participants to do…. I mean in
doing at least as much as course
terms of describing the curriculums we talk about at least 8
participants, which could be reduced t 30 sessions of thirty to forty five minutes of daily home
minutes per day
practice….I would expect our trainee teachers to be doing at
least half an hour a day.
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(panelist I-009) And it goes along with the points in the good
practice guidelines about understanding the associated
research and evidence base as part of a continuing good
practice, but it depends who working with. You know if I'm
supervising a therapist who’s now working with a (??? brain)
The requirement for understanding relevant The requirement for understanding
there going to need to do that as part of their professional
research and the evidence base for the
relevant research and the evidence base development to understand some of that as well as the
context within which you’re teaching is
for the context within which you’re
clinical application and I think the same with mindfulness
relevant for teachers in the workplace (code teaching is relevant for teachers in the
teachers. It's that refreshing and keeping up to date but I
E.1.3)
workplace
don't think we can prescribe you know neuroscience in this
context or more Buddhist based background for another, I
think that it's got really to be embedded in the commitment
to ongoing good practice and professional development, it’s
appropriate to the context should cover it.
(panelist I-009 responding to a participants question about
supervision for teachers in organizations) I suppose it depends
on how the implementation is taking place but you know from
what …talking about and other colleagues, but there's a lot of
skill needed in handling the contracting, the commissioning
process and how the implementation is managed you know so
whether for example we started with an internal group from
HR and Occupational Health and they did the course and they
There are very specific professional
were then able to articulate it when they were recommending
competency issues in the workplace
to other people but I think there's something about you know
around the 3-way partnership and
whatever you’re offering in the workplace your not just
contracting with organizations that would working with the individual, there is something about some
need to be covered by supervision
competency in speaking to the management, thinking about
what is going to be fed back, the whole thing about records
and evaluations and that kind of thing. There is a kind of
professional competence that's needed if you're interacting
with an organization then than if you're just interacting with a
group of people, out within the general population group. And
I think that must be the case within the NHS and all sorts of
settings.
(panelist I-009) I suppose with what … saying maybe think
about the role of supervision, because they may get assessed
but people will take on the other jobs in other professions,
and in psychotherapy it's the job of the supervisory
relationship to tease that out in terms of what how you're
There is a different more expanded role for
thinking about this, you know it's never a complete process
the supervisory relationship in the
because you’re going into new settings, new contexts, so
workplace due to the different contexts
there is something about that ongoing commitment to attend
and the teachers relationship with the
to that there way dynamic of the context as well as
organization
individuals within this and how that's informing either the kind
of adaptation to the content but also the relationship with the
organization – feedback and outcome and sorts of different
things. So that puts a different responsibility for the
supervisor as well as the assessors of the training.
(panelist I-007) And I think supervision is absolutely crucial.
Now my supervisor has taught staff groups which is helpful. So
I don't have a supervisor who's just taught mindfulness to
Supervision is very important for teachers people in secondary mental health services for example. That
wouldn’t be that useful to the groups that I work with,
but ideally your supervisor should be
although I’ve taught NHS staff I don't have a clinical
someone who has experience of the
background I don't work with people who are in secondary
workplace.
The supervisory relationship is even more
mental healthcare. Yes, so I think supervision is key but
maybe having supervisors who’ve got experience of teaching
important in the dynamic workplace sector
in the workplace.
where teachers are in a 3-way partnership
and there needs to be a collaboration
(panelist I-010 responding to a participants question around
between workplace teachers and training
supervision in the workplace) Problems with supervisors who
Supervisors need to have experience of
organizations to work towards providing
are wonderful mindfulness teachers who are often very senior
working in an organizational context, and but who have never worked in the workplace and don't have
best practice in workplace supervision
there is a shortage at the moment of
any sense of what might be appropriate adaptations. So I
(code E.1.4)
people with relevant experience
think we’re really missing a whole layer of what we need in
this sphere.
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Condensed meaning unit
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Supervision is even more important in the
workplace as it’s a commercial sector and
competition between different training
organizations could lead to a fragmented
field, where it will benefit the whole sector
if there is mutual respect and support

There should be a network of teachers
supporting each other in the workplace
and co-training

To provide an ethical framework you either
set up a professional body for mindfulness
teachers or create a set of standard ethical
guidelines.

Establishing a set of ethical guidelines
would be relatively simple to undertake
and in addition to the standard guidelines
should be include specific guidelines to the
workplace
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Meaning unit (extract from focus group & interviews)
(panelist I-008 participant is talking about good practice and
ethics) what a third one could be, you know supervision is
always an important one…. So I think that actually ideally
everyone who's teaching it should also be connected to
lineage of supporting each other, check in on each other - you
know there’s a sense of that you know I don't go off and say
…. is Mr Mindfulness and just you know the last time he
actually received any input or feedback in what he does was
sixteen years ago. So I personally think it’s very important for
keeping the sanity of the situation and I think it’s important
for another reason I think there’s a danger that if mindfulness
gets territorial you know if I get invited to a company and
they say well you know actually we’re talking to (this
company) and (that company) I’ll try to be as complimentary
as I can to the other two. Because it's bad if you are buying
mindfulness and they feel it's a very fragmented landscape,
because they don't fundamentally know what they're buying.
And therefore the more cohesive and supportive the
landscape is the more trust there will be and and I think that's
very important that you know the mindfulness landscape
doesn't become very territorial so that people are there for
each other, and one way of doing it is by meeting each other
is meeting each other in supervision and in you know and just
talking honestly you know about our situations how it’s
working. Whenever I'm in a situation and there’s other
mindfulness trainers in the room I try to talk very honestly
about you know situations I have whether they're working or
not or so on or so forth. For example we don't have to say
we're all doing all this fantastic work for this company and it’s
working very well.
(panelist I-002 responding to a more general discussion
around supervised pathways) I think people should work in a
network and you know it may well be that as part of whatever
it is the intensive training, which might be a TTR1 type thing
that those people would form networks and then they could
support each other, they could train in each other’s
workplaces, co-training in each others workplaces you know
that kind of networking seems more relevant in the
workplace.
(panelist I-002 responding to the researchers questions about
ethics) That comes back to guidelines you're either going to
set up a profession for mindfulness trainers and have yet
another professional qualification or you're going to set up
some guidelines that are appropriate in the workplace so for
example you know you're going to have all the standard
guidelines I think around confidentiality about you know
participants security, about safety so you know everything is
confidential but if you believe that somebody was likely to
commit harm to themselves or others. So you might have a set
of standard guidelines and boundaries
(panelist I-002 responding the researchers question around
what this code of conduct might look like) They’re not
difficult to put together ethical guidelines and boundaries
that is common. So I think that we could put a set of those
together that we would expect anybody that’s delivering
mindfulness in the workplace to be mindful of these. I also
think you need to put another set of guidelines together
which is about remembering you know that people on
different programs may actually be a sub-ordinate of
somebody on a different programme, they may be married to
that person. Because in the workplace you’re working with a
much tighter, closer knit community that know each other
better than say six strangers turning up for a public program
or an individual patient or a set of individual patients.. So I
think we could easily put together a set of ethical guidelines
which are only that they are guidelines. The good practice
guidelines, ethical guidelines for mindfulness in the workplace
and it would include all the time stuff about remembering the
relationships, the group dynamics, the power issues, equal
opportunity issues and things like that.
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(panelist I-008) That’s an interesting question. I mean it
certainly is much more of a Wild West. You know I guess I'm
trying to think I don't know if I have an answer to that - I think
ideally and hopefully this is where this is going .. (responding
to a discussion around a company’s internal ethical code and
the researchers question around guidelines) .. Well I mean I
think that in a sense you're right. In the end it comes from the
body of people themselves you know or some agency which
represents that body. Its is a code of practice and I think
that's a very good thing to have, just a kind of clear code of
practice. This sense of practicing the sense of trying to
The workplace can seem a little out of
benefit people, there’s a sense of (recording broken up). You
control in comparison to other sectors of
know so I think that actually this could be a very you know
mindfulness teaching and would benefit
when I talk to companies about their internal trainer
from an ethical code of practice, and in the landscapes I say you should really see these as a development
UK where there is a fairly well integrated
of a group of people who have a different way of being. And
mindfulness community there is an
that hopefully this will affect your whole company and I think
opportunity to develop this code.
in the same way this is how we should look at the world of
mindfulness trainers that these are people who hopefully have
a different way of being and are true to that and therefore in
a sense are the seeds for something positive you know. So I do
think it's very important and I think that you know in the UK
there's a chance of getting that done because the group of
people is relatively well integrated even though it might feel
it isn’t to you it's comparatively well integrated compared to
other countries. So I think it's a nice opportunity there to try
and see whether that can be done you know. That probably
means quite some work.
(panelist I-008) Yes I think you know it might be you know I
think it's as always it's hard to make a standard. But it could
be good to have formal examples of how this might feel or
how this might look in terms of company interventions. It
The ethical guidelines could include
could be just three simple principles or we always aim for
long term interventions versus shorter interventions in a sense
statements around the length of
of allowing people to change their habits, we always you
intervention, evaluation of interventions
know aim to support with measurement for example, and we
and commitment to supervision.
always I don;t what a third one could be, you know
supervision is always an important one. So these could be how
it could show up. Without it having to be it has to be a six,
versus an eight week, versus a ten week intervention.
(panelist I-003) We have a set of ethical guidelines for the UK
Network. They've not been very widely disseminated I think
A draft set of ethical guidelines have been
I'm not even sure that they're on the website but we do have
prepared by the UK Network
them. I think that they’re in the process of just being
finalized.
(panelist I-005 responding to a participants questions about
the motivations when you’re teaching in the workplace and can
get paid a lot of money) I think we have to reference it, I think
we have to reference the fact that you know remuneration
The sort of money that can get paid in the can distort or has the capacity to distort motivation and that's
workplace can distort motivations and it is something that's both the organization and the individuals
something that trainers and organizations concerned need to hold with great awareness. So I think it
need to be aware of and referenced in the would be a mistake to ignore it but I don't know how we can
talk about it in a way that's helpful. In terms of trying to set
guidelines.
boundaries and put numbers on things because it goes crazy,
so we should we should at least have it on the table. And that
the people supervisors need to be sensitive to the way in
which remuneration can distort motivation.
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The guidelines should include a workplace
specific ethical code of conduct that should
make reference to the dynamics of working
in organizations, how remuneration can
distort motivations and emphasis the
importance of psychological risk
assessments (code E.1.5)

Condensed meaning unit
(interpretation of underlying meaning)

It will be difficult to legislate commercial
transactions, but there is a lot of pressure
on mindfulness teachers and we need to
reference the ethical principles around
motivations.

Teachers in the workplace need to be
aware of psychological risks and have
undertaken a risk assessment or due
diligence to reduce the risk to themselves
and their course participants.

There are the same mental health issues
in the workplace as in the general
population

Some organizations have higher
incidences of mental health issues

It is a mistake to label the workplace as
non-clinical when in fact many people in
the workplace can find the experience of
burnout quite frightening
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Meaning unit (extract from focus group & interviews)
(panelist I-010) I think this is really important …. and I mean
obviously we can't legislate for it but we can put something in
about the motivation and I do think that where it becomes
important is what people are willing to do you know I would
hope that everyone who has worked enough in the workplace
situation has had occasions of turning down or you know I
certainly have turned down work where I thought it was
unethical but if my only motivation was to make money then I
wouldn't have turned down and you see people accepting
situations that are really you know they shouldn't be
accepting to teach mindfulness within a context that's being
asked for. So I think at least if we have you know that there at
least it causes people to stop and look in the mirror before
they carry on.
(panelist I-009) I don't know whether it fits in here but one of
the things that came up for me looking at the questions Mark
what was about you know my understanding of risk
assessment and risk assessment processes. Not in terms of
people slipping up on the yoga mats, but also people getting
in touch with issues that are going to need addressing outside
of the course and that kind of thing. Just as a professional
competency, something about addressing risk and being able
to show you’ve gone through some sort of process, not in the
kind of just ridiculous health and safety way but I think the
psychological risk and how if it's being offered in the
workplace and there are isn't a psychological support services
or conduit to getting a clinical support how that you know
how that's addressed, and it might just be that you know that
somebody has someone they can contact and access that. But
I think there's something about professionalism and just
mitigating that risk or at least have an eye to it, should be
part of some professional responsibility and competency.
(panelist I-010) Yes, and also they need to be aware of that
and obviously the same and mental health issues there in a
workplace population is there a workplace and need to be
aware of the various you know possibilities of depression and
anxiety.
(panelist I-005) Also more so in some places …. I mean I was
talking to one of the banks and they were saying that you
know the benchmark in mental health terms of their own
people against the general population they were showing
higher incidence of mental health issues amongst their
population than there are in the general population … One in
ten of us is currently depressed, it’s likely that in this bank if
you’re working with a group of twenty five more than three
people in the room are likely to be depressed.
(panelist I-009) I think it's a bit of a mistake that we have
when we say clinical as in hospital settings and non-clinical in
workplace settings … And my own experience particularly
around burnout that people engaging with themselves and
their bodies often encounter and become aware of something
you know can be really quite scary, and they've got to take
some action about. And as a risk assessment that needs to be
thought about who they’re going to go to or what rather just
assuming that the MBSR is going to kind of deal with all that.
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Theme E.1: Good practice & ethical requirements for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

(panelist I-003) We teach people to teach general public
groups in general that's what our course was devised for so we
have a joining form that advises people and we also have a
document called mindfulness skills in times of difficulty, so
when people experience difficulties in their practice you
There are already guidelines and support know that the teachers has got something to go through with
for mindfulness teachers working with the them and one of the things that it points them to is like
definitely referring people on to their GP to offer
general public as to how manage
participants that experience psychological psychological help if they feel you know it's beyond their
capacity to deal with it, but also this is one of the important
problems
…. the importance of supervision. You know if you’re getting
out of your depth you’ve got an experienced supervisor to go
and talk to. I mean all the groups that we teach we teach the
general public and most of our team don’t have mental health
backgrounds, but it's never been an issue.
(panelist I-006) It’s really interesting because the GPG have
been drawn on essentially being for people that are
professionals already that have their own professional ethics,
and assuming that those professional ethics will match the
organization that they’re working with - the NHS particularly.
The GPG are based on teachers having
So it would be interesting to know the people that want to do
an ethical code of conduct, but this may
workplace work are they professionally trained, do they come
with some ethics that comes with that training, whether
not be the case in the workplace
they’re school teachers or something that’s more corporate a business management course - does that involve ethical
training? So there’s all of that to see what’s already there I
think.
(panelist I-006) It’s a bit like mindfulness in the armed forces
- there’s a lot of really? The idea of that -surely the intention
of bringing mindfulness into the armed forces can’t be
Teachers need to have their own ethical
ethically right, and some of it around diss-functional
guidelines when teaching in certain
organisations - is it not just an opiate for the masses. So there
situations
is something around that - about what’s your intention for
doing this work? Just being clear and open about that and
being with people in an honest way.
(panelist I-007 responding to interviewers question around
ethical guidelines for the workplace) Well you've got the whole
of employment law to start with. there’s this whole thing
about duty of care, the whole thing about health and safety
regulations within workplaces, and each workplace has as its
own policies around equality and diversity. Around wellness at
There are some specific codes of conduct work. You know I think we need to know a little bit about
that teachers in the workplace need to be what the backups are there - do they have Employee
aware of, such as employment law, H&S
Assistance Programmes, do they have occupational health,
can people self refer to occupational health or do they have
regulations, equality and diversity and
to go through their managerBecause you know if people raise
employee assistance programmes
things in the workplace with you on a 1-to-1 basis and you’ve
got some concerns you need to know what the protocols are
and so on. To some extent anyway. So you know obviously
don't spend weeks reading up every policy every subparagraph of the policies but it's having some awareness of
the context and some awareness of workplace context.
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Theme E.1: Good practice & ethical requirements for mindfulness-based teachers in the workplace - content analysis matrix
Sub-theme (sub-categories)

A mindfulness teacher in the workplace
needs to adhere the ethical guidelines of
any other professional body they belong
(code E.1.6)
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Condensed meaning unit
(interpretation of underlying meaning)

Meaning unit (extract from focus group & interviews)

A mindfulness teacher in the workplace
needs to adhere the ethical guidelines of
any other professional body they belong

(panelist I-002 responding to the researchers question as to
which professional context mindfulness teaching is being
conducted) Well I personally could make the case that I'm
actually doing as a mindfulness teacher or I could make the
case that I’m doing it as as a psychologist who has trained in
mindfulness. When I'm coaching I'm doing all three because I
belong to coaching organisation, but I use psychological
techniques in my coaching and I use mindfulness techniques in
my coaching. I’m not teaching MBSR but I often use
psychometric assessments, personality questionnaires in order
to help inform the coaching relationship and for the coachee
to understand themselves better, which I shouldn't do if I
wasn't a psychologist. Yet I could still be a perfectly good
coach but because I am a psychologist I can do other things.
So for me I have to adhere to all the standards of all the
organisations. So if I say I'm a psychologist, an executive
coach and a mindfulness trainer so therefore as far as I'm
concerned I must adhere to the standards. But I could just say
I’m a mindfulness teacher and adhere to the good practice
guidelines, which only apply in the UK, and I don’t teach in
the UK and that's another big issue as well. Many
organizations are global or at least multinational. So where do
the guidelines apply.
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Appendix 12
Round 2 closed-ended questionnaire - quantitative analysis

Closed ended questionnaire - quantitative analysis of round 2 responses (initial panel)
Research study: A review of the Good Practice Guidelines (GPG) for mindfulness teachers in the workplace
Researcher: Mark Roberts
Theme

Initial panelist response
Agree

Disagree

N/R

%

1

8

1

10.0%

0

9

1

0.0%

A.1.3 Mindfulness training can help people to move onto the flourishing end of the well-being
scale, allowing them to be their best and function well at work

9

0

1

90.0%

A.1.4 Mindfulness is being used to enhance personal effectiveness and has been shown to have
positive outcomes in a number of domains affecting performance at work

9

0

1

90.0%

A.1.5 Mindfulness can enhance emotional intelligence, compassion and collaborative skills, which
at a leadership level and within teams can bring about a cultural shift in organizations

9

0

1

90.0%

9

0

1

90.0%

9

0

1

90.0%

9

0

1

90.0%

8

1

1

80.0%

B.1.5 Scaling up mindfulness programmes in organization requires training in-house teachers, to
help embed mindfulness

7

0

3

70.0%

B.1.6 There aren’t the funds for training programmes and purchasing departments are price
sensitive

2

4

4

20.0%

B.2.1 There is a spectrum of courses in the workplace in terms of duration and session length, to
suit each individual organisation, although longer courses are preferred as there is the evidence
that they have a transformative effect

7

0

3

70.0%

B.2.2 The content of mindfulness-based training programmes needs to be adapted for the
workplace, to include cognitve and group culture passive and active exercises and home practice
requirements can be reduced without impacting outcomes

3

4

3

30.0%

B.2.3 There needs to be flexibility in format of delivery of programmes in the workplace and online
courses can work, but it is beneficial to have some face-to-face

9

0

1

90.0%

B.2.4 Evaluation of workplace programs is essential and having the support of academic
organizations can be helpful to demonstrate the rigor and standardization of evaluation

9

0

1

90.0%

B.2.5 Having in-house trainers or champions is key to starting to embed mindfulness into the
culture and routines of an organization

9

0

1

90.0%

(A.1) What is workplace mindfulness-based training and what are the intentions for this
training in organizations?
A.1.1 People in the workplace can suffer with psychological health problems, but mindfulness
should only be used as a therapeutic intervention by occupational health
A.1.2 Workplaces are often the cause of a lot of the stress of employees, so it is not helpful to use
mindfulness as a way of alleviating that stress

(B) What are the main challenges of delivering mindfulness-based training in the workplace
and how are these being met?
B.1.1 The motivation for mindfulness-based training in organizations is different from MBSR/MBCT
in healthcare, and requires an engagement with the organization and individuals to establish the
motivation for workplace programmes
B.1.2 There are challenges around securing time for a traditional 8 week MBSR course in the
workplace, and these have to be negotiated and the course adapted to suit the particular
organization
B.1.3 There are challenges around language, positioning and aligning with organizational values
with workplace programmes
B.1.4 Understanding and managing power dynamics in organizational contexts is a significant
issue
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Research study: A review of the Good Practice Guidelines (GPG) for mindfulness teachers in the workplace
Researcher: Mark Roberts
Theme

Initial panelist response
Agree

Disagree

N/R

%

8

1

1

80.0%

8

1

1

80.0%

C.1.3 Mindfulness-based teachers in the workplace need to understand organizational culture and
power dynamics, and how to manage workplace groups and foster psychological safety

9

0

1

90.0%

C.1.4 Mindfulness teachers need be able to speak a language appropriate for the workplace and is
framed for the particular organization

9

0

1

90.0%

9

0

1

90.0%

9

0

1

90.0%

8

1

1

80.0%

D.1.1 The academic training pathway is too onerous for training new teachers for the workplace,
and a more explicit intensive 12 month apprenticeship style pathway would be more suitable

6

2

2

60.0%

D.1.2 The first step on a training pathway is for teachers to have sat an 8 week MBSR/MBCT
course or something of similar intensity, and to have developed a daily mindfulness practice

9

0

1

90.0%

8

1

1

80.0%

D.1.4 To address the demand for scale ability in the workplace requires an in-house training
pathway, with a matrix model defining different levels of expertise and junior teachers co-training
under supervision

7

1

2

70.0%

D.1.5 There needs to be a simpler training pathway for the workplace with a conversion
programme that recognizes peoples existing skills and qualifications

8

1

1

80.0%

E.1.1 The annual retreat experience is beneficial for mindfulness teachers in working authentically
with course participants which provides a safeguard against bad practice, but there could be
different retreat requirements for full time professional mindfulness teachers and part-time inhouse trainers in the workplace

8

1

1

80.0%

E.1.2 In the workplace daily home practice for course participants is typically 10 minutes per day,
which is too little for teachers so a minimum should be stated as being 30 minutes per day

6

2

2

60.0%

E.1.3 The requirement for understanding relevant research and the evidence base for the context
within which you’re teaching is relevant for teachers in the workplace

9

0

1

90.0%

E.1.4 The supervisory relationship is even more important in the dynamic workplace sector where
teachers are in a 3-way partnership and there needs to be a collaboration between workplace
teachers and training organizations to work towards providing best practice in workplace
supervision

7

0

3

70.0%

(C.1) What are the specific skills, competencies and background required of mindfulnessbased teachers in the workplace?
C.1.1 MBI:TAC needs to be expanded to include for skills & competencies specific to the
workplace, and the assessment process needs to be modified to allow for recognition of teachers
existing training
C.1.2 A key skill of the teacher in the workplace is to be able to convey the experiential nature of
mindfulness, not a conceptual understanding of the term, and that mindfulness is cultivated
through a systematic training of the mind

C.1.5 Mindfulness teachers need to be skilled at managing a 3-way partnership, speaking with
management and HR to design bespoke interventions and protect safety for the group
C.1.6 Mindfulness teachers in the workplace need to be able to manage the group, see what is
truly going in the group and have the skill to transform situations for the individual and the group
C.1.7 Mindfulness teachers in the workplace in certain sectors or contexts may need an
understanding of cognitive science to explain cause and effect to help get engagement with course
participants

(D.1) What training pathways for mindfulness-based teachers in the workplace could
develop these skills and competencies?

D.1.3 To teach mindfulness in the workplace teachers need to some workplace specific training,
which could be provided by both university and non-university providers under an accreditation
scheme

(E.1) What are the ethical and good practice requirements for mindfulness-based teachers
in the workplace?
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Research study: A review of the Good Practice Guidelines (GPG) for mindfulness teachers in the workplace
Researcher: Mark Roberts
Theme

Initial panelist response
Agree

Disagree

N/R

%

E.1.5 The guidelines should include a workplace specific ethical code of conduct that should make
reference to the dynamics of working in organizations, how remuneration can distort motivations
and emphasis the importance of psychological risk assessments

9

0

1

90.0%

E.1.6 A mindfulness teacher in the workplace needs to adhere the ethical guidelines of any other
professional body they belong

9

0

1

90.0%

255

37

48

75.0%

F.1.1 The existing GPG need to be adapted to reflect that mindfulness in the workplace is not a
therapeutic intervention and clarify what mindfulness-based training is in the workplace and the
minimum training levels.

7

2

1

70.0%

F.1.2 The guidelines need to be embellished to reflect they are to be used principally be
organizations and include a definition of mindfulness, different levels of training pathway and
workplace specific ethical code of conduct

9

0

1

90.0%

Overall level of consensus

16

2

2

80.0%

Overall level of consensus

(F.1) Are there areas of the existing GPG that need adapting or adding to for mindfulnessbased teaching in a workplace context?

Notes
N/R means that there was either no response to the question or the response was to neither agree
nor disagree
% means the percentage of the total population that agreed with the closed ended question or
statement
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Round 3 closed-ended questionnaire - quantitative analysis

Closed ended questionnaire - ver.1 - quantitative analysis of round 3 responses (initial panel)
Research study: A review of the Good Practice Guidelines (GPG) for mindfulness teachers in the workplace
Researcher: Mark Roberts
Theme

Initial panelist response
Agree

Disagree

N/R

%

(A.1) What is workplace mindfulness-based training and what are the intentions for this
training in organizations?
A.1.1 Generally speaking mindfulness training is not used as a clinical intervention in the
workplace, however some participants are likely to have either diagnosed or un-diagnosed mental
health conditions and teachers in the workplace need to be able to manage those situations.

9

0

1

90%

A.1.2 Workplaces are often the cause of a lot of the stress for employees and mindfulness training
is used to reduce sickness absence and help employees build resilience.

8

1

1

80%

A.1.3 It is not helpful for mindfulness to be seen as an antidote to dysfunctional organizations and
employees do not want to admit to being vulnerable or not coping.

9

0

1

90%

scale, allowing them to be their best and function well at work

9

0

1

90%

A.1.5 Mindfulness is being used to enhance personal effectiveness and has been shown to have
positive outcomes in a number of domains affecting performance at work

9

0

1

90%

9

0

1

90%

9

0

1

90%

9

0

1

90%

9

0

1

90%

B.1.4 Understanding and managing power dynamics in organizational contexts is an issue that
doesn’t exist in general public courses

9

0

1

90%

B.1.5 There are challenges of scaleability in organisations, which could be met by training inhouse teachers, but this is not the only way

9

0

1

90%

B.1.6 Organizations have training funds available but mindfulness programmes have to compete
with other training offers, and purchasing departments are price sensitive so that online courses
can appear more cost effective

9

0

1

90%

9

0

1

90%

9

0

1

90%

7

2

1

70%

A.1.4 Mindfulness training can help people to move onto the flourishing end of the well-being

A.1.6 Mindfulness can enhance emotional intelligence, compassion and collaborative skills, which
at a leadership level and within teams can bring about a cultural shift in organizations

(B.1) What are the main challenges of delivering mindfulness-based training in the
workplace and how are these being met?
B.1.1 The motivation for mindfulness-based training in organizations is different from MBSR/MBCT
in healthcare, and requires an engagement with the organization and individuals to establish the
motivation for workplace programmes
B.1.2 There are challenges around securing time for a traditional 8 week MBSR course in the
workplace, and these have to be negotiated and the course adapted to suit the particular
organization
B.1.3 There are challenges around language, positioning and aligning with organizational values
with workplace programmes

B.2.1 There is a spectrum of courses in the workplace in terms of duration and session length, to
suit each individual organisation, although there is evidence that longer courses support
participants embed their practice
B.2.2 The content of mindfulness-based training programmes may need to be adapted for the
workplace, to suit the particular intentions of the training such as specific group exercises.
B.2.3 Whilst people can still experience outcomes with shorter home practice outcomes improve
the more that people practice, however it is unrealistic to expect people in the workplace to
undertake 30-45 minutes of daily formal home practice.
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Research study: A review of the Good Practice Guidelines (GPG) for mindfulness teachers in the workplace
Researcher: Mark Roberts
Theme

Initial panelist response
Agree

Disagree

N/R

%

B.2.4 There needs to be flexibility in format of delivery of programmes in the workplace and online
courses can work, but it is beneficial to have some face-to-face

9

0

1

90%

B.2.5 Evaluation of workplace programs is essential and having the support of academic
organizations can be helpful to demonstrate the rigor and standardization of evaluation

9

0

1

90%

B.2.6 Having in-house trainers or champions is helpful to start to embed mindfulness into the
culture and routines of an organization

9

0

1

90%

9

0

1

90%

9

0

1

90%

C.1.3 Mindfulness-based teachers in the workplace need to understand organizational culture and
power dynamics, and how to manage workplace groups and foster psychological safety

9

0

1

90%

C.1.4 Mindfulness teachers need to be able to speak a language appropriate for the workplace
and is framed for the particular organization

9

0

1

90%

C.1.5 Mindfulness teachers need to be able to manage a 3-way partnership between the
organization and participants, but designing bespoke programmes requires a lot of skill to maintain
the integrity of the original 8 week course

9

0

1

90%

C.1.6 Mindfulness teachers in the workplace need to be able to manage the group, see what is
truly going in the group and have the skill to transform situations for the individual and the group

8

0

2

80%

C.1.7 Mindfulness teachers in the workplace in certain sectors or contexts may need an
understanding of cognitive science to explain cause and effect to help get engagement with
course participants

9

0

1

90%

8

1

1

80%

9

0

1

90%

8

1

1

80%

9

0

1

90%

6

2

2

60%

(C.1) What are the specific skills, competencies and background required of mindfulnessbased teachers in the workplace?
C.1.1 MBI:TAC is a good assessment tool and the skills & competencies specific to the workplace
could be added to the existing domains
C.1.2 A key skill of the teacher in the workplace is to be able to convey the experiential nature of
mindfulness, not a conceptual understanding of the term, and that mindfulness is cultivated
through a systematic training of the mind

(D.1) What training pathways for mindfulness-based teachers in the workplace could
develop these skills and competencies?
D.1.1 The academic training pathway is too onerous for training new teachers in the workplace,
and a more explicit intensive 12 month teacher training or apprenticeship style pathway could be
more suitable for the workplace
D.1.2 The first step on a training pathway is for teachers to have sat an 8 week MBSR/MBCT
course or something of similar intensity, and to have developed a daily mindfulness practice
D.1.3 To teach mindfulness in the workplace teachers would benefit from some workplace specific
training, which could be provided by both university and non-university providers under an
accreditation scheme
D.1.4 One way to address the demand for scale ability in the workplace is to develop an in-house
training pathway, with a matrix model defining different levels of expertise and junior teachers cotraining under supervision
D.1.5 There needs to be a simpler training pathway for the workplace with a conversion
programme that recognizes peoples existing skills and qualifications
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Research study: A review of the Good Practice Guidelines (GPG) for mindfulness teachers in the workplace
Researcher: Mark Roberts
Theme

Initial panelist response
Agree

Disagree

N/R

%

(E.1) What are the ethical and good practice requirements for mindfulness-based teachers
in the workplace?
E.1.1 The annual retreat experience is beneficial for mindfulness teachers in working authentically
with course participants which provides a safeguard against bad practice, but there could be
different retreat requirements for full time professional mindfulness teachers and part-time inhouse trainers in the workplace

7

2

1

70%

E.1.2 A general guideline is that teachers should be doing at least as much home practice as
course participants, but in the workplace this could be as little as 10 minutes so it may be helpful
to state a minimum daily home practice of 30 minutes

7

1

2

70%

E.1.3 The requirement for understanding relevant research and the evidence base for the context
within which you’re teaching is relevant for teachers in the workplace

9

0

1

90%

E.1.4 The supervisory relationship is even more important in the dynamic workplace sector where
teachers are in a 3-way partnership and there needs to be a collaboration between workplace
teachers and training organizations to work towards providing best practice in workplace
supervision

8

1

1

80%

E.1.5 The guidelines should include a workplace specific ethical code of conduct that should make
reference to the dynamics of working in organizations, how remuneration can distort motivations
and emphasis the importance of psychological risk assessments

9

0

1

90%

E.1.6 A mindfulness teacher in the workplace needs to adhere the ethical guidelines of any other
professional body they belong

9

0

1

90%

310

11

39

86.1%

9

0

1

90%

organizations and include a definition of mindfulness, different levels of training pathway and
workplace specific ethical code of conduct

9

0

1

90%

Overall level of consensus (section F)

18

0

2

90.0%

Overall level of consensus (sections A-E)

(F.1) Are there areas of the existing GPG that need adapting or adding to for mindfulnessbased teaching in a workplace context?
F.1.1 The existing GPG need to be adapted to reflect that there is a range of mindfulness
programmes in the workplace, emphasize the skills required of the teacher and clarify the teachers
training pathways and standards.
F.1.2 The guidelines need to be embellished to reflect that they will be used principally by

Notes
N/R means that there was either no response to the question or the response was to neither agree
nor disagree
% means the percentage of the total population that agreed with the closed ended question or
statement
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Closed ended questionnaire - ver.1 - quantitative analysis of round 3 responses (wider panel)
Research study: A review of the Good Practice Guidelines (GPG) for mindfulness teachers in the workplace
Researcher: Mark Roberts
Theme

Wider panelist response
Agree

Disagree

N/R

%

(A.1) What is workplace mindfulness-based training and what are the intentions for this
training in organizations?
A.1.1 Generally speaking mindfulness training is not used as a clinical intervention in the
workplace, however some participants are likely to have either diagnosed or un-diagnosed mental

10

1

1

83.3%

A.1.2 Workplaces are often the cause of a lot of the stress for employees and mindfulness training
is used to reduce sickness absence and help employees build resilience.

7

1

4

58.3%

A.1.3 It is not helpful for mindfulness to be seen as an antidote to dysfunctional organizations and
employees do not want to admit to being vulnerable or not coping.

10

0

2

83.3%

11

0

1

91.7%

11

0

1

91.7%

10

1

1

83.3%

11

0

1

91.7%

11

0

1

91.7%

B.1.3 There are challenges around language, positioning and aligning with organizational values
with workplace programmes

11

0

1

91.7%

B.1.4 Understanding and managing power dynamics in organizational contexts is an issue that
doesn’t exist in general public courses

9

2

1

75.0%

B.1.5 There are challenges of scaleability in organisations, which could be met by training inhouse teachers, but this is not the only way

11

0

1

91.7%

B.1.6 Organizations have training funds available but mindfulness programmes have to compete
with other training offers, and purchasing departments are price sensitive so that online courses
can appear more cost effective

10

1

1

83.3%

B.2.1 There is a spectrum of courses in the workplace in terms of duration and session length, to
suit each individual organisation, although there is evidence that longer courses support
participants embed their practice

8

1

3

66.7%

10

0

2

83.3%

10

0

2

83.3%

health conditions and teachers in the workplace need to be able to manage those situations.

A.1.4 Mindfulness training can help people to move onto the flourishing end of the well-being
scale, allowing them to be their best and function well at work

A.1.5 Mindfulness is being used to enhance personal effectiveness and has been shown to have
positive outcomes in a number of domains affecting performance at work

A.1.6 Mindfulness can enhance emotional intelligence, compassion and collaborative skills, which
at a leadership level and within teams can bring about a cultural shift in organizations

(B.1) What are the main challenges of delivering mindfulness-based training in the
workplace and how are these being met?
B.1.1 The motivation for mindfulness-based training in organizations is different from MBSR/MBCT
in healthcare, and requires an engagement with the organization and individuals to establish the
motivation for workplace programmes
B.1.2 There are challenges around securing time for a traditional 8 week MBSR course in the
workplace, and these have to be negotiated and the course adapted to suit the particular
organization

B.2.2 The content of mindfulness-based training programmes may need to be adapted for the
workplace, to suit the particular intentions of the training such as specific group exercises.
B.2.3 Whilst people can still experience outcomes with shorter home practice outcomes improve
the more that people practice, however it is unrealistic to expect people in the workplace to
undertake 30-45 minutes of daily formal home practice.
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Research study: A review of the Good Practice Guidelines (GPG) for mindfulness teachers in the workplace
Researcher: Mark Roberts
Theme

Wider panelist response
Agree

Disagree

N/R

%

B.2.4 There needs to be flexibility in format of delivery of programmes in the workplace and online
courses can work, but it is beneficial to have some face-to-face

12

0

0

100.0%

B.2.5 Evaluation of workplace programs is essential and having the support of academic
organizations can be helpful to demonstrate the rigor and standardization of evaluation

10

2

0

83.3%

B.2.6 Having in-house trainers or champions is helpful to start to embed mindfulness into the
culture and routines of an organization

11

0

1

91.7%

8

3

1

66.7%

11

1

0

91.7%

C.1.3 Mindfulness-based teachers in the workplace need to understand organizational culture and
power dynamics, and how to manage workplace groups and foster psychological safety

12

0

0

100.0%

C.1.4 Mindfulness teachers need to be able to speak a language appropriate for the workplace
and is framed for the particular organization

12

0

0

100.0%

C.1.5 Mindfulness teachers need to be able to manage a 3-way partnership between the
organization and participants, but designing bespoke programmes requires a lot of skill to maintain
the integrity of the original 8 week course

11

1

0

91.7%

C.1.6 Mindfulness teachers in the workplace need to be able to manage the group, see what is
truly going in the group and have the skill to transform situations for the individual and the group

11

0

1

91.7%

C.1.7 Mindfulness teachers in the workplace in certain sectors or contexts may need an
understanding of cognitive science to explain cause and effect to help get engagement with
course participants

11

0

1

91.7%

10

1

1

83.3%

11

1

0

91.7%

7

4

1

58.3%

11

1

0

91.7%

8

3

1

66.7%

(C.1) What are the specific skills, competencies and background required of mindfulnessbased teachers in the workplace?
C.1.1 MBI:TAC is a good assessment tool and the skills & competencies specific to the workplace
could be added to the existing domains
C.1.2 A key skill of the teacher in the workplace is to be able to convey the experiential nature of
mindfulness, not a conceptual understanding of the term, and that mindfulness is cultivated
through a systematic training of the mind

(D.1) What training pathways for mindfulness-based teachers in the workplace could
develop these skills and competencies?
D.1.1 The academic training pathway is too onerous for training new teachers in the workplace,
and a more explicit intensive 12 month teacher training or apprenticeship style pathway could be
more suitable for the workplace
D.1.2 The first step on a training pathway is for teachers to have sat an 8 week MBSR/MBCT
course or something of similar intensity, and to have developed a daily mindfulness practice
D.1.3 To teach mindfulness in the workplace teachers would benefit from some workplace specific
training, which could be provided by both university and non-university providers under an
accreditation scheme
D.1.4 One way to address the demand for scale ability in the workplace is to develop an in-house
training pathway, with a matrix model defining different levels of expertise and junior teachers cotraining under supervision
D.1.5 There needs to be a simpler training pathway for the workplace with a conversion
programme that recognizes peoples existing skills and qualifications
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Research study: A review of the Good Practice Guidelines (GPG) for mindfulness teachers in the workplace
Researcher: Mark Roberts
Theme

Wider panelist response
Agree

Disagree

N/R

%

(E.1) What are the ethical and good practice requirements for mindfulness-based teachers
in the workplace?
E.1.1 The annual retreat experience is beneficial for mindfulness teachers in working authentically
with course participants which provides a safeguard against bad practice, but there could be
different retreat requirements for full time professional mindfulness teachers and part-time inhouse trainers in the workplace

10

1

1

83.3%

E.1.2 A general guideline is that teachers should be doing at least as much home practice as
course participants, but in the workplace this could be as little as 10 minutes so it may be helpful
to state a minimum daily home practice of 30 minutes

7

2

3

58.3%

E.1.3 The requirement for understanding relevant research and the evidence base for the context
within which you’re teaching is relevant for teachers in the workplace

12

0

0

100.0%

E.1.4 The supervisory relationship is even more important in the dynamic workplace sector where
teachers are in a 3-way partnership and there needs to be a collaboration between workplace
teachers and training organizations to work towards providing best practice in workplace
supervision

10

1

1

83.3%

E.1.5 The guidelines should include a workplace specific ethical code of conduct that should make
reference to the dynamics of working in organizations, how remuneration can distort motivations
and emphasis the importance of psychological risk assessments

7

3

2

58.3%

E.1.6 A mindfulness teacher in the workplace needs to adhere the ethical guidelines of any other
professional body they belong

11

0

1

91.7%

Overall level of consensus (sections A-E)

363

31

38

84.0%

11

0

1

91.7%

organizations and include a definition of mindfulness, different levels of training pathway and
workplace specific ethical code of conduct

10

0

2

83.3%

Overall level of consensus (section F)

21

0

3

87.5%

(F.1) Are there areas of the existing GPG that need adapting or adding to for mindfulnessbased teaching in a workplace context?
F.1.1 The existing GPG need to be adapted to reflect that there is a range of mindfulness
programmes in the workplace, emphasize the skills required of the teacher and clarify the
teachers training pathways and standards.
F.1.2 The guidelines need to be embellished to reflect that they will be used principally by

Notes
N/R means that there was either no response to the question or the response was to neither agree
nor disagree
% means the percentage of the total population that agreed with the closed ended question or
statement
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Appendix 13
GPG version.0 (working draft issued to initial panel ahead of round 2)

UK Network for Mindfulness-Based Teachers
Good practice guidelines for teaching mindfulness-based courses in the
workplace
These guiding principles have been developed to promote good practice in teaching
mindfulness-based courses in the workplace. Mindfulness courses are intended to teach people
in the workplace mindfulness in ways that can help with physical and psychological health
problems and ongoing life challenges. These guidelines cover secular mindfulness-based
programs taught in mainstream settings normally over eight weeks.
These programmes are: Informed by a clear rationale; Teacher-led; Have been developed to be
scaleable; Have a set curriculum, typically at least eight sessions with daily home practice,
incremental development and experiential learning; and have a clear commitment to be
evidence-based.
These guidelines should be read in conjunction with the Frequently Asked Questions (FAQ’s) on
the UK Network for Mindfulness-Based Teacher Training Organisations website
(https://www.mindfulnessteachersuk.org.uk/GPG-FAQs.html)

Commented [1]:
Should we include a definition of mindfulness? And
does this need to include a distinction between
mindfulness-based versus mindfulness-informed
training?
Commented [2]:
Amend wording to: people flourish in the face of the
stress and challenges of the current workplace
Commented [3]:
Is this appropriate for the workplace?
Deleted: 30-45 mins

Hence the courses covered by this Good Practice Guidance for teachers in the workplace
include but are not limited to those courses listed in Appendix 1.
------------------------------------------------------------------------------------------------------------------A teacher of mindfulness-based approaches should have the following:
A. Mindfulness Based Teacher Training
1. Familiarity through personal participation with the mindfulness-based course curriculum
that they will be learning to teach, with particular in-depth personal experience of all the
core meditation practices of this mindfulness-based programme.
2.

Completion of an in-depth, rigorous mindfulness-based teacher training programme or
supervised pathway over a minimum duration of 12 months.

B. Training or background required in addition to mindfulness-based teacher training
1. A professional qualification in, coaching, personnel and development or occupational
psychology or equivalent experience of the workplace recognized by the organization or
context within which the teaching will take place.
2.

Knowledge and experience of the populations that the mindfulness-based course will be
delivered to, including experience of teaching, therapeutic or other care provision with
groups and/or individuals, unless such knowledge and experience is provided to an adequate
level by the mindfulness-based teacher training itself. An exception to this can be when
teaching with the help of a colleague who knows well the population to whom the course
will be delivered and has a relevant qualification. They would also need to have an
understanding of mindfulness-based approaches.
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Commented [4]:
Reword to outline alternative training pathways to
include apprenticeship style route
Deleted: mental or physical health care, education or
social care, or equivalent life experience
Commented [5]:
If these words were omitted would this paragraph then
be relevant to the workplace?
Commented [6]:
The training pathway needs to include workplace
specific training
Commented [7]:
Do we need to add something in this section (maybe a
separate point) that there are a spectrum of MBI's for
the workplace and the teachers needs both to
understand the population and the the components of
the MBSR course to be able to skillfully adapt the
programme
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3.

If delivering mindfulness-based courses in the workplace , knowledge of relevant
underlying organisational culture and power dynamics associated research and evidencebased practice, unless these are provided to an adequate level by the mindfulness teacher
training programme.

4.

If delivering MBCT or other mindfulness-based course with a clinical population, an
appropriate professional clinical training.

C. Ongoing Good Practice Requirements
1. Commitment to a personal mindfulness practice through:
daily formal and informal practice of at least 30 minutes per day
participation in annual residential teacher-led mindfulness meditation retreats if teaching
mindfulness in a full time professional context
2.

Engagement in processes which continue to develop mindfulness-based teaching practice:
ongoing contacts with other mindfulness practitioners and teachers, built and maintained
as a means to share experiences and learn collaboratively
And
regular supervision with an experienced mindfulness-based teacher including:
i) opportunity to reflect on/inquire into personal process in relation to personal mindfulness
practice and mindfulness-based teaching practice
ii) receiving periodic feedback on teaching through video recordings, supervisor sitting in
on teaching sessions or co-teaching with reciprocal feedback.

3.

A commitment to ongoing development as a teacher through further training, keeping up to
date with the evidence base, recording and reflecting on teaching sessions, participation in
webs forums etc.

4.

Adherence to the ethical framework appropriate to the teacher’s professional
background and working context.

Appendix 1 List of Courses
●
●
●
●
●
●

Mindfulness Based Stress Reduction (MBSR) (www.umassmed.edu/cfm)
Mindfulness Based Cognitive Therapy (MBCT) (http://mbct.co.uk/)
Breathworks (www.breathworks-mindfulness.org.uk)
Mindfulness Based Living Course (MBLC) (www.mindfulnessassociation.net)
Mindfulness Based Childbirth and Parenting (MBCP) (www.mindfulbirthing.org)
Mindfulness Based Relapse Prevention (MBRP) (http://www.mindfulrp.com)

It is also hoped that teachers of lower intensity mindfulness-based courses such as the Finding
Peace in a Frantic World course will work towards these guidelines
Appendix 2 Examples of Training Pathways
Appendix 3 Listing of Accredited Teachers and Training Organisations

153 | P a g e

Deleted: MBCT
Deleted: psychological processes,

Commented [8]:
Is this clause relevant for the workplace?

Commented [9]:
Reword to outline different retreat requirements for
professional mindfulness teachers and mindfulness
champions within organizations

Commented [10]:
Reword to reference workplace specific ethical code of
conduct
Commented [11]:
Should we add something more specific here for the
workplace to cover understanding employment law,
health & safety at work, equality and diversity issues
Commented [12]:
Should we amend the list of courses?
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GPG version.1 (working draft from initial panel review in round 2)

UK Network for Mindfulness-Based Teachers
Good practice guidelines for teaching mindfulness-based courses in the
workplace
These guiding principles have been developed to promote good practice in teaching
mindfulness-based courses in the workplace. Mindfulness is defined as paying attention to
what’s happening in the present moment in the mind, body and external environment, with an
attitude of curiosity and kindness. It is typically cultivated by a range of simple meditation
practices, which aim to bring a greater awareness of thinking, feeling and behavioural
patterns, and to develop the capacity to manage these with greater skill and compassion.
Mindfulness courses are intended to teach people in the workplace mindfulness in ways that
can help people to flourish and achieve their potential in the face of the challenges of the
workplace with stress related physical and psychological health problems and ongoing life
challenges. These guidelines cover secular mindfulness-based programs taught in
mainstream settings normally over eight weeks of sufficient duration and intensity to support
people to embed practice over a period of time.

Commented [1]: Should we include a definition of
mindfulness? And does this need to include a distinction
between mindfulness-based versus mindfulnessinformed training?
Commented [2]: Amend wording to: people flourish in
the face of the stress and challenges of the current
workplace

Comment I am not convinced that workplaces should be offering programmes for
psychologicial problems any more than they should be offering medical care for physical
problems.
These programs are: informed by a clear rationale; teacher-led; have been developed to be
scaleable; Have a set curriculum support participants to embed a mindfulness practice; draw
on an evidence-based curriculum; typically at least eight sessions with 30-45 mins 10-30 mins
daily home practice; incremental development and experiential learning; and, have a clear
commitment to be evidence-based.
Hence the courses covered by this Good Practice Guidance for teachers in the workplace
include but are not limited to those courses listed in Appendix 1 This Good Practice Guidance
for teachers in the workplace covers training programs that are drawn from the courses listed
in Appendix 1.
Comment: I am not convinced that we should be running appendix 1 courses in the workplace
- are we not suggesting that we should be running something different? Appendix 1 Courses
could easily be adapted to be delivered in the workplace - our MBLC is delivered in many
workplace settings - these courses are judged by the UK Network to meet their requirements
for 8 week courses.
These guidelines should be read in conjunction with the Frequently Asked Questions (FAQ’s)
on the UK Network for Mindfulness-Based Teacher Training Organisations website
(https://www.mindfulnessteachersuk.org.uk/GPG-FAQs.html)
-------------------------------------------------------------------------------------------------------------------

154 | P a g e

Commented [3]: Is this appropriate for the workplace?
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A teacher of mindfulness-based approaches should have the following:
A. Mindfulness Based Teacher Training
1. Familiarity through personal participation with the mindfulness-based course curriculum
that they will be learning to teach, with particular in-depth personal experience of all the
core meditation practices of this mindfulness-based programme.
2.

Completion of an in-depth, rigorous supervised mindfulness-based teacher training
programme or supervised apprenticeship pathway over a minimum duration of 12 months.

Commented [4]: Reword to outline alternative training
pathways to include apprenticeship style route

B. Training or background required in addition to mindfulness-based teacher training
1. A professional qualification in mental or physical health care, education or social care, or
equivalent life experience, training, coaching, human resources or occupational
psychology or equivalent experience of the workplace recognized by the organization or
context within which the teaching will take place.
2.

3.

Knowledge and experience of the populations that the mindfulness-based course will be
delivered to, including experience of teaching, therapeutic or other care provision with
groups and/or individuals, unless such knowledge and experience is provided to an
adequate level by the mindfulness-based teacher training itself. An exception to this can
be when teaching with the help of a colleague who knows well the population to whom
the course will be delivered and has a relevant qualification. They would also need to
have an understanding of mindfulness-based approaches.
There are a spectrum of mindfulness-based programs offered in the workplace and
teachers should complete workplace specific training; have sufficient experience of the
components of the program and knowledge of the population to be able to skillfully adapt
the program.

Commented [5]: If these words were omitted would this
paragraph then be relevant to the workplace?
Commented [6]: The training pathway needs to include
workplace specific training
Commented [7]: Do we need to add something in this
section (maybe a separate point) that there are a
spectrum of MBI's for the workplace and the teachers
needs both to understand the population and the the
components of the MBSR course to be able to skillfully
adapt the programme

3.4. If delivering mindfulness-based courses in the workplace MBCT, knowledge of relevant
underlying organisational culture and power dynamics psychological processes,
associated research and evidence-based practice, unless these are provided to an adequate
level by the mindfulness teacher training programme.
4.5. If delivering MBCT or other mindfulness-based course with a clinical population, an
appropriate professional clinical training Whilst not working specifically with a clinical
population teachers in the workplace should have an understanding of how to recognise
and manage mental health conditions, and the referral process internally and externally to
the organisational context they are working . Surely workplaces are not providing clinical
interventions to employees?
C. Ongoing Good Practice Requirements
1. Commitment to develop a personal mindfulness practice commensurate with the teachers
level of experience and amount of teaching being undertaken, through:
daily formal and informal practice of at least 30 minutes per day
participation in annual residential teacher-led mindfulness meditation retreats if teaching
mindfulness in a full time professional context annual mindfulness intensive training
retreats Comment - is this silent retreat? I think ‘full time professional context’ is too
narrow and that any Mindfulness teachers leading a course should meet the retreat
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Commented [8]: Is this clause relevant for the
workplace?

Commented [9]: Reword to outline different retreat
requirements for professional mindfulness teachers and
mindfulness champions within organizations
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requirement - those doing less formal teaching, such as drop in sessions, or those
assisting more experienced techers, ideally would attend a retreat, but may not?
2.

Engagement in processes which continue to develop mindfulness-based teaching practice:
ongoing contacts with other mindfulness practitioners and teachers, built and maintained
as a means to share experiences and learn collaboratively
And
regular supervision with an experienced mindfulness-based teacher including:
i) opportunity to reflect on/inquire into personal process in relation to personal
mindfulness practice and mindfulness-based teaching practice
ii) receiving periodic feedback on teaching through video recordings, supervisor sitting in
on teaching sessions or co-teaching with reciprocal feedback.

3.

A commitment to ongoing development as a teacher through further training, keeping up to
date with the evidence base, recording and reflecting on teaching sessions, participation in
webs forums etc.

4.

Adherence to the ethical code of conduct for mindfulness-teachers in the workplace (refer
to Appendix 3), in addition to the ethical framework appropriate to the teacher’s
professional background and working context.

Appendix 1 List of Courses
The following are the list of courses that mindfulness-based programs in the workplace may be
drawn from:
●
●
●
●
●
●
●

Mindfulness Based Stress Reduction (MBSR) (www.umassmed.edu/cfm)
Mindfulness Based Cognitive Therapy (MBCT) (http://mbct.co.uk/)
Breathworks (www.breathworks-mindfulness.org.uk)
Mindfulness Based Living Course (MBLC) (www.mindfulnessassociation.net)
Mindfulness Based Childbirth and Parenting (MBCP) (www.mindfulbirthing.org)
Mindfulness Based Relapse Prevention (MBRP) (http://www.mindfulrp.com)
Mindfulness Based Cognitive Therapy for Life (MBCT-L) recently offered by Oxford ?

It is also hoped recommended that teachers of lower intensity mindfulness-based courses such
as the Finding Peace in a Frantic World course will work towards these guidelines
It is anticipated that new courses that adhere to training standards and are accredited by the UK
Network for Teacher Training Organisations will be added to this list.
Appendix 2 Examples of Training Pathways
Appendix 3 Ethical Code of Conduct
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Commented [10]: Reword to reference workplace
specific ethical code of conduct
Commented [11]: Should we add something more
specific here for the workplace to cover understanding
employment law, health & safety at work, equality and
diversity issues
Commented [12]: Should we amend the list of
courses?
Formatted: Font: Not Bold
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GPG version.2 (working draft issued to wider panel in round 3)

Confidentiality: please do not distribute or circulate this document as it is part of a live research
study which has not yet been published.

UK Network for Mindfulness-Based Teachers
Good practice guidelines for teaching mindfulness-based courses in the
workplace
These guiding principles have been developed to promote good practice in teaching
mindfulness-based courses in the workplace. Mindfulness is defined as paying attention to
what’s happening in the present moment in the mind, body and external environment, with an
attitude of curiosity and kindness. It is typically cultivated by a range of simple meditation
practices, which aim to bring a greater awareness of thinking, feeling, sensing and
behavioural patterns, and to develop the capacity to manage these with greater skill and
compassion.
Mindfulness courses are intended to teach people in the workplace mindfulness in ways that
can help address stress, psychological health, to flourish and achieve their potential in the
face of the challenges of the workplace. These guidelines cover secular mindfulness-based
programmes taught in workplace settings ideally over 8 weeks or of sufficient duration and
intensity to support people in embedding their practice.
These programmes are: informed by a clear rationale; teacher-led; have been developed to be
scaleable; draw on an evidence-based curriculum; typically at least eight sessions with
preferably between 15-30 mins daily formal home practice; incremental development and
experiential learning; and, have a clear commitment to be evidence-based.
This Good Practice Guidance for teachers in the workplace covers training programs that are
drawn from the courses listed in Appendix 1.
These guidelines should be read in conjunction with the Frequently Asked Questions (FAQ’s)
on the UK Network for Mindfulness-Based Teacher Training Organisations website
(https://www.mindfulnessteachersuk.org.uk/GPG-FAQs.html)
------------------------------------------------------------------------------------------------------------------A teacher of mindfulness-based approaches in the workplace should have the following:

Commented [RM1]: A general premise that came out
of the initial panel was that these guidelines should
apply to teacher led courses in the workplace, and that
these should provide an ‘umbrella’ to cover the range of
mindfulness teaching in the workplace from short
introductions, workshops to full courses

Commented [RM2]: The initial panel proposed that the
GPG for the workplace included a definition of
mindfulness. This paragraph has been taken from the
Mindful Nation report, with some minor edits.
Commented [RM3]: The initial panel felt that the
intention of mindfulness-based programmes in the
workplace was broader than those for clinical or general
public populations. There was some discussion as to
whether workplace programmes should be addressing
stress and psychological health problems within the
working population.
Commented [RM4]: The initial panel recognised that
there is a broad spectrum of courses offered in the
workplace and that the traditional 8 week MBSR course
is likely to be modified, but that courses needed to be of
a sufficient duration and intensity to support participants
in embedding their practice
Commented [RM5]: The initial panel felt that workplace
courses would not have a set curriculum, but should
draw from an evidence based curriculum such as
MBSR/MBCT
Commented [RM6]: The initial panel recognised that
the home practice requirements for workplace
programmes are likely to be less than the traditional
MBSR/MBCT
Commented [RM7]: The initial panel suggested that
the guidelines make explicit the need to refer to the
FAQ’s

A. Mindfulness Based Teacher Training
1. Familiarity through personal participation with the mindfulness-based course curriculum
that they will be learning to teach, with particular in-depth personal experience of all the
core meditation practices of this mindfulness-based programme.
2.

Completion of a supervised in-depth, mindfulness-based teacher training programme or
apprenticeship pathway over a minimum duration of 12 months, as outlined in Appendix 2.
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Commented [RM8]: The initial panel felt that the
training pathways for the workplace teachers needed to
be more flexible to also include apprenticeship training,
and that it would be helpful to outline the 2 possible
pathways
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B. Training or background required in addition to mindfulness-based teacher training
1. A professional qualification or experience in mental or physical health care, education or
social care, training, coaching, human resources, group facilitation, occupational
psychology or equivalent life experience recognized by the organization or context within
which the teaching will take place.
2.

3.

4.

5.

Knowledge and experience of the populations that the mindfulness-based course will be
delivered to, including experience of teaching, with groups and/or individuals, unless such
knowledge and experience is provided to an adequate level by the mindfulness-based
teacher training itself. An exception to this can be when teaching with the help of a
colleague who knows well the population to whom the course will be delivered and has a
relevant qualification. They would also need to have an understanding of mindfulnessbased approaches.
There is a spectrum of mindfulness-based programmes offered in the workplace and
teachers should have sufficient experience of the components of the programme and
knowledge of the population they will be working with to be able to skilfully adapt the
program.
Workplace mindfulness-based teachers need a knowledge of relevant underlying
organisational culture and power dynamics likely to be present in the groups that they are
working.
Whilst not working specifically with a clinical population, teachers in the workplace
should have an understanding of how to recognise and manage mental health conditions,
and any referral processes available in the organisational context they are working.

C. Ongoing Good Practice Requirements
1. Commitment to develop a personal mindfulness practice commensurate with the teachers
level of experience and the amount of teaching they undertake, through:
daily formal practice of at least 30 minutes per day
participation in annual mindfulness practice intensives (retreats)
2.

Engagement in processes which continue to develop mindfulness-based teaching practice:
ongoing contacts with other mindfulness practitioners and teachers, built and maintained
as a means to share experiences and learn collaboratively
And
regular supervision with an experienced mindfulness-based teacher including:
i) opportunity to reflect on/inquire into personal process in relation to personal
mindfulness practice and mindfulness-based teaching practice
ii) receiving periodic feedback on teaching through video recordings, supervisor sitting in
on teaching sessions or co-teaching with reciprocal feedback.

3.

A commitment to ongoing development as a teacher through further training, keeping up to
date with the evidence base, recording and reflecting on teaching sessions, participation in
webs forums etc.

4.

Adherence to the ethical code of conduct for mindfulness-teachers in the workplace (refer
to Appendix 3), in addition to the ethical framework appropriate to the teacher’s
professional background and working context.
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Commented [RM9]: The initial panel suggested that
the training or background required by workplace
teachers should be broader and include qualifications or
experience relevant to organisational settings. There
was some discussion as to whether it was relevant for
teachers to have training or background in mental or
physical healthcare if workplace courses are not
addressing psychological health problems.
Commented [RM10]: The initial panel felt that the
reference to “therapeutic or other care provisions” in the
current GPG was not relevant, but teaching or working
with groups and individuals was still applicable in the
workplace. (Researcher comment: my understanding is
that in the existing GPG this clause was to cover the
requirements for working with clinical populations and I
suggest it needs further consideration if it is relevant or
needs modifying further for the workplace)
Commented [RM11]: The initial panel recognised that
there is a spectrum of courses in the workplace and that
the guidelines should both acknowledge this and frame
the requirements upon teachers before adapting the
programme
Commented [RM12]: The initial panel felt that the
clause regarding delivering MBCT should be replaced
with a clause covering the skill or background required
by teachers in the workplace to understand
organisational culture and power dynamics.
Commented [RM13]: The initial panel felt that the
clause regarding delivering MBCT to a clinical
population should be amended to recognise that whilst
teachers in the workplace will not be working with
clinical populations they need to know how to manage
mental health conditions if they present.
Commented [RM14]: The initial panel felt that the
guidelines should provide an ‘umbrella’ for the broader
levels of experience of teachers that may work in
organisational settings and that home practice and
retreat requirements should reflect the teachers
experience and amount of teaching being undertaken. It
was also suggested that renaming retreats to
mindfulness practice intensives would be more
appropriate for teachers in the workplace.

Commented [RM15]: The initial panel recognised that
workplace specific training would be helpful, but did not
feel that at this juncture it should be a requirement
within the guidelines.
Commented [RM16]: The initial recommended that
teachers would still need to adhere to the ethical code
of their professional background, but that it was likely
that teachers in the workplace would not necessarily
have a professional training and therefore there should
be a specific ethical code of conduct for teaching in the
workplace.
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Appendix 1 List of Courses
The following are the list of courses that mindfulness-based programs in the workplace may be
drawn from:
●
●
●
●

Mindfulness Based Stress Reduction (MBSR) (www.umassmed.edu/cfm)
Mindfulness Based Cognitive Therapy (MBCT) (http://mbct.co.uk/)
Breathworks (www.breathworks-mindfulness.org.uk)
Mindfulness Based Living Course (MBLC) (www.mindfulnessassociation.net)

It is also recommended that teachers of lower intensity mindfulness-based courses such as the
Finding Peace in a Frantic World course will work towards these guidelines
It is anticipated that new courses that adhere to training standards and are accredited by the
UK Network for Teacher Training Organisations will be added to this list.
Appendix 2 Examples of Training Pathways
Appendix 3 Ethical Code of Conduct
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Commented [RM17]: The initial panel recognised that
programmes in the workplace are likely to be adapted,
but should be drawn from the existing evidence based
courses, with the omission of 2 courses (Mindfulness
Based Childbirth & Parenting MBCP & Mindfulness
Based Relapse Prevention MBRP)

Commented [RM18]: The initial panel recognised that
it is more likely in the workplace for there to be lower
intensity courses and therefore this statement was reenforced with a change of the word “hoped” to
“recommended”.
Commented [RM19]: The initial panel suggested that it
needed to be made explicit that new programmes in the
workplace could be accredited and added to the list
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Appendix 14
Wider panelist’s comments to closed-ended questionnaire
Panelist Sub-theme

W-001

A.1.1

I think that it is important that participants are aware that
mindfulness is a powerful process and important that teachers know
how to deal with difficult situations. The assessment process plays a
key role in alerting the trainer to any potential challenges

A.1.2

Life can be challenging, so important to equip people with
appropriate skills

A.1.3

Absolutely mindfulness is not a panacea and should not be used to
cover up unhealthy behaviours. Employees need to feel safe enough
to ask for support

A.1.5

One of the benefits of mindfulness is that it enhances people's lives
both personally and professionally.

B.1.1

Important to understand why mindfulness is being offered and
whether key decision makers are onboard with it.

B.1.2
B.1.3
B.1.4
B.1.5
B.1.6
B.2.1
B.2.2

Often an 8 week course is not appropriate - sometimes shorter
courses/shorter sessions work better
Often an 8 week course is not appropriate - sometimes shorter
courses/shorter sessions work better
Different dynamics are at play in different settings
Great if there are internal advocates who are trained and equipped to
deliver the training
I guess so but many of the organisations I've worked in seem to
realise the benefits of this training being delivered in person
Often an 8 week course is not appropriate - sometimes shorter
courses/shorter sessions work better
important to agree why the training is being offered and frame it
accordingly

B.2.5

Hugely beneficial to build up a data base of research

C.1.2

Absolutely, a trainer who embodies mindfulness is key. Mindfulness
training is different to many of the other trainings offered within
organisations as so experiential.

C.1.7

We live in an evidence based world so having this knowledge is vital.

E.1.1

I think supervision is utterly essential and incredibly supportive and
helpful for trainers
General guidelines can be given but you have to rely on people's
integrity and trust that they will do the appropriate amount of home
practice
This and the next three questions I cannot answer because they are all
too simplistic and I cannot honestly agree or disagree with them
without more discussion or explanation.

E.1.2
W-002

Comment

A.1.3
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A.1.4
A.1.5
A.1.6
B.2.3

W-003

This and the next three questions I cannot answer because they are all
too simplistic and I cannot honestly agree or disagree with them
without more discussion or explanation.
This and the next three questions I cannot answer because they are all
too simplistic and I cannot honestly agree or disagree with them
without more discussion or explanation.
This and the next three questions I cannot answer because they are all
too simplistic and I cannot honestly agree or disagree with them
without more discussion or explanation.
especially senior leaders, but really anyone who has a full time job,
and a family etc etc……

B.2.5

also, we need different/varied research methodologies to measure
the different potential outcomes (eg organisational transformation)
and the complexity of how that might arise.

C.1.2

strongly disagree, it is combined conceptual and experiential and
social/cutlural constructions of understanding.

C.1.5

Disagree that the 'orginal' 8 week course has integrity in the
workplace, as that is not what it is designed for. I would say that
attempting to put the 8 week course into the workplace actually
lacks integrity.

C.1.7

What are you including in cognitive science?

D.1.2

It could be just the wrong thing - better that they really have
experienced the course that they are to teach rather than one they are
just going to need to unlearn in order to create something that is
needed.

D.1.3

This makes too many assumptions. If they are to teach MBSR in the
workplace or if they are to teach a context appropriate MBI in the
workplace?

E.1.1

the teacher could demonstrate and provide evidence of on-going
training/cpd. This does need to be relevant, but not prescribed.

E.1.2

The assumption here is that 30 min daily practice makes a good
mindfulness teacher…….. I don't agree, that is far too simplistic, how
will you test the 'quality' of their practice and process? Prescribing a
stated time is ridiculous, a teacher demonstrating on-going practice
and reflection on practice is sensible.

E.1.3

but what is relevant research in this context? Lots to say on this.

E.1.4

Having a coach/reflective supervisor is important, but again I don't
think they need to be an MBSR person, someone just should
demonstrate that they have someone relevant in place. Previously I
have worked with coaches and gaia house teachers who were much
much more useful than the MBSR supervisor I engaged for a few
sessions.

E.1.5

Would need to hear more before I either agreed or disagreed.

A.1.1

Signposting someone to the GP or EAP if they present to the
facilitator as someone in need of mental health support is good
practice. But I would be interested to know what the term 'manage'
means before being able to agree to this statement.
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W-004

W-005

A.1.2

Mindfulness training helps enable a greater understanding of
ourselves and others. Helping people to make wiser choices in
every moment goes way beyond reducing sickness absence and
building resilience. It can even go as far as to enable the whole
organisation to behave in a more ethical and sustaninable way for all
stakeholders.

C.1.5

Although I am not sure about the term 'the original 8-week course' which are you referring to?

C.1.6

Although I am not sure about the term 'transform situations' - we can
help facilitate this but agency is not 100% in any situation.

C.1.7

I'm assuming here you mean the causal nature of mind training rather
than a more buddhist interpretation of cause and effect.

D.1.1

We have utilised both methods and they work well. A strong
personal practice of at least 5 years, monthly supervision, an
appropriate teacher-training, ongoing peer mentoring and time on
retreat are all pre-requisities.

D.1.3

I would be interested as to who would provide the training. For
instance, Potential Project provides outstanding training for trainers
of their CBMT Programme and a full teacher training pathway
which is robust, ethical and efficacious.

D.1.4

Potential Project already offers this and has c15 global organisations
where this is in place

D.1.5

I don't think there should necessarily be 'a simpler training pathway'.
I believe there should be several and they should be relevent for the
programme that the trainers go on to deliver

E.1.2

We require 45 mins daily practice, plus a daily mindful movement
practice, ongoing partipation in our weekly online sangha with our
teachers. We also require at least one retreat - last year it was with
Matthieu Ricard, this year with Roshi Joan Halifax. But trainers do
far more than this - their life is their practice.

E.1.5

I don't believe that psychological risk assessments should be
undertaken unless appropriate to the content and context of the
programme.

B.2.4

Ideally I am delivering an 8 week course via live meeting. It is
working fine.

A.1.1

With sufficient and appropriate pre-delivery screening potential
mental health conditions are more likely to be picked up at an early
stage. I screen for all my courses in the workplace and this has on
two occasions picked up participants for whom mindfulness is not a
suitable intervention.

A.1.2

But care is needed that in reducing absence mindfulness doesn’t
become exclusively performance orientated.

A.1.3

However, it's useful for organisations to develop a culture where
employees feel that comfortable with being able to express if they
require support.

A.1.4

It is helpful for mindfulness to be seen not just in the context of
stress reduction but also increasing wellbeing. However, again care
is needed for this not to be exclusively performance related.
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W-006

W-007

A.1.6

The introduction of mindfulness might inevitably bring about
cultural change in organisations. Where the existing culture is
misaligned and remains misaligned with mindfulness, this raises
ethical issues around its delivery in the relevant workplace. Cultural
issues should be taken into account by providers of mindfulness in
the workplace.

B.1.1

However, upon discussion and exploration, often organisational
motivation might reflect more closely motivations present in other
contexts.

B.1.2

This is true but if organisations want a truly robust intervention, care
must be taken in compromising too far the delivery in terms of
reduction of overall length/time of sessions.

B.1.4

Power dynamics exist far more in orgnisations but it's possible to
note these dynamics in operation even in public courses. Many
groups have some form of power dynamics in them.

B.2.2

Absolutely! Flexibiliy and creativity are key when designing
workplace programmes.

B.2.3

The workplace offers a unique opportunity to encourage a 'way of
being' or 'art of living'. That is, the workplace might be viewed as a
series of opportunities to practice informally which compliment
shorter formal practice times.

B.2.6

Having in house champtions is incredibly valuable, particularly if
they are someone who is respected within the organisation.

D.1.1

It might be useful to remember that MBSR/MBCT are not the only
training pathways available. The Breathworks course, for example,
is well suited and transferable to the workplace due to its relatively
high didactic content and relevance.

A.1.2

There's a number of elements in this statement. Workplaces CAN be
the cause of stress for employees, I can't comment on whether that is
often the case. In my department mindfulness is used to help
employees to build resilience - rather than to reduce sickness
absence specifically.

C.1.3

Understanding org culture and power dynamics can help, but I don't
know if its essential

D.1.1

I don't know if its too onerous as I don't know whats involved in the
academic pathway. I trained whilst in the workplace with
Breathworks over a 12 month period which was manageable whilst
working

D.1.3

It depends what they are teaching and what the workplace requires.
If the workplace is only interested in wellbeing outcomes then the
standard stress courses may be adequate and additional workplace
training may not be required

E.1.4

don’t know as I don't know the current academic route

A.1.1

Training in MBCT/ MBSR or psychological training is essential
here. Alterntaively , agree with client that scope of work is 'training'
not therapy and mirror client safeguarding policies.
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A.1.2

Need to be clear on motives ie A3. Not all workplaces are causes of
stress and positive,sustainable productivity is an important outcome
for engaged happy workers.

A.1.3

Beyond 'not helpful' Mindfulness should NOT be used with these
clients unless part of a change programme aimed at fixing the
systemic failures.

A.1.5

A great reivew of this in Good et al 2016, emphaising that the
evidence of this is still embryonic but encouraging

A.1.6

Mindfulness alone is not that powerful at the organisational level - if
it were it would be all over the place!. Training needs to be part of a
mutli disciplinary approach where the skilsl are embedded into a
strategic change programme.

B.1.1

What outcomes does the client want? Most important question…

B.1.2

Of the courses reviewed in Eby et al 2017(Table 2) just under half
were NOT MBSR nor MBCT. There needs to be a robust
recognition that one size does not fit all and that clinical training
models constrain access

B.1.3

These are critical features. When addressed successfully - as they
are in WorkplaceMT, mindfulness training can be offer valuable
outcomes. Eg In WorkplaceMT we call these ‘foundation’ variables.
In an unpublished paper WorkplaceMT was evaluated using
validated tools and showed statistically significant improvements in
stress management amongst the Vetinery profession.

B.1.6

Creating a strategic business case for mindfulness is the way to
overcome this -with relevant, agreed ROI

B.2.1

Depends on the ouctomes sought

B.2.2

E.G. For CVS TME adapted WorkplaceMT to include scientifically
robust exercises which were more credible for Vets who are
scientifically literate.

B.2.5

Client centric In house evaluation is a most powerful measure of
client relevant ROI and fit of training to strategy

C.1.1

A merge of the applicable bits only.

D.1.3

Would need evidence of the relevance of University element and
what is meant by that?

E.1.4

Building on existing management centric standards

F.1.1

Ref Lomas et al 2017 - there are many courses that are NOT 8
weeks in length . Standards should fit the type of outcomes requried
rather than be based on course duration.
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W-008

A.1.1

It’s a training program not therapy. Workplace Mindfulness trainers
need a very basic awareness of mental health conditions but should
not be mandated to have the skills to deal with them when they
arise. They could arise on a leadership program or a time
management program and nobody mandates these trainers to be able
to deal with mental health issues. What should ALWAYS happen is
that the trainer should ask for the company triage process to deal
with issues like these, and act in accordance with these. Due to the
nature of this training most mindfulness trainers would have much
more awareness of this anyway

A.1.2

I agree that stress is the no 1 cause of workplace sickness absence,
but mindfulness can and is also bought in for a number of other
productivity, creativity and well being reasons.

A.1.6

Culture shift can take years, but mindfulness can certainly help to
positively change working cultures if desired

B.1.1

Agreeing the desired organisational outcomes at the outset is vital.
Time spent getting to know the organisation and the challenges it
faces is time very well spent as it allows trainers to adapt and
contextualise to ensure program success. Mindfulness IS NOT
ALWAYS THE SOLUTION - so this diagnostic phase allows
trainers to suggest alternatives if mindfulness is unsuitable of the
time / culture isn't right.

B.1.2

My experience and research demonstrates this. 8 week MBSR and
MBCT were designed for an entirely different audience. In "The
impact of mindfulness on well-being and performance in the
workplace: an inclusive systematic review of the empirical
literature. Lomas et al 2017, over 113 Workplace Mindfulness
interventions are evaluated. The average duration of the program is
6.8 weeks, with programs of 4-8 weeks accounting for 61% of the
programs.

B.1.3

Language and alignment are vital - and mindfulness at work trainers
need the ability to understand the mindfulness program sufficiently
to adapt it - some elements may be adapted and moved - others
should not - trainers need sufficient knowledge to make wise
judgements about what is adapted and why, and its likely impact

B.1.4

I broadly agree that this is beneficial - but this should not be
mandated. Companies do not employ management and leadership
training providers on the basis that they MUST be able to
understand and manage any power dynamics that might arise - this
is simply good training practice. As workplace mindfulness trainers
should be experienced in the workplace environment they are
teaching in, they should already possess this.

B.1.6

Overly rigid procurement processes, led by uninformed buyers often
lead to poor purchasing decisions

B.2.1

I broadly agree with this. Its broadly agreed by researchers that it
takes 6-8 weeks to embed a reasonably robust new habit. Too short
and there is not enough time to embed new desired behaviours, too
long and companies are reluctant to buy - irrespective of the
supporting evidence.
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B.2.3

In my experience of teaching 300+ managers and leaders, some
struggle to do 15 minutes a day - but this 15 minutes can have a
huge impact - research is starting to demonstrate this too.

B.2.4

I have seen online work well and achieve similar outcomes - but the
drop out rate is really high. Research suggests that we make more
neural connections when learning with others - so the knowledge is
better embedded. On a practical level, the trainer can also identify
and address challenges as they arise.

B.2.5

I evaluate pre and post at my own cost to add to the evidence base however RCTs are very problematic to organise, and its really really
difficult to get participants to fill in very lengthy pre and post
questionnaires, or commit to pre and post interviews. This is
hampered further by some organisations over zealous application of
data protection regulations - making it difficult to collate pre and
post data and contact individuals to chase completion of metrics

C.1.1

I agree and disagree. We need a standard assessment tool, but who
should own it, and regulate its use? I believe the MBI TAC
addendum for teachers is much more in line with workplace. Who
gets to say what 'good' looks like? Who is eligible to charge others
for assessment?

C.1.2

An experiential understanding is absolutely essential - but western
analytical minds often need a conceptual and theoretical basic
understanding first before they commit to experimenting with the
new experience.

C.1.3

Anyone familiar with delivering management, leadership and
interpersonal skills training will have this knowledge, as do
professional coaches, and those in senior positions who retrain as
mindfulness teachers - this should be covered by the criteria that
those delivering training need knowledge and experience of the
sector they will be delivering in.

C.1.5

Designing bespoke programs does need a lot of skill - which is why
not all mindfulness teachers make good workplace mindfulness
teachers. Blindly following an established curriculum without truly
understanding why it is structured in the way it is, and why certain
content and activities are included is very dangerous too.

C.1.6

A good trainer does this. Why do we call them 'mindfulness
teachers' throughout this document? In workplace language they are
trainers. Maybe we need to differentiate.

D.1.2

I agree broadly. Good mindfulness teachers teach from experience this experience can only be gained via practice. Frantic World 8
Week course should be included as this is one of the most
commonly encountered format of 8 week courses in a workplace
format. The problem here is attending such a course to begin with.
These courses are rarely available in the workplace, and often in
village hall set ups at difficult times to attend by those who are
working. Some flexibility may be needed here. The established
home practice is vital. Some currently calling themselves a
mindfulness trainer for the workplace haven't even attended a 8
week course, and never teach this format of training - how do we
legislate these people? Some have taught 100s of people!
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W-009

D.1.3

I agree and disagree. I agree that workplace specific training is
needed for those used to teaching in a non secular or clinical
context. Workplace specific trainer training such as WorkplaceMT
covers these aspects. My concern is who regulates who is
accredited to offer these trainings? Who decides what should and
should not be included? Are they best placed to be making these
decisions?

E.1.1

In principle I agree and I have benefitted greatly from retreats which
have helped inform my teaching. The difficulty is finding high
quality entirely secular retreats. In my experience few teachers who
are supposed to attend annual retreats actually do - especially if they
are very busy. Its a good idea to look at different requirements for
part time in-house trainers too - but in some ways these trainers need
a retreat even more - but simply haven't got the time to fit this and
other demands in. Its a difficult one - certainly something that
should be aspired to.

E.1.2

Ideally teachers should meditate for around 30 mins a day - this is
beneficial and good practice.

E.1.4

As this isn't clinical work - 'supervision' as such is inappropriate.
Mentoring IS important. Change Supervision to Mentoring and I
would tick yes. Mentoring standards should be tied in with
recognised management mentoring standards such as National
Occupational Standards CFAM&LDC3 'Mentor individuals'.

E.1.5

This is tricky. Are you saying remuneration impacts on the
motivation of employees (trainees) or of the mindfulness trainer?
In the case of trainers - in reality this will self regulate anyway anyone who tries to introduce mindfulness into an organisation that
is clearly toxic, or behaves unethically, will gain a poor reputation
and not get future work. As said earlier, mindfulness isn't always
the solution, and irrespective of remuneration offered, good trainers
will walk away from work which will have limited or a negative
impact, as this benefits no one. However- good trainers with
excellent credentials should be able to ask for suitable remuneration
to earn a living.

A.1.1

In my organisation we have guidance for line managers on how to
deal with employees who have mental health issues, I would refer
any teacher to these in the first instance, particularly as it refers
people to the sources of support we want them to be using.

A.1.2

In my organisation we see mindfulness as an engagement tool and a
way to signal that we value employees and want to provide an
excellent employment offer.

A.1.3

I think there is definitely a danger that organisations see mindfulness
as a way that they can pile more and more on employees, and
because they have mindfulness they'll be able to cope with it better.

A.1.5

I have anecdotal evidence from a few people in my organisation
saying that mindfulness has helped them focus at work, for example
when having to read a long technical document which might be
quite dry and boring.
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A.1.6

But only if compassion is specifically included in the content. I feel
that there is not a good understanding in the corporate world of what
compassion really is - ie, it is not indulgence or letting people get
away with stuff. For this reason there is resistance.

B.1.1

Although it must be said that my organisation was very open to
mindfulness, so I don't have much knowledge of what the push back
is and why.

B.1.2

I definitely agree with this, there are a lot of people who genuinely
want to commit but then something urgent comes up at the last
minute and they have to drop out. This happens with all training
courses, we haven't really cracked that yet.

B.1.3

I've chosen "agree" but I only agree to an extent. Apart from what I
said above about compassion, which I think can be a tricky concept
in the workplace if not understood correctly, I find it difficult to
understand how an organisation's values would conflict with what
mindfulness teaches.

B.1.4

There is a definite issue if people are on a course with more senior
people in their line management chain, how much will they want to
reveal and how authentic can they be. Having said that, I was
recently on an away day and the only reason people got off their
chairs and lay down for the body scan was because their director
took the lead and did so himself. So it can be a positive thing.

B.1.5

In my organisation we deal with this by using mindfulness based
interventions which can be delivered by non qualified people such
as myself.

B.1.6

I think the appeal of online courses also lies in the fact that they can
appear more time efficient (even though they are perhaps not) Also,
worth noting that in my organisation mindfulness would not come
out of the training budget but out of the wellbeing budget.

B.2.1

I'm not sure about this one. I don't have enough knowledge of
what's available in other organisations to comment.

B.2.3

I'm not sure about this one either. There are plenty of people who
do 30-45 minutes a day and many of those work full time, so I think
there is a bit of a Venn diagram here. Also we still don't have
enough research to be able to definitively say, how much practice is
the optimal amount and how much is just not worth bothering.

B.2.4

I think there is no substitute for face to face training with
mindfulness.

B.2.5

Definitely agree with this, my organisation loves evidence and data,
we are an analytical bunch, so there is definitely pressure to
evaluate, evaluate, evaluate. However I have also been quite
successful in pushing the message, do it because it's the right thing
to do and makes staff feel valued, not because it can be measured.

B.2.6

Personal stories are so powerful and have really worked in my
organisation in other ways, such as breaking the stigma of mental
health.

C.1.1

I don't have enough knowledge of MBI:TAC to answer
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C.1.2

Absolutely right, I don't see how someone could teach mindfulness
in an intellectual way only, without having taken their own journey.

C.1.3

Agree, but I don't think we should overplay the differences - the
people who turn up to mfn sessions are still people regardless of
where they are - in the workplace or in a clinical setting.

C.1.4

I'm not sure about framing for the particular organisation. I think it
would be helpful but not essential. I think there is also a danger of
dilution if we start doing things like not using the words
"meditation" or "compassion" and similar terms. This is what mfn
is about and if the organisation is not ready for language like that, it
is probably not ready for mfn! I think it's more about focusing on
the benefits that are particularly relevant for the workplace.

C.1.5

I think this touches on what I said in my answer to C4.

C.1.6

Yes, but as I said in my answer to C3, I think we shouldn't overplay
the differences in group dynamics in and outside the workplace.

C.1.7

Definitely, in my organisation they love hearing about the
neuroscience of mindfulness, it gives it legitimacy.

D.1.1

Most organisations would not be prepared to wait years for someone
to qualify.

D.1.3

I think workplace based mfn training could carve its own niche just
as MBSR and MBCT have done.

D.1.5

At the moment I'm not aware anything at all exists!

E.1.1

I think most organisations would not want to let their teachers off
work for a whole week to go on retreat.

E.1.2

I'm not sure whether I agree or disagree. I see where the statement
is coming from, but I also feel that as one becomes more
experienced in mfn, one develops an understanding of how much
practice one needs and how this evolves over time. So at times, the
teacher might not be practising as much as they encourage their
students to do, but that would be fine if it comes from a strong and
genuine understanding of their own needs.

E.1.3

Again, my organisation loves to hear about existing research in this
area.

E.1.4

I'm not sure if supervision is even more important in th workplace, it
is really important full stop!

E.1.5

I don't see how the code of conduct would need to differ for the
workplace.

F.1.1

Not sure whether to agree or disagree because I think we risk
overcomplicating things and the average HR professional looking at
all this might become overwhelmed. But I don't want to disagree as
I see this statement is well intentioned.

F.1.2

Again, not sure about this because of my answers to F1 and E5
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W-010

A.1.1

Can be helpful to offer pre-course guidance about when it is not
suitable to engage in a course (recent bereavement/relationship
breakdown are the most common issues) and offer opportunity for
confidential one-to-one discussion with mindfulness instructor prior
to course to discuss if best time etc

B.1.2

When using evidence base to 'sell' mindfulness need to be clear on
what it is based (eg traditional 8 week course / adapted etc).
Sometimes I think an adapted form of mfn traiing is 'sold' using the
evidencewhich is based on longer courses etc

B.1.3

Language may need to be adapted but without losing integrity/
subtlty.

B.1.4

While it is stronger in workplace courses due to line managing
relationships etc you can still get them in general courses with
family participants etc

B.1.6

Need to be aware that completion rates of online courses may be
lower. Also lack of support.
Other comments ** also around set-up eg not using meditation
bells/ not lying down (so seated body scan); movement that can be
done in work attire and often in little space; walking practice can
rarely be done in a workplace setting in class so needs to be
encouraged for home practice. Environments for workplace courses
can also be challenging eg tables obstructing / other colleagues
walking in and out of sessions / glass windows etc etc . Also higher
absenteeism due to work commitments and need to be willing/ready
to work round those so don't lose participants

B.2.1

not all are equal… lack of evidence over shorter courses and
sometimes workplaces ticking a mindfulness box by doing a one-off
session which won't have any lasting impact

B.2.2

I find that most of the usual exercises can be adapted rather than
doing something different

B.2.3

I find that people like to have choice of shorter and longer practices.
When I offer shorter practices some people will find it easier/prefer
to do longer practices and/or do them at weekend.

B.2.5

Depends on the purpose of evaluation. If a research study then of
course academic support useful but that is quite time-consuming and
most workplaces won't have those links so I think unrealistic to
expect that.

C.1.3

see comment re. enrolment / assessment

C.1.5

A trainer should not adapt mindfulness withouthaving substantial
experience of teaching the 8 week course first.

C.1.7

Depends - Not sure you need anything extra as long as thorough
understanding of mindfulness, training and have existing experience
of teaching mindfulness. If you don't have that then yes you would.

D.1.1

There are so many different training pathways now not sure what is
meant by academic training pathway. Agree not realistic to expect
someone to do a Masters.
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W-011

D.1.2

Not sure why 'something of similar intensity' - that opens door to
experience of something poorly adapted then being repeated.

D.1.5

It's not just about qualifications though - just because someone has a
qualification doesn't automatically give them skills. Don't think
people should be able to not do certain elements of training because
they have other qualifications - often the training has specific
mindfulness context that is really important.

E.1.1

I think it is important to have something here though perhaps not
necessarily 7 days

E.1.2

I don't think it's helpful to set a minimum time frame for daily
practice. A range may be more helpful. Practice is about quality not
quantity.

A.1.1

Spot on. Although mindfulness training may be offered to
employees through by the Occupational Health Provider as a clinical
intervention.

A.1.2

It is right that mindfulness training is often offered to improve
resilience and reduce sickness absence but I feel it is important to
make clear that it will not work if stress is related to unmanageable
workloads or bullying by managers etc.

A.1.3

Yes it will only work in functional cultures. It is not a remedy of
dysfunctional cultures

B.1.1

MBSR/MBCT format works well when the motivation is to reduce
stress and improve wellbeing. The insights taught and language used
in MBSR/MBCT do not fit well with leadership development.

B.1.2

Yes lot's of good alternatives are emerging in the workplace that
combine face to face teaching with virtual and peer group led
teaching; and make use of different session formats and timings.

B.1.4

This is a challenge when working with teams in organisations. If
offered through the learning curriculum for particular grades it is
less of an issue

B.1.5

Yes this is a difficulty that can be met with a mindful attitude and
some creativity (as can many other issues of introducing and
embedding mindfulness training in organisations)

B.1.6

The lack of clarity about the outcome of a mindfulness course (is it a
stress reduction course or a EI development course?) means it is
often overlooked. Plus, many organisations have little interest in
spending on wellbeing.
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B.2.2

There may be a need to adjust (1) the language, (2) potentially some
of the practices or exercises that are used to convey a learning point,
(3) the practice length to suit the session duration and (4) to add
some relevant research and create a link to organisatoinal objectives/
culture. Beyond that I don't think we should advocate the need for
changing content: MBSR/MBCT are evdience-based interventions
that work well as stress reduction / wellbeing programmes. Courses
like Working Mind or SIY are excellent for EI and leadership
development. However, there is still a need to have one or a few
standardised evidence-based mindfulness courses for EI or
leadership development. As far as I'm aware neither Working Mind
nor SIY are based on sufficient evidence

B.2.3

It depends on what people expect to get from the course. People
who take an MBSR/MBCT course are also often in employement
and do find time to practice 30-45 minutes. If mindfulness is taught
as an EI/leadership intervention shorter practice time is more
feasible

B.2.4

Yes. In my experience having a face to face initial workshop or
training session is an important predictor of success

B.2.5

Yes, it is essential especially if courses have been adapted.

C.1.1

Using MBI:TAC as a foundation seems very sensible

C.1.2

Absolutely. Although in my experience it is extremely helpful to
create some room for sharing conceptual knowledge and the most
relevant evidence base, especially with senior audiences, to manage
potential discomfort, mistrust or cynicism and to aid motivation. In
the workplace, balancing the two apects - without compromising
either - is key.

C.1.3

Yes an understanding of (1) what the organisation does, (2) what
people's day to day jobs are like, (3) the language of the organisation
and (4) its core culture will be very helpful. Power dynamcis will
mainly play a role if a course is taught to a team / department where
people know each other but are of different levels of seniority

C.1.4

Yes trainers will quickly lose credibility if they do not speak the
language of the organisation

C.1.5

Workplace mindfulness trainers need to know how to manage the
relationship with their paying client, the organisation. They also
need to ensure independence and anonymity and confidentiality of
participants when teaching. I think we should clarify what we mean
by designing bespoke programmes: There may be a need to adjust
(1) the language, (2) potentially some of the practices or exercises
that are used to convey a learning point, (3) the practice length to
suit the session duration and (4) add some relevant research and
create a link to organisatoinal objectives/culture. Beyond that I don't
think we should advocate the need for bespoking: MBSR/MBCT are
evdience-based interventions that work well as stress reduction /
wellbeing programmes. Courses like Working Mind or SIY are
excellent for EI and leadership development. There is a need to have
one or a few standardised evidence-based mindfulness EI or
leadership development courses

C.1.6

Yes, and this is the same with public mindfulness classes
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W-012

C.1.7

Sharing some of the mindfulness research relevant to the workplace,
the desired outcome and the workplace's culture can be very helpful
in enhancing engagement

D.1.1

I don't feel that it is too onerous but that it is appropriate to the level
of skill that a trainer needs to develop in order to be able to teach
and engage with the class from an place of embodying mindfulness.
If anything, the need to adapt the mindfulness course to suit the
particular workplace requires an even deeper understanding of the
components of the course, the key learning points and the
framework used to tie them together. Hence, if anything, workplace
teachers need a more in-depth teacher training pathway and more
experience than the average trainer. So I would be careful from
diluting the training requirement in any way.
What is meant by 'apprenticeship style' pathway?

D.1.4

The 'in house' training pathway would need more explanation before
I can agree with it. Teacher training should be facilitated by highly
experienced teachers and I believe there is much benefit in teacher
training being offered by academic institutions with a strong track
record, a breadth of teaching faculty and a depth of teaching
expertise

D.1.5

Again, this statement would need more information on what is
meant by 'simpler' and what existing skills and qualifications should
be recognised before I can agree with it. The 12 month intensive
teacher training pathway offers a fast yet suitably intensive pathway.

E.1.1

Yes there could be different retreat requirements, although one 4night long retreat per year is not a heavy requirement and is useful
for anyone with an ongoing regular practice

E.1.2

Stating a miminum recommended daily practice time for trainers
would be helpful

A.1.1

Partly agree, I do feel though that some organisations consider
implemting mindfulness as a "fix" for stressed out employees of
which some may have mental health conditions (often this is budget
driven too as mindfuilness training is more cost effetive than
offering 1:1 psycotherapy sessions.

B.1.6

Partly agree, it depends where the budget comes from i.e. if central
training budget or if specific departments fund.

B.2.3

I believe this is true for courses for the public too!

B.2.4

I think face to face is very important.

B.2.6

Often crucial!

C.1.7

I think this is true for all courses, many people are keen to hear
about the neuroscience.

D.1.2

Consider adding "a minimum of one 8 week MBSR /MBCT course"
- Ideally more than one!

D.1.3

Not sure about this one, many may have worked in house before. I
wonder if this would add more criteria / restrictions not needed?
Possibly OK if optional.
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D.1.4

Agree but not sure many organisations would have the budget /
appetite to do this - i.e. they wouldn't do this for other courses.

D.1.5

Partly agree as long as not too diluted from the standard training.

E.1.1

As above, keep guidelines related to authentic / embodied teacher
close to as per non workplace teacher.

E.1.2

Maybe put 20/30 mins?

Wider panelist’s general comments and response to the working draft GPG
W-001
In my opinion, it is important that participants are made aware that while mindfulness
is about stress reduction, it can feel stressful sitting with things as they are. The
assessment process is therefore important and the trainer needs to feel confident about
when and where to sign post people and when it is appropriate to let potential
participants know that this isn't good timing for a training like this.
I agree that all sorts of different formats of training will be offered, not just the 8 week
and often that actually isn't the most appropriate. The trainer needs to be skilled in
managing the group as is appropriate for a work place setting.
Home practice is likely to approached differently with many participants engaging in
the informal practices more regularly than the formal practices and this needs to be
handled skillfully by the trainer.
Great to have in-house trainers who know the organisational culture well but are
steeped in their own personal practice and mindfulness training. I really like the
reframing of retreats as ' mindfulness practice intensives'. Ongoing personal training
and practice is absolutely vital.
I imagine many professionals based in the workplace won't belong to bodies like the
HCPC or BPS, etc. So it would be good to have something - perhaps something like
the 'good teacher guidelines' that does stipulate a minimum level of training/cpd/
practice/supervision in order to ensure that good standards are maintained.
W-002
Supervision – in my experience there are not enough supervisors skilled in working in
the workplace and so this needs developing if it is to be recommended (and maybe
people need fast tracking) I wasted money and time with a supervisor who was just
guessing. Perhaps acknowledgement that the supervisor needs workplace experience
would be good.
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Courses – If this is guidelines for delivering MBSR/MBCT etc in the workplace then
that is fine. However some of the best workplace mindfulness courses are not adapted
from these roots – and are very (if not more) effective. I feel that what you have
written here re these courses is biased and exclusive, at best, and unlikely to deliver
the best, most transformative, programmes in the workplace.
My research has shown that manypeople have found these therapeutically based
courses just don’t work in the workplace and adapting something that doesn’t work is
not good teaching practice. Their root is in individual psychological change (usually
limited to stress) and not designed for team/group/organisational change (which is
potentially much more transformative). There are some excellent models that
mindfulness training in the workplace can be linked to (as CBT/mindfulness were put
together for depression). Why start with a sock when you need a vest – just start with
the vest!!! The courses in the guidelines are only fully evidence based in therapeutic
contexts so it is not at all correct to say they are evidence based for the workplace –
the context vastly changes the potential and the outcomes.
Chris Tamjidi’s course (he is delivering some of the mindfulness in the workplace
masterclasses in Oxford this year, so in theory his work is validated implicitly by
them) is not at all based on MBSR or any of the others – it is designed for the
workplace and it is the best course I have worked at that actually addresses some of
the issues you raise – eg organisational change.
W-003
I hope that the experiences of those who have introduced mindfulness to many tens
of thousands already in organisations (both here at Mindfulness at Work and more
globally as Potential Project) will be helpful to this movement. What we share is not
clinical, it is not therapy, it's about introducing people to the space between stimulus
and response and enabling them to have greater awareness and kindness for
themselves and others. We just walk those first few steps with them and then signpost
them to all the things that can help support the ongoing journey. We don't have the
answers, but they now have access to the wisdom that will enable them to truly
flourish.
W-004
This is a great piece of document and I like how thorough the document is. I agreed
with all of it and wanted to add that the teacher in the workplace has to really embody
this just like we would require for a normal MBSR teacher. I worry that because of
the popularity of mindfulness in the workplace at the moment, we might have more
teachers that lead from the head. I feel like someone may have done all the training,
tick all the boxes but still lead from the head not from the heart.
(responding to researchers request for comments on the GPG)
Yes sorry forgot to comment on that. I think it is complete and I would agree with it
all. Thinking of how I can best use this is a bit tricky for me. Let me explain, I am
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developing an in-house group of mindfulness champion/trainers within the company.
These people are based globally and I am doing a pilot at the moment with the Latin
American countries. They are following the 8 week (Mark Williams curriculum) with
me and I will then do a face to face training with them.
They will be delivering 30 mins sessions over 8 weeks with a guided practice of 15
mins in Spanish and Portuguese. It will be difficult to get everyone follow the
supervised path way. I am very conscious of the work that someone has to do to be
able to deliver this with integrity. So this is why I am doing it as a pilot and I will
assess and see if this is the best way forward. For me it is not as much as the
qualifications that you have done but about the embodiment of mindfulness. And the
teacher having their personal practice to be essential. My intention is that I will be
able to assess and evaluate the readiness for each of them to do that when I meet them
face to face and experienced their delivery. My sense is the GPG for the workplace
offers very much the framework to be able to do this work but is not the end of the
story if you see what I mean. So for me the challenge will be to get all the champions
to get the qualification as requested in the document.
The other point is to also monitor the quality of the trainer after each series.
W-005
For teachers facilitating in the workplace, flexibility around the programme is key.
However, if the individual has not taught a significant number of MBSR/MBCT/
Breathworks courses in their original format, there is a risk that the underlying themes
and purpose of these programmes could be lost. It is therefore suggested that any
individual wishing to teach in the workplace should first teach a minimum amount of
the original course, (perhaps 10 courses), in order to know the material sufficiently
well to be able to adapt it without losing the intended themes and purpose of the
programme. It is also suggested that there is a difference between a personal
conceptual/experiential understanding of MBSR/MBCT/Breathworks and teaching
these courses.
The workplace presents demands in terms of managing power dynamics, attending to
psychological safety and other issues. It is therefore useful for an individual wishing
to teach in the workplace to have had prior experience of teaching in contexts that are
similarly demanding.
Given the need for flexibility in workplace provision, it is unlikely and inappropriate
that any workplace training would offer a set curriculum to be taught. However, it
may be that there are key themes that could be identified as being useful in the
workplace which could be conveyed to potential trainees. In addition, practical skills
training such as in didactic presentation, PowerPoint etc. would be useful so that
trainees feel confident in all areas.
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It is suggested that 12 months would appear a relatively short period of time to
acquire the skills and competencies needed in the workplace. An initial period of 12
months to learn to teach MBSR/MBCT/Breathworks followed by an additional 12
month period to learn workplace specific material might be more appropriate.
Given the need for flexibility in the workplace, it seems important and necessary that
those individuals facilitating in the workplace are able to be creative in designing
programmes. However, care also needs to be taken that these programmes are aligned
with the basic purpose and values of mindfulness. It would therefore seem beneficial
that these basic foundational purpose and values been identified so that providers can
ensure that their offering is in alignment.
It is also suggested that mindfulness in its current form may not always be appropriate
for delivery without the addition of other modalities/methods. For example, in a high
pressure, high stress environment, it may not be skilful to ask participants to be
present with their experience as they may feel overwhelmed. In these environments,
offering some relaxation techniques may lower the physiological baseline to the
extent that participants are able to access mindfulness safely and in a way that will be
beneficial. It would therefore seem useful to individuals offering mindfulness in the
workplace to have/develop other forms of training that could be incorporated into the
overall mindfulness offering.
W-007
I was wondering , did you have any companies or business related institutions i.e.
what for me would be ‘client’s ‘ provide any themes?
The document is of course a GPG for mindfulness teachers, but in my world they will
only prevail if they are fit for the purpose as defined by the client. Ie Will the client be
satisfied, pay the bill and ask you back for more.
We can have all the standards we deem academically relevant, but at the end of the
day most of us have mortgages to pay and children to feed.
So I’d love to see a 'part b' to this questionnaire, where we explore what it is that
‘clients’ and business management bodies want from mindfulness teachers….of
course our job is to educate them in this but its an iterative 2 way process in my
experience.
A couple of general comments I would add if I may, they are offered in the spirit of
support and to build on your excellent work so do please set up a call with me if it
does not come across that way in an email format?
1. There seems to be confusion about the purpose of mindfulness teachers in the
workplace? i.e. What outcomes are workplace based mindfulness courses looking for?
e.g. Performance and Productivity vs Stress Management …or both?
Stated clarity on this point would inform the scope of this GPG. We need to remember
that we are teaching skills to ‘healthy' populations at work NOT clinical in scope (Its
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heuristic but those well enough to work are well enough to be deemed ‘healthy
enough’ to work’).
2. Can we avoid replicating the constraints of the clinical world? To succeed in the
corporate world, providers need to be agile and responsive. If not someone/entities
with less regard for the GPG will step in a fulfil demand as market forces - not
academia - prevails in this sector.
E.g We already know that it its not practicable for many excellent teachers of high
integrity, to attend 7 day retreats. We also suffer with a shortage of trained supervisors
and lack of agreement re supervisor training standards for MBCT. Lets not re-invent
the wheel here as we nationally agreed management standards in place which can
inform our work here.
W-011
In sum:
- I was encouraged to see that the guidelines have been mainly tweaked and that the
essence of them has been maintained
- Many of the tweaks are spot on. In particular I think the comment that teachers in
the workplace should have an understanding of how to recognise and manage mental
health conditions, and any referral processes available is vital.
- I was slightly concerned about the reference to the apprenticeship pathway. From the
information provided I was unclear what is meant by it. In my view, the need to adapt
the mindfulness course to suit the particular workplace requires an in-depth
understanding of the components of the course, the key learning points and the
framework used to tie them together. Hence, if anything, workplace teachers need a
more in-depth teacher training and more experience than the average trainer.
- I was also confused by the reference to personal practice needing to be
commensurate with the teachers level of experience and the amount of teaching they
undertake. Surely every teacher of mindfulness needs to have a personal practice
independent of whether they do any teaching or not, and of how much teaching they
offer? I’m also not sure of the correlation between level of experience and personal
practice? I thought the reference to ‘intensives’ could be confusing as I’m not aware
of any ‘intensives’ being offered anywhere. I don’t understand the need for a different
word. What was the rationale for this?
Generally speaking, I would be careful to dilute the teacher training requirements for
workplace teachers. They present an suitable set of minimum requirements and are an
appropriate safeguard against shallow mindfulness training by teachers with no
regular personal practice. In my experience (from asking interested people to apply to
become a trainer for our network), a lot of people in the workplace are interested in
teaching mindfulness but they view it as just another skill or qualification to add to
and enhance their CV. They often don’t have an ongoing commitment to mindfulness
and no sustained personal practice. As a result, I decided to sacrifice speed and
scalability, and wait another year to see who really has an ongoing commitment and
practice
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W-013
I did not mention my concern about that, but do think there is truth to that. There are
great ways for becoming a good mindfulness instructor and MBSR is just one. And
the global field of mindfulness is certainly biased towards it, for historical reasons.
One related thing I thought about after sending my previous email is this: The
document suggests that facilitators ideally have a health/care/psych background. I
agree that can be useful. But from my experience in delivering more than 1500
workshops in very different workplaces, I have earned that having a background that
matches the background of the participants is equally important, or more important.
Send a well-intended MBSR psychologist to McKinsey, Goldman Sacs or any other
high performing organization, and participants wont be able to relate, and hence learn.
On the other hand, if you send a former banker, that has been formally trained to
facilitate, he will have much better impact. Full disclosure, I both have a psych
background and a business background and am not biased towards either of them.
Each have its time and place.
W-015
I have three comments on the GPGs and they otherwise look good.
A2. 'formalised' apprenticeship pathway
- perhaps consider adding the word 'formalised', as an apprenticeship pathway is a
little vague and could be interpreted as sitting in on a couple of courses.
B1. equivalent life experience
- I agree that this needs to be in there, but I just worry that it undermines everything
that's come before due to wide range of interpretations.
B4. groups they are working 'with/in'
I think there may be a word missing at the end of this sentence.
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