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Abstract of Dissertation  

Understanding the Role of Mindfulness In the Professional‘s Experience of  

Being Recently Laid Off: An Interpretive Study 

 

An interpretive study was conducted to understand the lived experiences of 

professionals recently informed of being laid off or recently have been laid off to 

determine future support and resources for their well-being and reemployment. This 

research examined how professionals‘ mindfulness played a role in their layoff 

experience, self-perception, sense of well-being, and search for reemployment. The layoff 

context was new for mindfulness research.  

Eleven professionals (from 35 applicants) met the criteria: ―laid off professional‖ 

was recently informed of  being ―laid off‖ or recently had been ―laid off‖ (recently means 

within last 30-45 days), a ―professional‖ (full-time exempt employee with a company for 

at least one year), and scored as ―mindful.‖ A ―layoff‖ was involuntary due to 

organizational change, rather than the failure of a professional‘s performance. 

―Mindfulness‖ was operationalized and measured by self reporting using the Five Facet 

Mindfulness Questionnaire (FFMQ) (Baer, Smith, Hopkins, Krietemeyer, & Toney, 

2006).  

Mindfulness was defined as ―the awareness that emerges through paying attention 

on purpose, in the present moment, and nonjudgmentally to the unfolding of experience 

moment by moment‖ (Kabat-Zinn, 2003, p. 143). Self-perception was one‘s awareness 

along a continuum of the ―I‖ or minimal/subjective self that is present centered and ―me‖ 

or narrative/ objective self that is temporal (Gallagher, 2000; Hoare, 2006). Well-being 

was a state of good mental and physical health.  
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Participants‘ interview transcripts underwent narrative analysis. The results 

suggest mindfulness seems to play an important, positive role of a professional‘s recent 

lay off experience. Mindfulness, self-perception and well-being appear to be highly 

interrelated and relate to the search for reemployment. Mindfulness facets were shown to 

be associated with the results‘ 12 themes—7 of which were considered as primary to this 

research.  

Participants‘ layoff experiences were ―catalytic,‖ but did not fundamentally 

change their self-perceptions. Self-perceptions remained the ‗same‘ and were found to be 

close to or shifted towards the I/minimal side of the self-perception definition continuum. 

Participants defined sense of well-being as a triad of ―mind-body and spirit‖ and 

indicated good to improving well-being after layoffs. Search for reemployment was 

related to participants‘ self-perception and sense of well-being. As a result, participants 

moved through, and put behind, their layoff experiences to envision positive future 

opportunities. Past experiences were viewed as lessons learned for envisioning their 

futures with optimism versus pessimism.  
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Chapter 1: Introduction 

Overview  

Layoffs are part of the world of work. Every year in the United States, thousands 

of employees are laid off (United States Bureau of Labor Statistics, 2009). The USBLS 

(2009) indicates that layoffs can occur because of temporary or permanent organizational 

downsizings and closures. At the end of August 2008, 19.9 million (12.5% of the labor 

force) were unemployed in the United States. As layoffs occur, unemployment costs rise 

in parallel. The U.S. Department of Labor is interested in ways to help the unemployed 

gain reemployment, because finding reemployment quickly reduces governmental 

spending for unemployment benefits and creates positive economic growth (Westaby & 

Braithwaite, 2003).   

So, layoffs in this context have nothing to do with the individual‘s performance—

this is about the company, the competition, the economy, what is not working for the 

corporate bottom line. This is not about her or him. For each USBLS layoff statistic a 

minimum of 50 employees‘ lives are changed in a moment. Through this traumatic event, 

some laid off individuals are able to stay well—mind and body—whereas others are 

unable to maintain well-being.  

Mindfulness may play a key role in shaping the individual‘s layoff experience and 

minimizing or eliminating negative areas of impact. There is ample research 

demonstrating that mindfulness substantially improves an individual‘s ability to manage 

stressful life events (Carmody & Baer, 2007; Kabat-Zinn, 1990, 2003; Wallace & 

Shapiro, 2006). Laid off individuals need to stay well—mind and body—through the 

trauma. Well-being is shown to be maintained through mindful practice. Mindfulness 
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research also indicates that mindful practice increases one‘s self-motivation and ability to 

make decisions (e.g., Bishop et al., 2004). These are important factors in seeking 

reemployment.  

Mindfulness—―the awareness that emerges through paying attention on purpose, 

in the present moment, and nonjudgmentally to the unfolding of experience moment by 

moment‖ (Kabat-Zinn, 2003, p. 143)—can be learned through various processes. 

Learners who practice mindfulness have been shown to regulate attention and obtain 

greater creativity and clarity for discovering answers (Kabat-Zinn, 1994; Langer, 1989, 

1997; Langer & Piper, 1987). This indicates there are opportunities for laid off 

professionals to develop a mindful practice and further shape their experiences in 

positive, healthy ways. Research on mindfulness and self indicates that how one 

perceives self can fundamentally shift to a more healthy state with mindful practice. This 

shift is away from one of self-regulation (object of experience, judgmental, temporal) to 

that of self-liberation (subject of experience, acceptance, nontemporal). Increasing one‘s 

subjective self enables a disidentification from unhealthy narratives and also results in 

greater well-being.   

Problem Statement 

Within this domain of layoffs, there is a need to gain an understanding of 

professionals‘ recent lay off experiences. A layoff has a significant impact on the 

individual. Being laid off means having to deal with such difficult areas as employment 

uncertainty, financial pressures, unhealthy emotions, and health and self-perception 

changes. Therefore, the professional‘s ability to maintain well-being and make decisions 

to secure reemployment are critical during the recent layoff experience.  
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Within organizations, mindfulness has been the domain of the successful (i.e., 

employed, performing professionals). However, the application of the concept in the 

domain of the less successful (i.e., professionals who recently have been informed of 

being or recently have been laid off) has yet to be established as a useful argument for the 

study of mindfulness, enhancing self-perception and well-being (i.e., self-management of 

stress), and engaging in job searches in this context.  

Purpose Statement 

The purpose of this research is to gain an understanding of the lived experiences 

of professionals recently informed of being laid off or have been laid off to determine 

future support and resources for their well-being and reemployment. This research will 

examine how professionals‘ mindfulness plays a role in their recent layoff experiences, 

perception of self, and sense of well-being.  

Research Questions 

This research seeks to determine the role of mindfulness in the professional‘s 

recent lay off experience. The research questions are:   

1. What is the role of mindfulness in the recently laid off professional‘s self-

perception?   

2. What is the role of mindfulness in the recently laid off professional‘s sense of 

well-being?  

3. What is the role of mindfulness in the recently laid off professional‘s search 

for reemployment?  
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Significance of Study 

Research that focuses on understanding the human lived experience of layoffs is a 

timely and timeless need. Mindfulness research within the domain of layoffs is an 

opportunity to answer a critical question regarding the well-being of recently laid off 

professionals who are seeking reemployment while dealing with this trauma. From a 

theoretical standpoint, this interpretive study is important as it explores the lived 

experiences of mindfulness within a new domain. At the individual level, this research 

highlights learning and support opportunities for the benefit of the laid off professionals.  

The results of this study could contribute to the communities of mindfulness 

research and expand the empirical literature relating mindfulness and well-being within 

the unexplored context of layoffs. The results will provide an understanding of how, 

interpretively, mindfulness plays a role in self-perception and well-being within the 

layoff domain.  

Mindfulness research also benefits from this study‘s use of a levels-of-

mindfulness instrument that has had limited empirical research use. The instrument is 

used to identify laid off professionals with levels of mindfulness. This study enhances 

mindfulness theory by using participants‘ lived experiences to understand mindfulness in 

this domain. The results will provide opportunities for future scholarly and practitioner 

education about mindfulness in the domain of layoffs.  

Theoretical and Conceptual Overview 

The constructs for this research are mindfulness, self-perception, and sense of 

well-being in context of the layoff experience. The search for reemployment is also 

explored. Well-being is based on the mind-and-body perspective and includes self-
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management of stress. This study bridges both Western and Eastern views of mindfulness 

through the definition of the mindful concept and research methodology. Definitions of 

mindfulness are found in both Eastern theory and practices (Suzuki, 1983) and in 

Western psychology (Bishop et al., 2004; Hamilton, Kitzman, & Guyotte, 2006; Langer, 

1989, 2002; Langer & Piper, 1987). There are others (i.e., Kabat-Zinn, 1990, 1994, 2003, 

2006; Tremmel, 1993; Walsh & Shapiro; 2006) who hold Western and Eastern views on 

mindfulness.  

This study aligns to Kabat-Zinn‘s (2003) definition of mindfulness as ―the 

awareness that emerges through paying attention on purpose, in the present moment, and 

nonjudgmentally to the unfolding of experience moment by moment‖ (p. 143). Although 

the differences between Eastern and Western views on mindfulness diverge on many 

points, they have in common a description of mindfulness as an attentive, metacognitive 

(knowing one knows) state of mind. Researchers agree that mindfulness can be learned 

and yet is hard to research, not because the concept is new, but because mindfulness has 

been difficult to define and measure.  

One‘s self-perception is an awareness along a continuum of self—the ―I‖ or 

minimal/subjective self and ―me‖ or narrative/objective self. The study‘s construct of 

self-perception is based on two complimentary views. First, James‘ 1890‘s view of self is 

―I‖ and ―me‖ (Farb et al., 2007; Hoare, 2006), wherein, the ―me‖ is making sense of the 

―I‖ acting in the moment. Second, Gallagher (2000) describes a similar view of self: 

―minimal‖ self is present focused and one is the immediate subject of one‘s experience 

and ―narrative‖ self is temporal and one is the object of one‘s past experiences that 

explain the future. Researchers, such as, Shapiro (1992) and Thompson and Waltz 
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(2008), suggest that mindful practice influences or shifts self-perception towards a 

minimal self.  

Given the empirical results of earlier studies, the conceptual framework (Figure 1) 

for this research is a focused perspective into the theoretical views of mindfulness placed 

in the layoff domain.   

 

 

 

 

  

 

 

 

 

 

 

 

 
 

 

Figure 1. Conceptual framework for research on mindfulness‘ role in the professional‘s 

layoff experience.  

 

Methodology Overview 

This study employs an interpretive methodology based on ―the reconstruction of 

intersubjective meanings, the interpretive understanding of the meanings of human 

construction in a given context and how these meanings interrelate to form a whole‖ 

(Greene, 1990, p. 235). Intersubjectivity is a ―second-person perspective based on 

empathy and focused on the relationship between subject(s) and object(s) (Thompson, 

2001)‖ (White, 2008, p. 27). In other words, the interpretive researcher seeks to 

understand, or interpret, how individuals construct meaning from their lived experiences. 

In doing so, interpretivist researchers ―generate or inductively develop a theory or pattern 
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of meaning‖ (Creswell, 2009, p. 8) that aim to understand intention and action rather than 

just explain behavior (Creswell, 2007, 2009; Lichtman, 2006; Ospina & Dodge, 2005). 

This methodology supports this study‘s use of an instrument to derive a purposeful 

sampling of interviewees who measure as mindful (Creswell, 2007).  

This research design consists of three stages with two methods of data gathering. 

The design supports this research rationale, questions, and participant sampling. The 

study begins with a two-phase approach to a purposeful participant selection. A set of 

criteria guides the selection of a participant pool of ―laid off professionals‖ (those 

informed of being laid off or have been laid off within the last 30-45 days) from which 10 

to 15 interviewees are purposefully selected. The primary participant pool source is a 

nonprofit career support center in the Dallas, Texas area.  

These recently laid off professionals seek reemployment. Participants‘ 

demographics are gathered on position held, industry, education, age, ethnicity, gender, 

prior experience or no experience being laid off, and experience or no experience with 

meditation or mindful practices (i.e., yoga, tai chi, meditation, Mindfulness Based Stress 

Reduction). The researcher will not personally know participants selected. Participants 

will sign a research participation and confidentiality agreement.  

Methods of data gathering are (a) demographic questionnaire, (b) self-reporting 

instrument (Five Facet Mindfulness Questionnaire, FFMQ) regarding mindfulness level, 

and (c) face-to-face, semi-structured interviews of 10 to 15 participants that are audio 

taped over approximately 1.5 hours. Data gathering occurs sequentially over 

approximately eight weeks and is divided into three time parts: participant pool selection, 

purposeful interviewee sampling, and interviewing.  
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This study is inductive and follows an abbreviated two-step data analyses process. 

First, the total mindfulness score per individual from the FFMQ is used to select a 

purposeful sample of mindful interviewees. This research focuses on the level measure 

and not on an analysis of each facet. Second, a narrative analysis is performed on 

qualitative data obtained from recorded interviews. This design reflects the researcher‘s 

core interest in understanding the lived human experience within the context of being laid 

off and the role mindfulness may play in this experience. Through these professionals‘ 

personal stories, this research provides an understanding of how their lived experiences 

are similar, different, and unique.  

Delimitations and Limitations 

The research‘s participant selection and geography are delimitations. The 

sampling size is a small group of 10 to 15. The criteria for participation are recently being 

informed of being laid off or recently been laid off (recently means within last 30-45 

days), full-time exempt employee status, and measures as being mindful. Participants, 

and perhaps their organizations, are also located within the close geographic area of 

Dallas, Texas. Finally, participation is open to any practice of mindfulness, including 

meditators and nonmeditators.  

There are several limitations to this study. The accuracy of quantitative data may 

be questioned due to the use of a self-reporting mindfulness instrument. The FFMQ‘s 

application in research has been limited to date because it is new and has focused on 

measuring increases in mindfulness with meditators and nonmeditators with the majority 

of research participants being university students.  
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The framework of interview questions may influence the participant—the 

narrator. The consistency of interview locations or frequency and privacy of interactions 

may introduce variations in content for analysis. The narrative should be complete and 

clear. Transcribing narratives does not always capture every nuance of the narrator‘s 

telling. Because the purpose of this research is to create understanding, rather than 

generalizability, the trustworthiness of the narrative interpretations are of importance.  

Steps are taken to address these limitations. The process of demographic self-

reporting is made more user friendly to increase data accuracy and lower completion 

time. For example, potential participants check age ranges rather than write their current 

age. Self-reports of demographic data are taken on good faith as trustworthy. Utilizing 

the FFMQ as a means to derive a purposeful sample of mindful laid off professionals is 

an opportunity to enhance understandings of the lived human experience with a quality 

participant sample.  

Interview questions and sequence are carefully designed to enable participants to 

share their lived experiences. Interviews are face-to-face and one-on-one, taking place in 

a convenient and private location with audio recording. Nuances of voice inflections and 

facial expressions are noted. Member checks are conducted. The researcher considers 

alternative interpretations and an inter-rater is used. The validity of narrative analysis is 

based, not on the researcher‘s accuracy of interpretation, but rather on the researcher‘s 

interpretation‘s trustworthiness (Girden, 2001). Providing an epoché, subjectivity 

statement, and ensuring participants and the researcher do not know each other minimizes 

bias.  
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Definitions of Terms 

This section provides definitions of terminology pertinent to this study.   

Lay off is defined by The U.S. Bureau of Labor Statistics (2009) as the 

―separation of persons from an employer as part of a mass layoff event. Such layoffs 

involve both persons subject to recall and those who are terminated by the 

establishment.‖ Further, a mass layoff is an event wherein there are ―at least 50 or more 

initial claims for unemployment insurance benefits from an establishment beginning in a 

given month, regardless of duration‖ (USBLS, 2009).   

Laid off professional is defined as those adult individuals who were exempt, full-

time for equal to or greater than 1 year, who have recently been informed of being laid 

off or recently have been laid off (recently means within the last 30-45 days) 

involuntarily due to business factors, such as downsizings or closures.  

Mindfulness is defined as ―the awareness that emerges through paying attention 

on purpose, in the present moment, and nonjudgmentally to the unfolding of experience 

moment by moment‖ (Kabat-Zinn, 2003, p. 143). This position operationalizes 

mindfulness as a multifaceted construct (Baer, Smith, Hopkins, Krietemeyer, & Toney, 

2006) that acknowledges mindful levels (rather than a static on/off state) and the whole of 

human experience (internal to external). Baer et al.‘s (2006) five facets of mindfulness 

are  

1. ―Observing‖ —noticing or attending to internal and external experiences, such 

as, sensations, cognitions, emotions, sights, sounds, and smells;  
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2. ―Acting with awareness‖ —attending to one‘s activities of the moment and 

can be contrasted with behaving mechanically while attention is focused 

elsewhere;  

3. ―Describing‖ —labeling internal experiences with words;   

4. ―Nonjudging of inner experience‖ —taking a nonevaluative stance toward 

thoughts and feelings; and   

5. ―Nonreactivity to inner experience‖ —allowing thoughts and feelings to come 

and go, without getting caught up in or carried away by them.  

  Self-perception is one‘s awareness along a continuum of the ―I‖ or 

minimal/subjective self that is present centered and ―me‖ or narrative/objective self that 

is temporal. This study‘s definition is based on James‘ 1890‘s view of self as ―I‖ and 

―me‖ (Hoare, 2006) and Gallagher‘s (2000) ―minimal‖ and ―narrative‖ self.  

Stress is the acting upon ―different levels including the physiological level, the 

psychological level, and the social level … levels [that] interact with each other [and] 

influence the actual state of your body and mind under specific circumstances‖ (Kabat-

Zinn, 1990, p. 235).   

Stress management is described by Benson and Klipper (1975) from the 

perspectives of the individual‘s psychological and physiological conditions—specifically, 

how internal responses (e.g., heart attacks, high blood pressure, insomnia, and other 

issues) are related to an emotional response to stressful situations. Therefore, within this 

study, the laid off professional‘s sense of well-being is the sense of this mind-body state 

and will encompass one‘s self-management of stress.  
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Well-being is a state of good mental and physical health (American Heritage 

Dictionary, 2006).  

Chapter Summary and Overview of Remaining Chapters 

This introductory chapter presented an overview of the research, including the 

context, problem, purpose, conceptual framework, potential significance, and limitations. 

The literature reviews conducted that resulted in the framing and creation of this research 

are within Chapter 2. Chapter 3 details this research‘s methodology, design, methods of 

data analysis, and trustworthiness. The ethical treatment of the research‘s human subjects 

is also emphasized in this chapter. Chapter 4 describes the results of the research, relates 

the results to the research questions, and includes visuals for greater clarity. Then, 

Chapter 5 presents the discussion of findings from the synthesized narrative analysis. 

Conclusions are made and opportunities for future research offered.   
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Chapter 2: Literature Review  

This chapter is a literature review that more deeply explores the constructs and 

variables of this mindfulness research. The review begins with the scope and criteria for 

the literature search. Next, reviews of the literature are presented that build a theoretical 

framework for research. The final section of this review presents of a summary of the 

research opportunities and implications.  

Scope and Criteria of Literature Search 

This research explores the role of mindfulness within the professional‘s lived 

experience of being laid off. The professional‘s perception of self and sense of well-being 

are explored. Key words were used singularly and in combinations to identify relevant 

literature. Reviews of reference sections of articles, dissertations, and books were also 

used. The literature identified included peer-reviewed journal articles, books, and 

published dissertations.  

Mindfulness literature is found in Western psychology (i.e., clinical psychology, 

adult learning) and Eastern philosophies, theories, and practices (i.e., Buddhism, Zen 

meditation). Tangential terms that often describe mindfulness‘ facets or results of practice 

(i.e., attention, awareness, cognition, metacognition, reflection-in-action, and states of 

consciousness) were used to expand the search, but are not the primary focus of this 

research.  

Literature on self-perception spans Western and Eastern philosophy and 

psychology. This search focused on literature relating self-perception to mindfulness 

and/or layoff. Key words included identity, minimal and narrative self, prism self, self, 

self-awareness, self-reference, self-perception, and self-liberation.  
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The studies on layoffs and well-being and stress management are found in 

psychology. The key terms for this literature search include the following: layoff, laid off, 

downsizing, unemployed, unemployment, well-being, stress, stress management, and 

coping. This search focused on literature about these topics in relationship to 

mindfulness.  

Mindfulness studies in the fields of medicine and neurosciences, such as, research 

on brainwave activity or physiological functioning (i.e., blood pressure, stress tests) 

related to mindfulness practice, are beyond the scope of this research. The origins, 

history, and various methodologies of learning and practicing mindfulness are also out of 

scope; however, where appropriate these branches are briefly referenced.  

In summary, the scope and criteria for this literature review is strongly anchored 

in the fields of psychology and education, explores the Western and Eastern positions on 

mindfulness, and seeks to understand what the literature reveals of the role of 

mindfulness in the professional‘s lived experience of being laid off, changing perception 

of self, and maintaining well-being. This research is informed and supported by the 

literature review.  

Mindfulness 

In reviewing the literature, two worldviews arose in the discussion of 

mindfulness—Eastern theory and practice and Western psychology. A mindful, 

metacognitive state is being in-the-moment aware of internal and external stimuli in a 

nonjudgmental and nonreactive way. Mindfulness is multifaceted in that an individual‘s 

abilities to observe, describe, and respond to the internal and external experiences varies. 
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Mindful practice leads to a life of well-being (Carmody & Baer, 2007; Kabat-Zinn, 1990, 

2003; Walach et al., 2007).  

This subsection discusses the views of mindfulness based on the four components 

of purpose, theory, results, and process: (a) purpose or intention is the practitioner‘s goal 

of becoming mindful, (b) theory discusses researchers‘ operationalization of mindfulness 

from which they base their conclusions, (c) results are the culminating benefits (i.e., 

psychological and physiological) that are derived from mindfulness, and (d) process 

addresses developmental/practice methods.  

Purposes for Mindfulness Practice 

Walsh (1983), as cited in Shapiro and Carlson (2009), notes that the purpose of 

meditative practices such as mindfulness include ―the development of deep insight into 

the nature of mental processes, consciousness, identity, and reality, and the development 

of optimal states of psychological well-being and consciousness (p. 19)‖ (p. 120). From 

an Eastern view, Wallace and Shapiro (2006) state that within Buddhism mindfulness ―is 

fundamentally concerned with identifying the inner causes of human suffering, the 

possibility of freedom from suffering, and the means to realize such freedom" (p. 690). 

Mindfulness creates a ―way of engaging with life based on a wholesome way of life, 

mental balance, and a sound understanding of reality‖ (p. 699). The purposes of creating 

mind and life balance, positive well-being, and getting unstuck are echoed by other 

researchers (Kabat-Zinn, 1990, 2003, 2006; Nhat Hanh, 1987, 1992; Suzuki, 1983).  

According to the Eastern position, an individual‘s state of mind is naturally 

balanced and mind and body are nondual—it is embodied mind (Suzuki, 1983; Varela, 

1999; Wallace & Hodel, 2008). However, imbalances occur due to the development of 
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ineffectual, habitual ways of thinking in combination with environmental factors; yet, in 

spite of imbalances, the ―deeper state is healthy and flourishing‖ (Wallace & Shapiro, 

2006, p. 699). So, within the Eastern tradition the various processes of mindfulness are 

structured to address breaking these old habits.  

The purpose of mindfulness from the Western point of view is therapeutic 

psychologically (enhancing mental health, behavioral change) and physiologically (well-

being; Hamilton et al. 2006; Langer, 2002). According to Wallace and Shapiro (2006), 

Western psychology generally sees individuals as ―psychologically well and…[they] 

suffer because they are susceptible to disease and dysfunction‖ (p. 699). In comparison, 

Hamilton et al. (2006) point out that Eastern mindfulness ―does not assume pathology or 

emphasize the goal of change‖ (p. 125).  

Western researchers are influenced by Buddhist writings and Eastern philosophies 

of mindfulness. Over the years, an increasing number of studies are including Eastern 

mindfulness with Western research (Shapiro & Carlson, 2009; Wallace & Hodel, 2008; 

Wallace & Shapiro, 2006). Western views concur with Eastern views that imbalances 

arise from habituation—behavior and mental habits are established through the strength 

and frequency of conditioning (Verplanke, Friborg, Wang, Trafimow, & Woolf, 2007). 

Imbalances and rigid mindsets are termed mindlessness (Langer, 2002; Langer & Piper, 

1987) in Western terms. The Western scientific view is a large umbrella of concepts, but 

one area of commonality with Eastern mindfulness is that a healthy, balanced mind is the 

primary goal.  

In seeking to combine the Eastern and Western positions, Wallace and Shapiro 

(2006) present four types of mental balance: conative, attentional, cognitive, and 
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affective. Shapiro and Carlson (2009) present the reciprocal nature of mindful awareness 

and mindful practice (intention, attention, and attitude). These types encapsulate other 

researchers‘ grouped or separate discussions of intention, attention, mental states, and 

emotions. A brief review of each type is a means to illustrate researchers‘ positions on 

mindfulness.  

Conative balance refers to the intention and volition a practitioner has to 

mindfulness—the vision, goals, and priorities of practice. One who demonstrates 

conative balance has a ―stronger commitment to action than desire alone‖ (Wallace & 

Shapiro, 2006, p. 693). Kabat-Zinn (1990) discusses ―attitudes and commitment‖ and 

with that explores areas such as negative self-talk as barriers to getting started—

beginner‘s mind (pp. 31–46).  

Attentional balance can be viewed as being able to display full, fixed, constant 

concentration and awareness (Sternberg, 2000). Emphasizing this importance, ―Cohen 

and Blum (2002) posit the central role of attention in cognitive control in guiding 

thought, behavior, and decision making‖ (Wallace & Shapiro, 2006, p. 696).  

Cognitive balance is a sense of knowing. Wallace and Shapiro (2006) state, ―The 

goal is to change one‘s relationship to thoughts instead of changing the content of 

thoughts themselves (Teasdale et al., 1995)‖ (p. 698). Knowing that one knows—the 

ability to monitor the state of one‘s own mind—is presented as an important dimension of 

mindfulness: ―meta-cognition‖ (Verplanke et al., 2007, p. 528) and ―meta-attention‖ 

(Wallace & Shapiro, p. 695). Wallace (2006) sees this as ―an especially rich area for 

collaborative research between Buddhist contemplatives and cognitive scientists‖ (p. 79).  
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Affective balance is regulating emotions to achieve physical health and mental 

well-being. As a topic related to mindfulness, emotions are openly discussed in the 

Eastern literature, especially the attainment of happiness. In contrast, Western literature 

on mindfulness tends to focus on the negative/unhealthy emotions of anger and pain, with 

much of the literature exploring the use of mindfulness as a form of stress management in 

clinical psychology (Langer & Moldoveanu, 2000). Buddhism, positive psychology, and 

emotional intelligence (Thatchenkery & Metzker, 2006) all seek positive/healthy, 

balanced emotions.  

Studies at an organizational level indicate mindfulness relates to high reliability 

and the collective‘s increased performance that is learned at the organizational level 

(Weick & Putman, 2006; Weick & Sutcliffe, 2006, 2007; Weick, Sutcliffe & Obstfeld, 

2002). From this social constructionism epistemology, mindfulness is ―grounded in 

patterns of interrelation among processes of perception and cognition that ‗induce a rich 

awareness of discriminatory detail and a capacity for action‘ (Weick et al., 1999, p. 88)‖ 

(Weick & Sutcliffe, 2006, p. 515). Within the collective, effective outcomes are the 

results of the process of mindfulness (quality attention) and mindfulness can be ―treated 

as a culture as well as a set of principles that guide practice‖ (Weick & Sutcliffe, 2007, p. 

137). Weick et al. (2002) introduce the concept of ―collective mindfulness‖ and define it 

as ―the capacity of groups and individuals to be acutely aware of significant details, to 

notice errors in the making, and to have the shared expertise and freedom to act on what 

they notice‖ (pp. 8–9). Weick and Putman (2006) explore Eastern and Western 

perspectives and individual to collective mindfulness. They suggest there is a relationship 

between the individual‘s cognition though meditation and the collective. Their East-West 
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enriched view of mindfulness is an appropriate consideration within organizational 

studies to enhance the attentional processes in organizing.  

The literature reviewed illustrates multiple purposes of mindfulness. On one hand, 

it is assumed that a predetermined learning outcome and analyses are required in order 

for mindfulness to lead to enhancements (Western view). On the other hand, mindfulness 

is viewed as a way of being in life (Eastern). Mindfulness can be understood from the 

individual or collective level. In summary, the practitioner‘s ability to achieve conative, 

attentive, and cognitive balance are purposes of mindfulness that are connected to both 

Eastern and Western views, and achieving these balances may enhance decision-making 

processes. Emotional (affective) balance is one area in which there is little, if any, 

commonality between the two views.  

Operationalizing Mindfulness 

―How the term ‗mindfulness‘ is conceptualized and operationalized is crucial, and 

for [empirical] progress to be made it is essential that we qualify the use of this term by 

reference to how it is operationalized in each context‖ (Davidson, 2010, p. 8). 

Mindfulness ―has both statelike and traitlike qualities (Brown & Ryan, 2004; Segal et al., 

2004) … [and is] described as a set of skills that can be developed (Bishop et al., 2004; 

Linehan, 1993b)‖ (Baer et al., 2006, p. 42). Researchers agree that mindfulness can be 

learned (Ahn, 2006; Brown & Ryan, 2004; Kabat-Zinn, 1990, 1994; Langer & Piper, 

1987; Stoops, 2005; Tremmel, 1993; Walach et al., 2007; Walsh & Shapiro, 2006) and 

yet is hard to research, not because the practice is new, but because mindfulness is 

difficult to define and measure. Hayes and Wilson (2003) reflect that ―no scientific 

analysis yet seems adequate to account for the impact of mindfulness‖ (p. 161). Brown 
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and Ryan (2004) add, ―Mindfulness is a deceptively simple concept that is difficult to 

characterize accurately‖ (p. 242). Progress has been made on understanding, defining. 

and measuring the construct.  

Over the last several years, researchers have focused on developing instruments to 

further operationalize mindfulness (Baer, Smith, & Allen, 2004; Baer, Smith, Hopkins, 

Krietemeyer, & Toney, 2006; Brown & Ryan, 2003; Buchheld, Grossman, & Walach, 

2001; Cardaciotto, 2005; Chadwick, Hember, Mead, Lilley, & Dagnan, 2005, 

unpublished manuscript cited in Baer et al., 2006; Feldman, Hayes, Kumar, & Greeson, 

2004, unpublished manuscript cited in Baer et al., 2006; Hayes & Feldman, 2004). The 

Five Facet Mindfulness Questionnaire (FFMQ; Baer et al., 2006) is one instrument that 

operationalizes mindfulness as a multifaceted versus single-facet construct. The five-facet 

structure consists of an ―observing‖ center between the external of ―acting with 

awareness‖ and the internal of ―describing,‖ ―nonjudgment,‖ and ―nonreactive.‖ Figure 2 

illustrates the relationship between the five facets that equate to a measure or level of 

mindfulness using the FFMQ.  

 

Figure 2. FFMQ‘s five facets of mindfulness and their relationships to the internal and 

external human experience (Baer et al., 2006).  
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The FFMQ instrument is selected for this research for these measurement reasons: 

its construct validity for experienced meditators and nonmeditators, and relationship 

between the facets to overall well-being. A suggestion for future research made by Baer 

et al. (2008) is to have participants describe their mindfulness experiences in order to 

understand the relationship between mindful practice and the facets developed. Carmody 

(2009) suggests that operationalizing mindfulness may remain elusive due the various 

descriptions and multifaceted view.  

Research of Mindful Practice Results 

Eastern researchers are often practitioners deeply dedicated to mindfulness and 

results are often deemed subjective by Western researchers. The Eastern view is that 

everything is connected (epistemology of Eastern view); mindfulness begins internally—

―thoughts, feelings, sensations‖ (Brown & Ryan, 2004, p. 246). Also, in Eastern 

mindfulness the change is internal generalization, meaning change in the individual‘s 

spiritual self rather than more pragmatic considerations such as modification of an 

individual‘s behavior or work performance. Emotional issues are accepted, 

acknowledged, and released.  

In Fulton and Siegel‘s (2005) discussion of Buddhist and Western psychology, 

they make the following observation about the purpose of mindfulness as practiced 

within the Eastern tradition: 

Mindfulness meditation is not intended to replace one meaning with 

another, to reframe experience through interpretation, or to rewrite a 

personal narrative. By operating at a more fundamental and ―refined‖ level 

of attention, mindfulness meditation has a more primal and transformative 

power.… The insight that arises through mindfulness practice is not a 

proposition or syllogistic truth but is experienced as a condition of being, 

which depends upon the training of consciousness. (p. 37)  
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In comparison, the Western view is about the workings of the mind, attention is 

based in theories of self-regulation (Wallace & Shapiro, 2006) to achieve goals of 

behavioral change, and emotional issues are to be cured by removal. Studying behavior 

creates the external data that can be gathered, controlled, researched, and replicated to 

verify change has occurred.  In summary, the two theoretical views diverge in whether 

they ground mindfulness in a holistic view (Eastern) or a more pragmatic view to achieve 

targeted, behavioral ends (Western). 

Research results on mindfulness (Ahn, 2006; Baer et al., 2008; Carmody & Baer, 

2007; Kabat-Zinn, 1990; Langer, 1989; Walach et al., 2007; Wallace & Shapiro, 2006) 

indicate benefits including the ability to make effective decisions during times of stress, 

stress reduction, develop healthy affective states, increased motivation to explore new 

areas in one‘s life, greater creativity and clarity for discovering answers, and new or 

enhanced abilities to self-manage. As a result of a review of ―52 exemplars of empirical 

and theoretical work‖ on mindful research, Greeson (2009) notes that mindfulness scale 

development has understandings of the influences of mindfulness at higher levels. 

Research illustrates those having higher levels of mindfulness, but not having meditation 

training or experience, ―report feeling less stress, anxious, and depressed, and more 

joyful, inspired, … and satisfied with life‖ (p. 11). Higher mindfulness, research 

indicates, positively influences well-being ―by virtue of greater emotional awareness, 

understanding, and the ability to correct or repair unpleasant mood states‖ (p. 11).  

In his commentary on the mindfulness articles and studies in the 2010 Special 

Edition of Emotion on mindfulness and emotion, Davidson (2010) notes that the 

―contemplative traditions on which mindfulness is based‖ (p. 8) have gone beyond a 
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restricted analyses of behavioral and cognitive changes, to recognize the transformational 

power that mindfulness has in enabling practitioners to cultivate such healthy affective 

states as calmness and compassion. He points out that depending upon the practitioner 

and the study, mindfulness is treated as either a dispositional trait or a more transitional 

state. This point is complicated by the fact that mindfulness practices and interventions 

may vary widely from minutes to thousands of hours in mindfulness—a life time of 

practice leading to long-term changes. ―While it is not unreasonable to infer that 

mindfulness was operative in some form in each of these very different cases, it is also 

crucial that we not assume that mindfulness as operationalized in each of these cases is 

the same‖ (p. 8).  

Mindfulness interventions in the form of training have been shown to support 

meta-awareness that has been beneficial for patients having suicidal depression. ―High 

levels of meta-awareness would be revealed when patients clearly do not strongly 

identify their selves with their thoughts‖ (Davidson, 2010, p. 10). The intervention of 

mindfulness training is ―hypothesized to change an individual‘s relationship to his or her 

emotions so that they are not viewed as fundamental constituents of self, but rather as 

more fleeting phenomena that appear to the self‖ (p. 10). Davidson (2010) suggests that 

one outcome of mindful practice over time would be ―decreased connectivity between 

emotion processing and self-relevant processing regions‖ of the brain; and, in this way, 

the ―long-term consequences of most contemplative traditions include a transformation of 

trait affect‖ (p.10). He notes that aside from formal practice ―it is frequently the case that 

periods of practice can occur quite informally . . . a practitioner might well remember to 

attend nonjudgmentally to thoughts and feelings as they arise in a stressful situation to 
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facilitate a more adaptive response to the challenge‖ (p. 9). Davidson (2010) indicates 

that future research, ideally a longitudinal study, would be aided by providing not only 

quantitative but also qualitative assessments of how the same subjects change over time 

as a result of mindful practices. ―Such a strategy would permit the distangling of subject 

selection effects from actual training effects‖ (p. 9).  

The idea that mindfulness can influence the construction of learning and 

development at the individual‘s level is supported by such authors as Langer (1997), 

Siegel (2007), Tremmel (1993), and Stevens-Long and Barner (2006). Research indicates 

that during adults‘ learning experiences, being in a mindful state allows a learner to attain 

greater creativity and clarity for discovering answers (Kabat-Zinn, 1994; Langer, 1989, 

1997; Langer & Piper, 1987). An individual‘s abilities to achieve conative, attentive, and 

cognitive balance are purposes of mindfulness that are connected to both Eastern and 

Western views (Wallace & Shapiro, 2006), and achieving these balances may enhance 

decision-making processes. 

Literature that demonstrates the beneficial impact of mindfulness in creating and 

living a life of well-being—an Eastern view—is seen in the works of Kabat-Zinn (1990, 

1994), Wallace (2006; see also Wallace & Hodel, 2008; Wallace & Shapiro, 2006), 

Verplanke, Friborg, Wang, Trafimow, and Wolf (2007), and Langer (1989). A study by 

Lykins and Baer (2009) compared 182 long-term (average duration of 7.6 years of 

practice) meditators with a group of 78 nonmeditators and showed that the long-term 

practice of meditation was associated with higher levels of self-reported well-being, 

greater behavioral self-regulation, and reduced rumination. These writings include among 

the many benefits of mindfulness such results as the ability to make effective decisions 
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during times of stress, increased motivation to explore new areas in one‘s life, greater 

creativity and clarity for discovering answers, and new or enhanced abilities to self-

manage.  

From an interpersonal perspective, the use of mindfulness has been shown to help 

practitioners develop an increased appreciation, respect, and empathy for others that 

enhance relationships and communications (e.g., Glaser, 2006). Finally, mindfulness has 

been associated with the growth of wisdom—defined as increased self-understanding and 

the ability to gain a clear sense of one‘s life purpose and choices (Sternberg, 2000; 

Wallace, 2006; Wallace & Shapiro, 2006).  

Research on learning and mindfulness (Langer, 1989, 1997) and mindlessness 

(Langer & Piper, 1987) has involved a variety of participant populations including 

students (applying mindfulness to reducing prejudice by elementary school children), 

senior citizens (improving memory and the reduction of symptoms of mental 

deterioration in Alzheimer‘s patients), and professionals (reduction in burnout). A study 

involving college students on preventing mindlessness through language variations found 

that participants gained enhanced cognitive flexibility in learning (Langer & Piper, 1987).  

Research literature on mindfulness or mindfulness training relative to 

unemployed, layoffs, and laid off employees was not found. Researchers often used 

unemployed or employed as a factor in participant profiling. However, research unrelated 

to mindfulness was found on layoffs, downsizing, stress, and coping.  

In summary, mindfulness may provide lasting beneficial results related to stress 

management and increased learning. There are indications that practitioners experience 

psychological changes, effects, or influences that may also be revealed in physical and 
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behavior changes and benefits. The practitioners of mindfulness span all ages and 

situations. Mindfulness from the Eastern view is intended to help one achieve a happy, 

healthy, balanced life. Mindfulness from the Western view implicitly seeks this same 

result, but tends to examine the impact of mindfulness on a single dimension, such as, 

decision making, improving memory, managing stress, or cognitive flexibility.  

Processes Towards a Mindful Practice 

A review of literature indicates that the various processes for developing one‘s 

Eastern mindfulness are detailed and self-directed. Literature regarding a Western 

approach to developing mindfulness highlighted a portion of the Eastern methods. The 

variance between the Eastern and Western processes is primarily due to the Western view 

of mindfulness‘ definition and purpose as a therapeutic method.  

Within Eastern approaches, mindfulness, described as mindful meditation, can 

take many forms. Researchers provide detailed processes ranging from 3 to 10 stages, 

with each stage having detailed steps. There are four common elements across the 

practices‘ methods: breathing, meditative physical position, mindful (un)attention, and 

increasingly longer practices over time. Wallace (2006) summarizes the overall process 

as follows:  

Stages start with a mind that cannot focus for more than a few seconds and 

culminates in a state of sublime stability and vividness that can be 

sustained for hours. One progresses through each stage by rooting out 

progressively more subtle forms for the two obstacles: mental agitation 

and dullness. (p. 6)  

According to the literature, the Western process is different from the Eastern for two 

reasons. First, breathing and physical positions are not considered elements of the 

process. Second, mindfulness is seen as a key component in a method of therapeutic 

intervention, such as, ―Acceptance and Commitment Therapy, Dialectical Behavior 



 

27 27 

Therapy, Relapse Prevention‖ (Cardaciotto, 2005). The Western process of mindfulness 

is attempting to change behavior and developing the ability to become aware of new 

information, having more than one perspective, and reframing a situation to be able to 

examine it from multiple perspectives (Cardaciotto, 2005; Langer, 1989, 1997; Langer & 

Piper, 1987; Verplanken et al., 2007). In the 1990s, Western psychology saw the 

inclusion of training interventions such as Mindfulness-Based Stress Reduction—an 

Eastern mindfulness process.  

Both Eastern and Western researchers hold that mindfulness can be learned. 

Another shared view of Eastern and Western positions is in Wallace‘s (2006) statement 

that although one should recognize each individual‘s unique combination of ―talent‖ and 

―level of enthusiasm‖ needed to reach the mindfulness (goal), that goal can ultimately be 

reached. The quantity of needed time and the dedication required to the practice varies by 

individual.  

Finally, Eastern and Western researchers agree that the practitioner‘s intention 

may play a role in mindfulness‘ success. Eastern learning process includes specific 

guidance on intentionality and commitment of practice. In Western terms, intention in 

mindfulness relates to the self as change agent and one‘s motivation, self-regulation, and 

commitment to accomplish one‘s goal for change (Bishop et al., 2004).  

In summary, the mindfulness literature reveals positions of various worldviews; 

researchers‘ conclusions; and practitioners‘ intentions, processes for development, and 

results. Literature sources of definitions and descriptions of mindfulness and related 

terminology are provided in Table 1.  
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Self-Perception 

The focus of this literature review is on perception of self in relationship to 

mindfulness. Research indicates that how one perceives self can fundamentally shift with 

mindful practice. Definitions of self range from a single, minimal concept to multiple 

concepts (Farb et al., 2007; Gallagher, 2000; Merriam & Clark, 2006; Stevens-Long, 

2000). This research aligns to an 1890‘s definition of self as ―I‖ and ―me‖ (Farb et al., 

2007; Hoare, 2006). ―James posited an explanatory ‗me‘ to make sense of the ‗I‘ acting 

in the present moment (James, 1890)‖ (Farb et al., 2007, p. 313).  Therefore, this research 

holds that self-perception is a continuum of ―I‖ (subject to experience) to ―me‖ (object of 

experience).  

Gallagher (2000) clarifies this definition with descriptions of the ―minimal self‖ 

and ―narrative self‖ (James‘ ―I‖ and ―me,‖ respectively). The minimal, present-focused 

self is ―the basic, immediate, primitive something that we are still willing to call self‖ (p. 

15) when everything else is removed. Within one‘s lived experience, the minimal self is 

―a consciousness of oneself as an immediate subject of experience‖ (p. 15). The narrative 

self is temporal or extended—―includ[ing] memories of the past and intentions toward the 

future … the various stories that we and others tell about ourselves‖ (p. 15).   

Research results support the idea that, as individuals practice mindful meditation 

over time, their goals for practicing begin to shift from the more pragmatic or judgmental 

to the more spiritual or self-liberating (Hayes, Strosahl, & Wilson, 1999; Mackenzie, 

Carlson, Munoz, & Speca, 2007; Shapiro, 1992). Shapiro (1992) compared the outcome 

goals of 27 individuals that participated in either a two-week or three-month intensive 

meditation retreat. The participants were experienced in a variety of mindfulness practice 
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techniques, including Buddhist meditation, breathing concentration, yoga, and 

visualization. The participants‘ meditation goals were coded into three categories of self-

regulation, self-exploration, and self-liberation. This continuum—regulation to 

liberation—is also illustrative of the Western to Eastern purposes of mindful practice. 

Interview responses were indicated as representative of these respective categories; for 

example, ―learn to control my stress better‖ (regulation), ―want to learn more about 

myself‖ (exploration), and ―want to go beyond my narrow ego‖ (liberation; pp. 27–28). 

Results indicated that practitioners‘ self-reported outcomes were fairly consistent with 

their initial goals going into the study. In addition, over time individuals‘ goals shifted 

from the more instrumental goal of self-regulation, to self-exploration, to self-liberation. 

A similar evolution of meditation goals—from the instrumental to the more spiritual—

was noted by Mackenzie et al. (2007) in cancer patients who practiced meditation.  

Thompson and Waltz (2008) researched the relation between self-perception and 

mindfulness. They considered that, if the use of mindful practice helps individuals to 

view their experiences as transitory phenomena and enables them to attend to personal 

experiences in an open and nonjudgmental fashion, then mindfulness may play a pivotal 

role in fostering a view of self that is more unconditional and less self-evaluative. Their 

research results of 167 university students found correlations between students‘ scores on 

mindfulness, self-esteem, and unconditional self-acceptance.  

Farb et al. (2007) conducted a study on self-awareness to see if mindful practice 

influenced how individuals engaged in self-reference. The researchers distinguish 

between two forms of self-reference: experiential self-focus (EF) and narrative self-focus 

(NF). EF involves mindfulness, in that the individual solely attends to what is occurring 
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in their thoughts, emotions, and bodily sensations in the present moment, without 

cognitive elaboration on those observations. NF refers to thinking about and making 

judgments on what one is experiencing, in terms of how one views oneself as a person.  

Farb et al.‘s (2007) study involved individuals randomly assigned to two groups: 

20 adults who completed an eight-week course in mindfulness training (MT), and 16 

adults who were on a wait list for the training. Both groups were instructed in EF and NF 

self-reference distinctions, and then asked to assume an EF or NF perspective as they 

were presented with a series of positive and negative trait words. Using functional MRI 

techniques, the researchers found distinctly different brain activation patterns for the two 

groups during their exposure to positive and negative trait words. Nonmeditators who 

completed MT showed greater activation of the medial prefrontal cortices (MPFC), 

which have been shown to support such NF-related activities as memory of self-traits and 

aspirations for the future (p. 314). Based on individual- and group-level analyses, the 

researchers conclude that  

This hypothesized cortical reorganization following MT is consistent with 

the notion that MT allows for a distinct experiential mode in which 

thoughts, feelings and bodily sensations are viewed less as being good or 

bad or integral to the ―self‖ and treated more as transient mental events 

that can be simply observed. (p. 320)   

The researchers suggest that this research has important implications to 

psychological and physical well-being, given prior research that associates the NF mode 

of self-reference with high levels of rumination about self (Watkins & Teasdale, 2001) 

and increased vulnerability to illness (Segal et al., 2006).  Siegel (2007) proposes that 

there are broad implications of Farb et al.‘s (2007) study to the understanding of 

perception of self and well-being: 
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The notions that one can ―change one‘s mind‖ or to even not identify with 

these mental activities as the totality of who one is are ideas often not even 

in one‘s worldview prior to immersion in mindfulness training. Once this 

distinction, this noticing of the contents of the mind, is readily accessible 

through intentional practice, the capacity to alter habitual patterns is 

created and the possibility becomes available for relief from self-

preoccupied rumination, self-defeating thought patterns, negative auto-

biographical narratives and maladaptive patterns of emotional reactivity. 

(p. 260) 

Merriam and Clark (2006) suggest that one‘s narratives help mediate the varied 

perspectives provided by the different ―selves‖ who collectively constitute who one is (p. 

36). The perspective views self-development, not in terms of a continual movement 

towards integration and coherence of a singular and static self, but rather as the ability to 

fully and actively interpret the continual dialogue that occurs between the multiple 

voices/views that represent one‘s different needs, wants, fears, and aspirations. Stevens-

Long (2000) uses ―prism self‖ to describe this view of self as the interpreter of one‘s 

complex inner dialogues.  

The disidentification from thoughts or ―dominant narratives‖ through mindful 

practice enables alternative narratives or views of self to emerge (Hayes et al., 1999). 

Hayes et al. (1999), along with other researchers (Shapiro & Carlson, 2009; Teasdale et 

al., 1995 as cited in Wallace & Shapiro, 2006), contend that through mindful practice 

there is a change in the relationship to thoughts, versus a change in thoughts themselves, 

and often a corresponding shift in the self-sense. The self becomes transparent, ―to be 

seen through or deconstructed—i.e., self is realized to be a psychological construction, as 

ever-changing system on concepts, images, sensations and beliefs. These aggregates, or 

constructs, that were once thought to comprise the stable self, are eventually seen as 

impermanent and fleeting‖ (Shapiro & Carlson, 2009, p. 97).  
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Shapiro and Carlson (2009) offer a similar description of how mindfulness-based 

therapy often brings about a different conception of self:  

When we explore these questions with clients we offer the possibility that 

the self is not what one thinks it is, and that perhaps one can experience 

the ever changing and flowing reality of the self. We can explore the 

possibility that what one calls ―self‖ is ephemeral and in continuous flux. 

(p. 35)   

In other words, over time as one continues to engage in mindful meditation the sense of 

―selves‖ are no longer confined by the limits of thoughts, ideas, social roles, or 

assumptions about self and worldview. Stevens-Long (2000) offers the concept of 

―multiplicity‖ of self in that ―one may begin to see the self as an object that is made and 

remade through the continuous interplay and evaluation of competing voices and images 

… understanding the personal ego as an object of awareness‖ (p. 169).  

In Fulton and Siegel‘s (2005) discussion of Buddhist and Western psychology, 

they note that ―in the original context of Buddhist psychology, mindfulness does not 

attempt to restore a sense of self or improve self-esteem. It seeks instead to illuminate the 

insubstantiality of the self and the consequence of misapprehension‖ (p. 40). Brazier 

(2003) similarly states that the Buddhist approach is ―neither to build nor to abase the 

self. It is to recognize the reality of our existential position in relationship with the world‖ 

(p. 138). The Eastern view acknowledges the dynamics of a complex person in a complex 

world and the ―idea that active, alert attention can exist without thought is unimaginable‖ 

(Fulton & Siegel, 2005, p. 37) for many.  

In summary, self is a complex construct. Table 2 shows the self-perception 

continuum on which this research is based. Research on mindfulness and areas such as 

self-awareness, self-reference, self-perception, and self-liberation indicate that one‘s 

perception of self may be influenced or may shift with mindful practice. With 
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mindfulness, self-perception is in the moment and not constrained by temporal narratives. 

Increasing one‘s experiential self-focus enables a disidentification from narratives and 

also results in greater well-being.  

Table 2 

Definition of Self-Perception - Continuum 

Self-Perception Continuum 

 

―Me‖ 
 

 ―I‖ 

 

Narrative / Objective Self:  

Self is object of one‘s past 

experiences that explain the 

future 
 

  

Minimal / Subjective Self:  

Self is the immediate subject of 

one‘s experience 

 

Temporal Focuses (past–future)  
 

  

Present focused 

 

Regulation  

(i.e., control my stress) 

 

Exploration  

(i.e., learn more 

about myself) 

 

Liberation  

(i.e., go beyond my ego or 

more spiritual) 
 

 

Well-Being and Stress Management 

This literature review has a narrow focus that provides an historic overview of the 

concepts and a discussion of research that may be relative to this research on 

mindfulness. The well-being and stress studies are found in psychology, education, and 

medicine. In this section, research where well-being is considered psychologically 

equates to mental health (Cardaciotto, 2005; Carmody & Baer, 2007). Other research is 

inclusive of mind-body perspective (Kabat-Zinn, 1990). 

In the 1950s, Selye is noted as having brought the terms ―stress‖ and ―stressor‖ 

into use with laboratory research on animals placed into crisis situations. In his view, the 
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stressor is the stimulus (internal or external) and the stress is the response of the whole 

being—physically and mentally (Kabat-Zinn, 1990). Benson and Klipper (1975) built on 

Selye‘s work and included the mind‘s perception of the event or stressor. While at 

Harvard in the 1970s, Benson conducted research with individuals who practice 

transcendental meditation. His results substantiated the mind-body link with significant 

physiological benefits, such as, lower blood pressure and oxygen consumption (Benson 

& Klipper, 1975; Kabat-Zinn, 1990). ―Stress‖ is defined as ―environmental conditions 

that require behavioral adjustments‖ [italics included] (Benson & Klipper, 1975, p. 59) 

and varies by individual based on one‘s perception of the event as positive or negative 

(Selye, 1974 as cited in Benson & Klipper, 1975). Benson and Klipper (1975) describe 

―stress management‖ from the perspectives of the individual‘s psychological and 

physiological conditions—specifically, how internal responses (e.g., heart attacks, high 

blood pressure, insomnia, and other issues) are related to an emotional response to 

stressful situations. Benson developed a basic meditative technique called the Relaxation 

Response to help people cope with stress.  

Kabat-Zinn (1990) describes ―stress‖ as the acting upon ―different levels 

including physiological level, the psychological level, and the social level … levels [that] 

interact with each other [and] influence the actual state of your body and mind under 

specific circumstances‖ (p. 235). He suggests, ―If we can change the way we see, we can 

change the way we respond‖ (p. 241).  Kabat-Zinn (1990, 1994, 2003, 2006) has also 

used the term ―wholeness‖ to describe this mind-body well-being and holds that the 

mind/body connection is an and and not an either or or. His extensive medical research 

on well-being or stress-reduction is primarily based on an intervention called 
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Mindfulness-Based Stress Reduction (MBSR; Kabat-Zinn, 2003). MBSR is a 

combination of mental and physical techniques, such as, sitting and walking meditation 

and yoga.  

Research with the MBSR intervention is found in education, psychology, and 

medical fields. Ahn (2006) used MBSR in her qualitative dissertation. Her purpose was 

to explore mindfulness in teaching and learning and the connection between mindfulness 

and adult learning. Data gathering methods included semi-structured interviews, critical 

incident reports, classroom observations, and document analysis. She ―identified one key 

gap in the adult learning literature—little discussion of research on the importance of 

mindfulness in helping adults construct meaning out of their experience … the 

importance of mindfulness as an ‗extra-rational‘ meaning making system has not seemed 

to receive due attention so far‖ (p. 226). Ahn also noted that adult education should go 

beyond reflection and proposed a Model of Education for Mindful Awareness based on 

mindfulness principles and a modified MBSR.  

Walach et al. (2007) used the MBSR intervention in a high-stress professional 

workplace to pilot a study on workers‘ strategies to cope with stress. This mixed methods 

research included interviews and self-reporting instruments that measure coping and 

well-being. The results indicated that the strategies participants used to cope with stress 

improved, that is, positive coping increased and negative coping decreased. Participants 

(82%) indicated having reached their potential goal.  

In a series of four studies with college students, Weinstein, Brown, and Ryan 

(2009) found that students who were more mindful reported that they were less likely to 

use avoidance strategies to deal with stress. Mindfulness has also been shown to lead to 
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increased ―hardiness‖ (the degree of commitment, control, and challenge that individuals 

display when faced with difficult life challenges) and ―coherence‖ (the degree to which 

individuals perceive that the world is meaningful, comprehensible, and manageable), 

with consistent gains obtained over a three-year follow-up period (Salmon, Santorelli, & 

Kabat-Zinn, 1998). 

Finally, mindful practice also appears to facilitate openness to experience and the 

ability to learn from exposure to new information by increasing one‘s receptivity to 

different perspectives. Brown, Ryan, Creswell, and Niemiec (2008) suggest that, in 

helping individuals disidentify from their thoughts and in obtaining ―a clearer recognition 

that self-representations are simply mental concepts‖ (p. 77), mindfulness training allows 

individuals to react less defensively when exposed to social threats. The authors reviewed 

a number of studies showing that mindfulness training improves the ability to respond 

nondefensively to stress and conflicts, both within intimate relationships (Barnes, Brown, 

Krusemark, Campbell, & Rogge, 2007; Brown & Ryan, 2003) and when faced with the 

threat of social exclusion (Creswell, Eisenberger, and Lieberman, 2008).  

Layoffs  

Understanding the context of layoffs is timely and timeless. This review is on 

layoff research related to well-being and self-perception. No literature during this search 

was found specifically on layoff and mindfulness. Select literature on unemployment and 

employment uncertainty is included. The literature reviewed is primarily from 

psychology.  

Over the years, job loss research focused on identifying the negative effects of job 

loss (including economic impact), discovering ways to increase the possibility for 



 

39 39 

reemployment (i.e., social support), and understanding the stress experience to ensure 

well-being (Gilberto, 1997; Murphy & Athanasou, 1999; Ryan, 2002; Turner & Irons, 

2009). During this review (July, 2009) layoffs were at the highest level since 1995 

(Turner & Irons, 2009). The impact on those who are laid off is significant. ―Plant 

closings and mass layoffs usually mean a decline in the standard of living, limited future 

prospects, and significant psychological effects, such as, low self-esteem and depression. 

Studies of mass layoffs find that job displacement raises mortality rates by as much as 15 

to 20%, lowers consumption, and significantly decreases later earnings in the long-run‖ 

(Sullivan & Wachter, 2007 as cited by Turner & Irons, 2009, para. 2).  

Murphy and Athanasou (1999) explored the effect unemployment has on 

psychological well-being. They conducted a meta-analysis of 16 longitudinal, 

quantitative studies from Europe, Australia, and America dating from 1986 to 1996. Five 

of the 16 were studies regarding individuals moving from being employed to 

unemployed—only one indicated recent unemployment and did not specify whether this 

unemployment was due to layoff. All five utilized self-reporting instruments: four a 

general health questionnaire and one a depression and anxiety questionnaire. The results 

of their meta-analysis indicate that unemployment has a reliable negative effect on 

psychological well-being.  

Murphy and Athanasou (1999) conclude that much more research needs to be 

conducted on this ―frequent phenomenon‖ (p. 96). Further research would provide 

answers to their questions: how does this negative effect ―relate to changed behaviour of 

individuals or a change in need for particular clinical or vocational services?‖ (p. 96), 
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how can research methods take into consideration influencing ―demand characteristics‖ 

(p. 97), and how can the measures ―translate into actual behaviours or feelings‖ (p. 97).  

Kivimaki et al. (2001) conducted a 7-year study on downsizings, changes in work 

and interpersonal relationships, and health as self-reported by participants (N = 550). 

They sought to identify mediating factors in relationship to layoffs and health. There 

were three phases of data gathering and analysis: before, immediately after, and 4 years 

after the layoff.  

Three dissertations (Gilberto, 1997; Kim, 2000; Ryan, 2002) were reviewed on 

the experiences of layoffs and unemployment in relationship to well-being, coping with 

stress, and self. Gilberto‘s (1997) research includes all these concepts. Her qualitative 

dissertation is on the downsizing experience and coping of older women who had long-

term careers. This research‘s context of downsizing equates to layoff. She explored 21 

participants‘ psychological and emotional reactions, coping, barriers to reemployment, 

and use of resources (i.e., job hunting and peers). Results of interest to this mindfulness 

research relate to participants‘ emotional responses, influences to self-image, and 

disidentification.  

Regarding emotional responses, several participants sought professional 

counseling help for depression. Results reveal that approximately 40% of participants 

faced financial crises, including bankruptcy, due to their downsizing experience. Gilberto 

(1997) indicates that there were two participants who had the strongest 

negative/unhealthy emotional reactions due to seeing their jobs as ―providing a sense of 

identity and a sense of purpose‖ (p. 96). Only one participant had no negative/unhealthy 

emotional reactions due to her nearing retirement, and she chose to take time to explore 
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whether to reenter the job market. The majority‘s negative/unhealthy emotions eased as 

they were ―able to take a more depersonalized point of view, blaming their situation on 

economic factors‖ (p. 111).  Depersonalization became an important factor over time in 

enabling the majority of participants to move on.  

A diminished self image was experienced by 11 of the 18 participants with 

varying meanings of the effect: several participants tied self-worth to job as ―one woman 

wiped out a lifetime of positive feelings about herself‖ (p. 116), self purposelessness 

without job role, and uncertain identity was revealed as participants asked, ―Who am I?‖ 

(p. 117). Five of the 18 participants maintained a ―stable self image … their view of 

themselves was unchanged by the fact they had lost their job…. [They] tended to ascribe 

reasons for job loss‖ (p. 118) and other experiences, such as job search challenges, to 

factors outside of themselves. Only one person described gaining an improved self-

image: ―I kind of like maybe renewed my faith, so to speak, and I‘ve kind of tried to calm 

myself down and to think more positive‖ (p. 119).  

Gilberto (1997) notes that participants‘ coping strategies were symptom focused 

and problem focused: ―staying busy,‖ ―keeping a positive attitude‖ (e.g., thinking more 

positively, countering negative thinking), and ―getting support‖ (pp. 146–147). 

Reemployed participants credited their successes in part to having a ―more pro-active 

attitude, one that encompassed both a positive frame of mind and a positive demeanor‖ 

(p. 198), ―letting go of anger‖ (p. 200), and not ―personalizing‖ the experience (p. 201) 

enabling them to network and learn new skills.  

Although Gilberto‘s (1997) research is based on a highly focused participant 

population within a small geographic area, the results create a foundation for future 
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research on unemployment, psychological and emotional reactions, and self-image. The 

researcher suggests future research on how these factors may influence each other and be 

combined to lead to successful outcomes for the unemployed and broaden the scope of 

support services.   

Both Kim‘s (2000) and Ryan‘s (2002) dissertations investigated various aspects 

of well-being in relationship to personal resources (i.e., self-efficacy, self-esteem, and 

purpose in life) and social sources for coping with the traumatic experiences of being laid 

off. These dissertations provide unique views into understanding the layoff experience—

from an individual to collective perspective, and from Eastern and Western perspective. 

Both researchers agree that more research is needed to understand the subjective 

perceptions regarding these experiences.  

Kim‘s (2000) quantitative dissertation investigated 563 participants‘ 

psychological well-being during stress from several types of social change, including 

unemployment (unemployed N = 283). This research of Korean participants is of interest 

as Kim‘s literature notes that for studying a collective (rather than individualistic) culture, 

Western measures alone of psychological well-being are limiting—―the prevalence of 

depression is lower among Asian populations compared to European and American 

populations‖ (p. 15). Specifically, psychological problems within the Asian culture are 

characterized by physical symptoms.  

In essence, Kim‘s definition of psychological well-being includes mind and body. 

Thus, the measures are satisfaction with life and life domain, positive/healthy and/or 

negative/unhealthy emotions, and physical symptoms. Additional measures include social 

support resources and personal resources (self-efficacy, self-esteem, and purpose in life). 
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Theoretically, Kim notes that the subjective perception of the change experience as 

negative or positive and that perception‘s influence on psychological well-being is more 

important than the actual change.  

The results of Kim‘s (2000) research indicate that, overall, change positively 

related to well-being, while the rate of change increased negative well-being; and well-

being is positively influenced by personal resources. A comparison of employed and 

unemployed participant data reveal that with unemployed participants there is higher 

significance between perception of change and well-being, lesser significance between 

personal resources and well-being, and high significance between social resources and 

well-being. Kim suggests future research continues on perceptions and implications of 

social change to well-being, but with a broader population than university students.  

Ryan‘s (2002) quantitative dissertation examined the personal meaning of job loss 

based on a multifaceted process of coping. This research is founded in the theories that 

positive coping results in subjective well-being—―an individual‘s overall assessment of 

his or her life … and includes the degree of positive and negative affect experienced, 

domain life satisfaction, and global life satisfaction‖ (p. 80). A total of 18 hypotheses 

were outlined. To understand this meaning, data were analyzed from 215 surveys 

regarding coping facets: personal coping resources (e.g., psychological, physical, 

spiritual, sense of purpose, daily routine), social coping resources, and financial coping 

resources. Each coping facet has a relative appraisal facet. The survey items and 

measures were developed in the first phase of this research.  

Results indicate that ―relationships between the facet coping strategies were not as 

straightforward as originally hypothesized‖ (Ryan, 2002, p. 160). There were three 
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significant relationships found: physical positively related to spiritual, sense of purpose 

positively related to daily routine, and coping psychologically, socially, and financially 

were identified as critical mediators for well-being measures. Similarly, the hypothesized 

relationships between each facet‘s appraisal and its coping strategy were ―more complex 

than anticipated‖ (p. 153) as the results indicated mixed one-to-one relationships. The 

two significant relationships found were financial positively related to financial and sense 

of purpose positively related to social.  

Ryan (2002) suggests that future research would be beneficial to understanding 

the longitudinal dynamics of coping, continuing the validation of the coping facets, and 

exploring well-being. In addition, on-going development of models and instruments is 

needed. Finally, additional research should contribute to intervention designs in order to 

―diminish the detrimental effects of job loss as a stressful life event‖ (p. 163).  

In the field of career development, Jacobs and Blustein (2008) reviewed existing 

research on employment/job insecurities and unemployment. Their review indicates that 

the stress (physical and psychological) of employment insecurity or unemployment is 

similar. Traditionally, to help individuals prepare for unemployment, career counselors 

continue to provide ―external techniques‖ (p. 176) such as job searching and networking. 

Although they did not conduct research on mindfulness, they see mindful practice as a 

means of coping with the stress in this context. They recommend mindfulness-based 

stress training as skill building that will enable those impacted to make ―informed 

decisions … and operate in a more centered mode of functioning‖ (p. 174).  

McArdle, Waters, Briscoe, and Hall‘s (2007) mixed methods, longitudinal 

research was the first to operationalize an employability model and apply this model to an 
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unemployed population. ―Fugate, Kinicki, and Ashforth‘s 2004 employability [model] is 

a psycho-social construct … employability is comprised of three dimensions: 

adaptability, career identity, and human and social capital‖ (p. 247). This study, as the 

researchers suggest, should be considered exploratory.  

For their research, McArdle et al. (2007) investigated the three dimensions‘ 

relationships to the variables of career self-esteem, job search, and reemployment. Of 

interest to this mindfulness research are the researchers‘ findings regarding ―adaptability‖ 

defined as ―a readiness to cope and a willingness to explore oneself and one‘s 

environment‖ (p. 248) and ―career identity‖ defined as ―the way individuals define 

themselves in the career context … a ‗cognitive compass‘‖ (p. 249) decoupled from a 

specific position or organization. They add that self-awareness can assist in 

reemployment activities. They also note that disidentification from job or organization 

can ―protect their self-concept and self-esteem from the impact of unemployment‖ (p. 

250) and ―may also prevent feelings of paralysis during times of turbulence‖ (p. 251).  

McArdle et al.‘s (2007) results indicate there is a significant relationship between 

the dimensions and self-esteem, job search and reemployment (phase 1, N = 416; phase 

2, N = 126). The adaptability and identity variables are significant contributors to 

employability. Interestingly, three not-significant results of their study are (a) self-esteem 

in relationship to job search, (b) self-esteem in relationship to reemployment, and (c) job 

search in relationship to reemployment. The researchers suggest further study with the 

model and variables, including investigating the unemployed individuals‘ personal 

expectations, self-regulation, ―quantity/intensity‖ (p. 261) of employment searches, and 

―quality of reemployment and person-job-fit‖ (p. 261).   
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Sources for the concepts of self are found across the literature review. A 

consolidation of the terminology and literature is therefore useful. Definitions and 

descriptions of self are provided in Table 3.  
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Summary and Research Opportunities 

The theoretical grounding for this mindfulness research originates from 

psychology and education. There are multiple views and definitions of mindfulness 

across Western and Eastern perspectives. Mindfulness from the Eastern view is intended 

to help one achieve a happy, healthy, balanced life. Mindfulness from the Western view 

implicitly seeks this same result but tends to examine the impact of mindfulness on a 

single dimension, such as, decision making, improving memory, or managing stress. Past 

research on mindfulness was primarily qualitative, and then recently developed 

instruments were used to further define and operationalize the concept. The Eastern and 

Western views and research approaches are finding common ground.  

This research aligns with the view that mindfulness is a multifaceted construct 

(Baer et al., 2006). This view provides an operationalization of mindfulness that 

acknowledges mindful levels, rather than a static on/off state, and the whole of human 

experience (internal to external). The research by Baer et al. (2006) provides the rationale 

for a relationship between five facets and an instrument—the Five Facet Mindfulness 

Questionnaire (FFMQ)—that‘s measure equates to level of mindfulness. The five-facet 

structure consists of an ―observing‖ center that interconnects the external of ―acting with 

awareness‖ and the internal of ―describing,‖ ―nonjudgment,‖ and ―nonreactive.‖ Given 

this internal and external understanding, there is a relationship between the level of 

mindfulness and the experience. Research indicates mindfulness can be learned and that 

through continued mindful practice an individual‘s level of mindfulness increases and 

may be sustainable over time.  
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Self-perception foundations arise from Eastern and Western philosophy and 

psychology with constructs of self ranging from singular to multiple. Self-awareness, 

self-reference, self-esteem, and self-liberation are concepts empirically researched and 

are demonstrated to have a relationship to self-perception and mindfulness. This research 

defines self-perception as a continuum of ―I‖ (subject of experience) to ―me‖ (object of 

experience). Research shows that mindful practice positively influences one‘s perception 

of self: the ―I‖ or minimal self is in the present moment having shifted away from ―me‖ 

or judging, narrative self. Research also shows that this positive shift in self-perception 

increases sense of well-being. There is research indicating that a layoff experience can 

influence self-perception negatively or positively.  

There is ample research demonstrating that mindfulness substantially improves an 

individual‘s ability to manage stressful life events. Well-being, self-management, stress, 

coping, and decision making are constructs that have individually been empirically 

researched and found to have a relationship to mindfulness. These studies have taken 

place in various contexts such as adult learning, medical and mental health interventions, 

and relationships within counseling and academic settings. Research studies on 

mindfulness directly related to unemployment or layoffs were not found. However, 

researchers often use unemployed or employed as a factor in participant profiling 

especially within intervention and mental health studies.  

Therefore, empirical research has shown a relationship between mindfulness and 

self-perception, mindfulness and well-being, and self-perception and well-being. 

However, these three relationships have not been researched within the domain of 

layoffs. This research fills the need to explore mindfulness, perception of self, and sense 
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of well-being framed within an adult‘s traumatic experience of being laid off. What role 

does mindfulness play in their lived experiences?  
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Chapter 3: Methodology 

Introduction 

This research sought to understand how mindfulness played a role in the 

professional‘s lived layoff experience. The three questions explored were how the 

professional‘s mindfulness played a role self-perception, sense of well-being, and search 

for reemployment in layoff experience.  

Overview of Research Methodology 

This study employed an interpretist methodology based on ―the reconstruction of 

intersubjective meanings, the interpretive understanding of the meanings of human 

construction in a given context and how these meanings interrelate to form a whole‖ 

(Greene, 1990, p. 235). Intersubjectivity is a ―second-person perspective based on 

empathy and focused on the relationship between subject(s) and object(s) (Thompson, 

2001)‖ (White, 2008, p. 27). In other words, the interpretive researcher sought to 

understand, or interpret, how individuals construct meaning from their lived experiences. 

In doing so, interpretivist researchers ―generate or inductively develop a theory or pattern 

of meaning‖ (Creswell, 2009, p. 8) that aim to understand intention and action rather than 

just explain behavior (Creswell, 2007, 2009; Lichtman, 2006; Ospina & Dodge, 2005).  

The interpretivist perspective asserts that meaning-making is contextual bound 

and may not be readily reduced to a series of generalized cause-and-effect propositions. 

Instead this method ―denies the possibility of universal social laws and empirical 

generalizations‖ (Greene, 1990, p. 235). The value of interpretist research lies in 

developing detailed descriptions that allow the reader to determine the transferability of 

research findings to their own contextual settings. The interpretive methodology aligns to 
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this researcher‘s social constructivist perspective. The methodology facilitates the 

exploration of qualitative data—the professional‘s lived experiences—and enhances the 

understanding of the human experience within the context of layoffs. This methodology 

supports this study‘s uses of an instrument to derive a purposeful sampling of 10 to 15 

interviewees who measure as mindful (Creswell, 2007).  

The interpretivist methodology requires the researcher to adhere to certain criteria 

in order to provide a sufficiently detailed and balanced perspective in interpreting how 

others give meaning to their lived experiences. Among these are the standard of 

positionality in which the researcher makes her own viewpoint within the study clear to 

the reader; the standard of critical subjectivity by which the researcher is self-reflective of 

her own psychological and emotional states during the study‘s course; and the standard of 

acknowledging the full and unconstrained voices of the participants (Lincoln, 1995).  

The community of mindfulness scholars conducted early research using primarily 

qualitative methods. Researchers seem to unanimously agree that mindfulness is hard to 

research, but progress has been made on understanding, defining, and measuring the 

construct. Hayes and Wilson (2003) reflect, ―No scientific analysis yet seems adequate to 

account for the impact of mindfulness‖ (p. 161). Brown and Ryan (2004) add that 

―mindfulness is a deceptively simple concept that is difficult to characterize accurately‖ 

(p. 242). Over the last several years, researchers have focused on developing instruments 

to further operationalize mindfulness (Baer et al., 2004; Baer et al., 2006; Brown & Ryan, 

2003; Buchheld, Grossman, & Walach, 2001; Cardaciotto, 2005; Chadwick, Hember, 

Mead, Lilley, & Dagnan, 2005, unpublished manuscript cited in Baer et al., 2006; 

Feldman, Hayes, Kumar, & Greeson, 2004, unpublished manuscript cited in Baer et al., 
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2006; Hayes & Feldman, 2004). Baer et al.‘s (2006) research on five self-reporting 

instruments to further identify mindfulness‘ facets and psychometric characteristics 

resulted in the development of the Five Facet Mindfulness Questionnaire (FFMQ). The 

FFMQ was selected for this research because it measures mindfulness as a multifaceted 

versus single-facet concept, has construct validity for experienced meditators and 

nonmeditators, and indicates a relationship between the facets to overall well-being. 

Research Design 

The research design supported the methodology rationale, questions and 

participant sampling. This design consisted of three stages with two methods of data 

gathering. The study began with a two-phase approach to a purposeful participant 

selection using quantitative data. Second, semi-structured, face-to-face interviews derived 

qualitative data for analysis. Third, interview transcriptions underwent narrative analysis. 

Stages one and two were completed in less than four months, and stage three took six 

months.  

Participant Selection 

A two-part process for participant selection was followed. The criteria that guided 

the purposeful selection of a pool of laid off professionals resulted in 11 participants. 

This total was in the approved proposed range of 10 to 15. Participation in research was 

voluntary, and the informing process began with first introductions for potential 

selection. Selected participants were able to withdraw at any time. Potential and selected 

participants were treated with respect and sensitivity, and information remains private 

and confidential.  
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The source for participants was a nonprofit career support center in the Dallas, 

Texas area. The site‘s longevity of service in the Dallas area resulted in a database of 

more than 800 individuals available to email. The quantity of unemployed using the 

services (e.g., attending monthly meetings) remained consistent during this 2010 time 

period with approximately 30 people per month—newcomers and regular attendees.  

In partnership with the researcher, the site‘s director sent two email blasts (two 

months apart) to the distribution list introducing the researcher and the research. The 

emails were timed prior to the researcher attending a monthly meeting and speaking 

before the audience to introduce the study and leave informational application materials. 

As a result of the emails, potential participants responded directly to the researcher of 

their participation interest or of their recommendation for another potentially qualified 

applicant. An increase in interest responses occurred after the researcher personally spoke 

at the site—more so than the email blasts.  

In total, 35 individuals applied to the research and 11 met all the criteria to be 

interviewed. Of these 35 applications, 71% (25 of 35) were derived from the ―snowball‖ 

sampling technique (Lichtman, 2006). Two of the final 11 participants were sourced 

directly from the site, whereas 9 were from the snowball technique.  

Participants met this study‘s criteria: laid off professional as defined as those 

individuals who were exempt, full-time for equal to or greater than 1 year, who recently 

have been informed of being laid off or recently have been laid off (recently means 

within the last 30-45 days) involuntary due to business factors, such as downsizings or 

closures. These laid off professionals sought reemployment. The participants‘ 

demographics were gathered on job category; education; age group; ethnicity; gender; 
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and prior experiences with being laid off, with meditation or mindful practices, or with 

being a research participant. The researcher did not personally know participants 

selected. Each participant signed the research participation and confidentiality agreement.  

Data Collection 

Methods of data gathering were (a) demographic questionnaire; (b) self-reporting 

instrument (Five Facet Mindfulness Questionnaire, FFMQ) regarding mindfulness level; 

and (c) face-to-face, semi-structured interviews of participants that were audio taped. 

Data gathering occurred sequentially over 17 weeks compared to the projected 8 weeks 

(data gathering approval was granted February 22, 2010 and the last interview was 

completed June 2, 2010). The data gathering was divided into three time parts: participant 

pool selection, purposeful interviewee sampling, and interviewing. Table 4 provides an 

overview of the methodology and these three stages. Appendix A contains the participant 

questionnaires and interview protocol and questions.   

A total of three databases were used. To establish that the databases worked 

properly to derive participant study matches, the researcher‘s family members completed 

the required documents for test data. The participant selection process consisted of two 

parts: the demographic database (DemoDB) with all participant information and number 

assignments, and the Five Facet Mindfulness Questionnaire (FFMQ) data (FFMQDB) 

from this instrument used for purposeful sampling of participants with a level of 

mindfulness score. 
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Part one of the selection process was that potential participants completed the 

demographic questionnaire and the FFMQ. The demographic database (DemoDB) was 

inputted by the researcher and consisted of all potential participant information and 

number assignment. The demographic data were:  

1. Name (first/last)  

2. Contact information (phone/email)  

3. Criteria: Informed or actual layoff occurred within last 30 to 45 days  

4. Criteria: Equal to or greater than one (1) year‘s employment with same 

organization  

5. Criteria: Full-time, exempt employee status when employed 

6. Criteria: Seeks reemployment  

7. Job Category: (select one) Executive/Sr. Level Official and Manager; 

First/Mid Level Manager; Professional; Technician; Sales Workers; Admin. 

Support; Laborer, Service/Craft Worker (US-EEO1 Categories)  

8. Education (select one): high school, GED, associate, bachelor, master, or 

doctorate 

9. Age (select one): 15–24 (Millennium), 25–40 (Generation X), 41–59 (Baby 

Boomers), 60–105 (Traditionalist) (US-EEO1 Categories)  

10. Ethnicity (select one): Hispanic or Latino; White, not of Hispanic origin; 

Black, not of Hispanic origin; Asian or Pacific Islander; American Indian or 

Alaskan Native (US-EEO1 Categories)   

11. Gender (select one): male or female 
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12. Prior experience with mind-body practices (i.e., yoga, tai chi, meditation, 

MBSR) : please list 

13. Prior experience as research participant: Yes or No  

14. Prior experience with a layoff : Yes or No 

The data were then sorted to identify participants matching the demographic research 

criteria, such as, employment and laid off.  

The FFMQ (Baer et al., 2008) was the instrument used for purposeful sampling of 

interviewees for this research. This instrument was selected because it measures 

mindfulness as a multifaceted versus single-facet concept, has construct validity for 

experienced meditators and nonmeditators, and indicates a relationship between the 

facets to overall well-being. The instrument‘s total score is the level of mindfulness. 

Participants of this research have a measure of being mindful.  

Baer et al. (2006) conducted research on five self-reporting instruments to further 

identify mindfulness‘ facets and psychometric characteristics. As a result of their 

research, the Five Facet Mindfulness Questionnaire (FFMQ) was developed. A summary 

of research follows.  

The Baer et al. (2006) research was conducted in five parts using two large pools 

of university students (N = 881). First, they examined the psychometric characteristics of 

the five instruments completed (n = 613) and included ―internal consistency, correlations 

with each other, and convergent and discriminant relations with a variety of other 

[psychological] constructs‖ (p. 28) via 10 additional instruments. Second, an exploratory 

factor analysis on the combined data set of the mindfulness factors resulted in a five-facet 

structure. The five-facet structure consists of an ―observing‖ center between the external 
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of ―acting with awareness‖ and the internal of ―describing,‖ ―nonjudgment,‖ and 

―nonreactive.‖ The research results indicate that the five mindfulness instruments are 

promising psychometrically, positively correlated to each other, show good internal 

validity, support a multifaceted construct of mindfulness, and shed light on nuances to 

facets or conceptualizations of mindfulness by the practitioner, such as, observation and 

acceptance. Finally, the researchers examined the validity of the five factors using an 

additional student sampling (n = 268) and confirmatory factor analysis to determine 

replicability, compared these facets to constructs from part one using a combined sample 

(N = 881), and conducted a regression analysis of the five facets in predicting general 

well-being. Limitations to Baer et al.‘s (2006) research include (a) a sample of university 

students provided little diversity, (b) one mindfulness instrument designed for meditator 

respondents had verbiage that may have affected participants‘ abilities to provide 

answers, and (c) limited time prevented all participants from completing all randomized 

instruments.  

The five instruments researched by Baer et al. (2006) are briefly described as 

follows:  

1. The Mindful Attention Awareness Scale (MAAS; Brown & Ryan, 2003), 15 

items, one variable, one score, 6-point Likert scale. MAAS research indicates, 

―In a group of cancer patients who completed a Mindfulness Based Stress 

Reduction (MBSR) course, increases in MAAS scores were associated with 

decreases in mood disturbance and symptoms of stress‖ (Baer et al., 2006, p. 

28).  
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2. The Freiburg Mindfulness Inventory (FMI; Buchheld et al., 2001), 30 items, 

four factors assessing ―nonjudgmental present-moment observation and 

openness to negative experience‖ (Baer et al., 2006, p. 29), one score, 4-point 

Likert scale. This instrument is designed for mindfulness meditation retreats, 

solution ―somewhat unstable‖ (Baer et al., 2006, p. 29).  

3. The Kentucky Inventory of Mindfulness Skills (KIMS; Baer et al., 2004), 39 

items, measuring four mindfulness elements (observing, describing, acting 

with awareness, and accepting without judgment), one score, 5-point Likert 

scale. This instrument is skills-based mindfulness concept versus meditative 

practice and developed for Dialectical Behavior Therapy.  

4. The Cognitive and Affective Mindfulness Scale (CAMS; Feldman, Hayes, 

Kumar, & Greeson, 2004, unpublished manuscript cited in Baer et al., 2006; 

Hayes & Feldman, 2004), 12 items, measuring four elements—―attention, 

awareness, present-focus, and acceptance/nonjudgment with respect to 

thoughts and feelings in general daily experience‖ (Baer et al., 2006, p. 29), 

one score, 4-point Likert scale.  

5. The Mindfulness Questionnaire (MQ; Chadwick, Hember, Mead, Lilley, & 

Dagnan, 2005, unpublished manuscript cited in Baer et al., 2006), 16 items, 

four elements (mindful observation, letting go, nonaversion, and 

nonjudgment), multi-score, 7-point Likert scale. This instrument enables 

analyses based on distressing thoughts and images.   

As of late 2009, little has been published on research using the FFMQ (Baer et al., 

2006). Carmody and Baer (2007) studied the relationships between levels of mindfulness 
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(derived from FFMQ scoring), aspects of well-being, and mindfulness practice using 

participants (N = 174) in an MBSR workshop. Their measure of well-being is 

psychological using the six elements from the ―Scales of Psychological Well-Being (Ryff 

& Keyes, 1995)‖ (p. 26). Their findings indicate that levels in mindfulness showed 

significant increase with MBSR in-class and at-home practice and ―mindfulness increases 

were shown to completely mediate the relationship between meditation practice … and 

improvement in psychological symptoms and perceived stress‖ (p. 31). Limitations to 

this study include participant sampling of MBSR students, inconsistent completion of 

practice self-reports, and lack of a control group.  

Baer et al. (2008) reported the FFMQ‘s construct validity using purposeful 

samples of demographically similar meditators and nonmeditators (N = 1,017) that 

included students and nonstudents. Limitations to this study are measuring mindfulness 

using only the FFMQ and gathering demographic information primarily on whether the 

participant meditates.  

The FFMQ database (FFMQDB) consisted of participant number, FFMQ 

responses, and individual‘s mindfulness level measure. Potential participants completed 

the FFMQ by rating 39 statements using a 5-point Likert scale of never or very rarely 

true (1) to very often or always true (5). The FFMQ was delivered and completed by 

hardcopy and PDF. The 39 statements align to the five facets of mindfulness as follows: 

observing (8 statements), acting with awareness (8 statements), describing (8 statements), 

nonjudgmental (7 statements), and nonreactive (8 statements). Baer et al. (2006, 2008) do 

not provide a rationale as to why the facets have an unequal quantity of statements and 

thus scoring weight. Therefore, this study followed McGarvey‘s (2010) scoring 
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adjustment of the FFMQ to provide a balanced weighting for each facet—the 

nonjudgmental facet value for 1 was adjusted to a 1.1429 value. To obtain the final 

purposeful selection of participants, mindfulness was derived based on the result of the 

spread of this study‘s applicants‘ FFMQ total scores above 3.0. Mindfulness was 

determined by participants‘ individual total FFMQ scores that ranged from 3.3 to 4.1 

(based on the 1-to-5 scale, low to high, respectively).  

The researcher assigned the applicants‘ numbering and did data entry in lieu of 

using a research assistant. Each participant‘s blank envelop and completed forms were 

numbered. Based on number assignment, the criteria-only demographic data were entered 

without the individual‘s real name in the DemoDB and the FFMQ results were entered in 

its database. The demographic criteria were (a) informed or actual layoff occurred within 

last 30 to 45 days, (b) equal to or greater than one (1) year‘s employment with same 

organization, (c) full-time, exempt employee status when employed, and (d) seeks 

reemployment.  

Once matches to criteria were determined based on data within the third database, 

ResDB, individuals‘ real names and remaining demographic data were entered in the 

DemoDB. A time lapse of at least one day occurred between entering data, determining 

participation selection, and then entering participants‘ real names that matched them to 

their assigned number. In this way, the researcher separated herself from knowing results 

specifics—other than applicant ―met criteria‖—to knowing who the person was to 

schedule an interview. In addition, an applicant/participant invitee list was maintained to 

track applicant sources, sent/receipt of research materials, follow-up reminders, date/time 

of interview scheduled, and thank you emails throughout the data gathering process.  



 

67 

Part three was interviewing the purposefully selected participants using a semi-

structured interview (Lichtman, 2006) approach. The face-to-face interview took no more 

than 1.5 hours and was audio taped. This method enabled the participant to tell his or her 

story while the researcher guided the process. This study‘s semi-structured interview 

process and questions solicited narratives to understand each professional‘s lived layoff 

experiences (i.e., thoughts, feelings, behaviors), sense of well-being, and sense of self 

within the layoff context. Participants were not informed of their mindfulness scores.  

The face-to-face interviews occurred at the reseacher‘s home or convenient 

locations for each participant (i.e., public library). No participant opted to meet at the 

CareerCare site. For the ease of aligning participants to their interview audio recording 

files, the final 11 participants were assigned new numbers: 101 through 111. Backups of 

the audio recordings were made and securely filed.  

Each audio taped interview was listened to a minimum of three times. First, the 

interview was played back so the researcher could listen and take notes. The second 

playback was the researcher transcribing with playback set at various slower speeds to 

capture nuances (i.e., quietness, sighs, laughter, behavior responses) in the narrative. 

These two steps were completed within 72 hours after the interview. Third, after a break 

of time to listen anew, the transcription was reviewed and edited while listening to the 

playback once more.  

Before sending the transcript to the participant for member check, a copy was 

made and then neutralized of all revealing factors (e.g., names of companies, people, 

locations) for the participant. To assist the participant in the member check process, the 

researcher created two legends and placed these at the beginning of each transcription. 
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Legend one showed the standardized transcription markers of chevrons ―<>‖ and 

brackets ―[]‖ that were established before the first transcribing occurred (i.e., ―<speaker 

sounds/responses, i.e., laughing or quiet>‖ and ―[other speaker talking or 

sounds/responses from both speakers]‖). The second legend, unique to each participant, 

was a key to word changes and showed participant‘s original word (e.g., John, Global 

Design, Inc.) aligned to the neutralized word (e.g., Fred, CoA). This word key enabled 

each participant to see and proof the confidentiality of his/her narrative. Figure 3 shows a 

model of a transcript‘s legends using mock participant information.  

 

 

 

Figure 3. Model of interview transcript legends for member-checks—mock participant 

information.   

  

Within one week of an interview, a participant received an emailed copy of the 

transcribed interview ready for member checking. Participants indicated their approval by 
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sending an email stating ―approved as is‖ or by sending their revised transcript. All 

transcripts were member-check approved, and 8 of the 11 were returned with some 

changes (clarifications, additions, or deletions). As a last step, a copy of the member-

checked original was made and the legends were removed. These final transcriptions 

were then ready for the narrative analysis process.  

Data Analyses 

This study followed a two-phase data analyses process. The quantitative data from 

FFMQs were used in the participant selection stage and were not used for further analysis 

in this research.  The qualitative data were derived from the transcription of face-to-face 

interviews from each research participant. Each interview resulted in a unique narrative 

text. This reflected the researcher‘s interest to understand the human experience and use 

an inductive approach of narrative analysis (Creswell, 2007, 2009; Lichtman, 2006).  

The narrative analysis was a retrospective interpretation of the texts (participants‘ 

transcriptions) that provided rich interpretations and understandings of the participants‘ 

lived experiences. Through the narrative analysis, the researcher became immersed in the 

narrator‘s lived experience and words—the words were ―data that are thoughtful in that 

informants have given attention to compiling [their meaning]‖ (Creswell, 1994, p. 151).  

Narrative analysis holds that our narratives, or the stories that we tell about 

ourselves and others, are a way for us to impose order and meaning upon our life 

experiences (Gabriel, 2000). Within this process of narrative construction, some elements 

of a story construction became emphasized whereas others are minimized or ignored. The 

researcher focused on the narrative content and, as importantly, why the narrator shared 

his/her lived experience a particular way.  
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Discovery of meaningful themes and patterns are at the core of qualitative 

research. This research focused on the identification of key themes that emerged from the 

text, with the narrator and researcher co-constructing and validating the identification of 

these themes (Creswell, 2007, 2009; Lichtman, 2006). An inductive strategy such as this 

is an ―analysis of narratives‖—―create descriptions of themes that hold across stories‖ 

(Creswell, 2007, p. 54). The analysis process was iterative where data (content, pauses, 

sights, sounds, and feelings) were revisited and visually displayed to reveal thematic 

patterns. Within this research, each narrative was analyzed separately. Then, the 

individual‘s themes were combined to show commonalities, differences, and uniqueness. 

The goal was, not a generalizable picture, but a deeper understanding of the lived 

experience within mindfulness.  

Using Atlas Ti software (version 6.0), a hermeneutic unit was created for this 

study in which the 11 participants‘ final transcripts (297 single-spaced pages) were 

prepared and added as 11 primary documents (PDs). To gain experience in narrative 

analysis, the transcripts were printed and first coding was done in writing. Then, coding 

was transferred into the software. This preliminary step expedited the effectiveness of 

working within Atlas. There were a total 272 narrative codes from which themes arose. 

This total includes adjustments made by eliminating code-naming redundancies (i.e., 

merged ―relief‖ with ―sense of relief‖).  

In addition, to gain an alternative interpretation and facilitate the narrative 

analysis of the transcripts, the researcher provided the interrater with this study‘s three 

research questions, the conceptual framework, and final transcripts. Interrater did not 

have access to the audio files of participants‘ interviews. Once the researcher and 
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interrater had completed their analyses of four transcripts (Tom-101, Kristen-103, Simon-

109, and Rachel-111), they met to discuss their respective results. These four transcripts 

totaled 120 pages. The interrater provided the researcher with printed and file copies of 

the four coded transcripts, the themes for each participant, and the overarching themes 

interrater identified.  

In the few cases of differences, the researcher and interrater reviewed the 

transcript together to more clearly understand the narrative in the context of the 

interview. This joint review was important because the researcher had the experience of 

conducting the interviews and repeatedly listening to audio taped interviews. They 

discussed and agreed upon representative terminology and/or corresponding meanings. 

Once the researcher had a foundational perspective, the narrative analysis process was 

completed in Atlas on the remaining transcripts.  

Utilizing Atlas Ti, the code data were sorted and analysis tables (Microsoft Excel) 

and documents (Microsoft Word) were created. Tables provided sortable views of codes 

and code instances (individual and all participants). Documents provided views of codes 

and quotes (individual and all participants). Analysis was an iterative process using these 

resources.  

Three examples are provided as illustrations and do not contain the final data 

within this study. Table 5 is a partial view of one participant‘s codes sorted by 

groundedness and aligned to totals. In addition, a document was created for each 

participant showing the participant‘s codes and quotations for each code. Table 6 is a 

partial view of all data—exhibiting the total instances of codes per participant and the 

total of 1,151 occurrences of these data sorted by groundedness across participants. 
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Finally, similar to the individual quotations and codes document, an ―All Participants‘ All 

Codes with Quotations‖ document was created with a table of contents. This document 

became the primary source for tracking quotations used within the Results Chapter.   

Table 5 

Partial View of One Participant’s Codes Sorted by Groundedness 

NAME (10#) - Sorted by groundedness    

 124 541 

Code / Participant 0#Name TOTALS: 

"Self - Taking stock, reflect for future" 16 48 

"Self - Individual as portable agent" 5 5 

"Layoff - Not surprised" 5 16 

"Acting/Action - For Well-being" 5 55 

"Layoff - Seen as biz decision, not personal" 4 17 

"Feelings - Awareness of Others" 4 39 

"Self - ""Mindful... a notion of living an aware life""" 3 6 

"Feelings - Upset about layoff process, for everyone" 3 3 

"Feelings - Future optimism" 3 17 

"Feelings – Aware of not reacting" 3 16 

"Self - Trusting" 2 2 

"Self - Keep your mind open" 2 2 

"Self - Balance reward / not need reward/acknowl" 2 2 
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Description of Study Participants 

 This section provides a description of the 11 participants by presenting the 

demographic and selection criteria data and a summary about each participant. To begin, 

Table 7 displays a full view of these data. As shown, there were 7 men and 4 women 

participants. For 6 of these 11 (>50%) participants this was their first layoff experience 

(―no‖ prior experience). They are of different ethnicities: seven white, two black, one 

Hispanic/Latin, and one Asian/Pacific. Nine participants were in the ―41 to 59‖ age 

category and two participants were in ―25 to 40‖ age category.  

Participants‘ education was divided across three categories: two (18%) have a 

HS/GED, three (27%) have bachelor‘s degrees, and six (55%) have master‘s degrees. 

They indicated a range of job categories: four (36%) participants at professional level, 

four (36%) at first to mid-manager level, and three (27%) at executive to senior 

management level. Finally, four participants expressed having prior experience in a 

mind-body practice: ―yoga, acupuncture,‖ ―stretching to reconnect the body and mind,‖ 

―yoga classes, home practice [of yoga],‖ and ―meditation.‖ Next, further participant 

information and a summary of each participant from the interviews are provided.  
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Additional participant information gleaned from the interviews follows. The 

interviews took place across the range of one month prior to his/her last day of 

employment to just less than two months after his/her last day. Participants were 

employed from 1 to 17 years with the company from which they were laid off. The 

participants‘ professional areas reflected these totals: five in sales/marketing, three in 

finance, two in human resources/development, and one in engineering. Two participants 

had secured full-time contract work by the time their interviews occurred. One 

participant‘s interview had to be continued to a second face-to-face meeting.  

Seven (74%) participants were married with dependent children. Of the four 

single participants, two had never been married and two had been divorced for several 

years. Three participants were born and raised in other countries and completed their 

higher education (high school and/or college) in the United States. One participant was 

not a US citizen. A summary of each participant is next.   

The first interview was with Tom (101) and took place three days after his last 

day of work. This was Tom‘s second layoff experience, and he had been employed by the 

company for 17 years. He was in sales in a management role. He was a white male in the 

age group of 41 to 59 with a high school education. He indicated no prior experience with 

mind/body practice. Tom was married and had children, but he did not say whether his 

wife was employed.  

The second interview was with Tony (102). His interview occurred about 45 days 

after his last day due to his schedule availability because he had secured full-time 

contract work. He was employed for almost three years with the company in the area of 

sales/product demonstrations. This was the first layoff experience in his professional 
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career. Tony was previously in the military and had a Master‘s degree. He was white, 

single, and in the age range of 41 to 59. He had indicated no mind/body practice.  

Kristen (103) was the third interview. Her interview took place about three weeks 

after her last day of work. She worked for the company a little over five years in the area 

of financial analysis. This layoff was not her first, but she did not specify how many prior 

layoff experiences she had had. Kristen was an Hispanic/Latin woman, had a bachelor‘s 

education, and was in the age range of 41 to 59 years. She indicated no prior experience 

with mind/body practice. Kristen was a single Mom (one teenager) who was able to work 

from home with this previous job. At different times over the past few years, she was the 

primary care giver in her home for her Mother and then her adult brother for short periods 

of time. Finally, Kristen was newly engaged to be married prior to her layoff and decided 

to postpone the wedding as a result.  

Next was Sara‘s (104) interview. Her interview took place about two months after 

her layoff because her availability was limited due to her new full-time contract work. 

Sara has had several prior layoff experiences over her career. She worked in the field of 

human development and had an MBA. Sara was white and in the age range of 41 to 59 

with an employed husband and two children. She indicated prior mind/body experiences 

with yoga and acupuncture.  

Cameron (105) was the fifth participant. He was interviewed two weeks prior to 

his last day of work. After he received his layoff notice, Cameron had permission to 

depart work, no longer went to his office, and was searching for reemployment from 

home. Cameron had been in the telecommunications industry and had a master‘s degree 

in that area. He experienced his first layoff in 2006 and found work after almost two 
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years of searching. He was married, had three children at home, and was the financial 

provider of his family. Cameron was originally from Cameroon, Africa, and he 

completed his college education in the United States. He was in the age category of 41 to 

59 and described his prior mind/body practice as ―stretching to reconnect the mind and 

body.‖  

The sixth interview was with Carl (106) and took place about 30 days before his 

last day. Carl was with this company for 11 years as a human resources executive. After 

his layoff date was set, he no longer went to his office and explored his reemployment 

options from home. Due to his position, Carl knew 2.5 years earlier of the company‘s 

long-term downsizing plans. Carl had no prior layoff experience; however, in the early 

1990s, after having spent 11 years with a company, he had self-selected to leave ahead of 

potentially being included in upcoming layoffs. Carl has an MBA and had a military 

career early in life. He was married, in the age category of 41 to 59 years, and was 

planning to financially assist his son‘s master‘s degree. Carl indicated no prior mind/body 

practice.  

Next, Ben (107) was interviewed about five weeks after his last day. He was with 

the company for nine years as a leader in sales operations. This was not Ben‘s first layoff 

experience. He was a white male in the 25 to 40-age range with a high school education. 

Ben had an employed wife and a teenager. He indicated no previous mind/body practice.  

The eighth interview participant was Boater (108). This was the first time Boater 

had been unemployed in his 35-year career. He was with this company for six years and 

was the executive responsible for corporate auditing. Boater had a master‘s degree and 

was a CPA. He was remarried, his wife did not work, and he had two children who reside 
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with his former spouse in the same geographic area. Boater was white and in the age 

category of 41 to 59 with no previous mind/body experience noted.  

Simon (109) was the next participant to be interviewed. This interview took place 

the day before his last day. After he received his layoff notice, Simon had permission to 

depart work, no longer had to go to his office, and searched for reemployment from 

home. He was with this company a total of six years having left once for two years and 

then returned. He was the marketing executive with an MBA in Finance and an 

undergraduate education in mechanical engineering. Simon was originally from India, 

educated in the United States, and was married with an employed wife and two teenagers. 

He shared that the mind/body practice of yoga was a part of his and his family‘s life. 

Simon was the only participant with some knowledge of mindfulness. Simon was in the 

age category of 41 to 59 years.  

Elspeth‘s (110) interview was next and occurred three days before her last day. 

After she received her layoff notice, Elspeth had permission to cease her work 

responsibilities and search for reemployment from her office. She had a bachelor‘s in 

engineering with specializations in safety and software. She was employed with this 

company for almost three years by transitioning into writing training documentation, and 

she received 90-days notice. About a week before she was informed of her forthcoming 

layoff, Elspeth‘s apartment building burned and she lost everything she owned. On her 

upcoming last day, she was scheduled to move out of her temporary place (a friend‘s) and 

move in with her sister. Over her career, Elspeth had experienced four layoffs prior to 

this event. She was white and single from a divorce, in the age category of 41 to 59 years, 

and had grown children. Elspeth‘s mind/body practice was meditation.  
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Rachel (111) was the only participant to be interviewed in two parts. Her first 

interview took place six weeks after her layoff. About one week later, Rachel‘s final 

interview was conducted—in total not quite two months after her last day of employment. 

She was with the company for four years as a financial analyst. Rachel is originally from 

Ghana, Africa, and she was educated in Europe and the United States. Her bachelor‘s 

degree was in finance. As a non-US citizen who was unemployed, Rachel faced possible 

deportation and so she did not renew her apartment lease. She has no family in the United 

States and was living with a former co-worker who was married with children. Rachel 

was single, black, and in the age range of 25 to 40 years. She indicated no prior 

mind/body practice. Rachel‘s interview continuation was respectfully scheduled after she 

began to cry about her host family‘s kindnesses to her during the first conversation.  

Limitations and Trustworthiness 

There were a number of potential limitations to this study. The framework of 

interview questions may influence the narrator/participant, so questions and sequence 

were carefully designed. The consistency of interview location or frequency of 

interactions may vary content for analysis, so a convenient, private and quiet (conducive 

for audio recording) location was secured. A narrative should be complete and clear, so 

member checks were conducted. Transcribing narratives does not always capture every 

nuance of the narrator‘s telling, so nuances of voice inflections and facial expressions 

were noted. Finally, a researcher needs to ―be reflective about [her] own personal and 

political background, which shapes how they ‗restory‘ the account‖ (Creswell, 2007, p. 

57). So, the researcher articulated any bias, history, and position in an epoché or 

subjectivity statement.  
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This subjectivity statement sets forth the researcher‘s background and 

experiences. The researcher was a 25-year corporate professional at the senior-level and 

was laid off for the first time 6 weeks prior to participant selection in 2010. This 

embedded the researcher in the lived layoff experience as a researcher and an individual. 

The researcher informed applicants and selected participants of the researcher‘s layoff 

(without sharing specifics) to create trust. The following additional subjectivity 

information was not shared with study participants. The researcher anticipated the layoff 

and communicated that this was a gift of time and resources to conduct this study. A 

personal research journal was maintained throughout the course of this study. Before and 

after a participant‘s interview, the researcher included explicit thoughts and feelings of 

this experience in the journal. Personal notes captured in the moment of interviewing 

were transferred to the journal. Journaling enhanced trustworthiness throughout the 

study‘s process.  

During this study‘s participant selection stage, the researcher accepted a position 

at a local university as graduate school adjunct faculty and started teaching in the Fall 

2010. The first course designed and taught was called ―Exploring Human Potential‖ and 

incorporated the mindfulness construct. This research and this course reflect the 

researcher‘s life-long passion for understanding human potential in the lived experience. 

This passion was inspired by her father who, in the 1960‘s at the age of 40, successfully 

underwent brain surgery to remove a tumor—―successful‖ meant he had lived. During 

the course of his life, against all odds into his 70‘s, he demonstrated one who entered 

each day and moment with Joy. Because of him a question incessantly kept arising in the 

researcher‘s mind from an early age: When people have traumatic life experiences, 



 

 82 

why/how do some individuals come through to view life/living as filled with possibilities, 

while others struggle and/or cease to live—figuratively and literally? Finally, the 

researcher practices yoga and meditation. The researcher is married with an employed 

spouse and has three grown children.  

In narrative analysis, internal validity revolves around the ―identification of 

themes rather than cause-and-effect conclusions‖ (Girden, 2001, p. 51). The themes that 

arose from this study were analyzed to answer the research questions that sought to 

understand the professional‘s lived layoff experience and mindfulness‘ influences, and 

not to prove a cause and effect relationship. So, the validity of a narrative analysis is 

based not on the researcher‘s ―accuracy‖ of interpretation, but rather the researcher‘s 

interpretation‘s ―trustworthiness.‖ ―Interpretations are trustworthy if they are plausible 

and reasonable, they are supported by reports by the narrator, and alternative 

interpretations have been considered … [and] should be coherent in terms of the basic 

goals of the narrator‖ (Girden, 2001, p. 50). Providing an epoché or subjectivity 

statement and ensuring participants and the researcher do not know each other minimizes 

bias.  

Trustworthiness is further established if alternative interpretations exist and are 

considered by the researcher. Thus, an interrater of several narratives was used to 

establish trustworthiness. A limitation of this study was not spending a significant 

amount of time with the participants to develop a deep understanding of their lived 

experiences. However, the shorter timeline for data gathering with a few interviewees 

lowered the potential for participant dropout. The level of mindfulness was assessed one 

time, so there was no opportunity for the possible response biases that may occur with 



 

 83 

multiple assessments with the same instrument. Finally, a limitation may be that the 

instrument is a self-reporting of the participant‘s mindfulness. However, this mindfulness 

score is meant to enhance the understanding of the lived layoff experience and 

mindfulness. Participants‘ self-reporting of information (demographics, self-reported 

mindfulness, interview) was taken in good faith as trustworthy.  

Ethics and Human Subjects 

 This research adhered to protocols required from The George Washington 

University‘s Office of Human Research and received approval from the Institutional 

Review Board (IRB). This research was to gain understanding of the lived experience. 

No intervention (i.e., mindful training or career counseling) or participant benefit was 

part of this study. Participation was voluntary. A participant was able to remove her or 

himself from the study at any time. The IRB‘s contact information was made available to 

participants.  

A simple language was used in writing all research documents, questions, and 

forms; such as, research description and consent form, audio-release form, and site 

permission letter. Participants‘ time was all that is required, and no gratuity was provided. 

All participant information is held securely and confidentially. Only the researcher has 

access to hard copies of documents (i.e., transcripts) stored in a locked cabinet and 

password-protected databases. The researcher recognized and communicated with 

sensitivity that participants experienced a range of emotions when telling and reading 

their narratives. Future publications and presentations will not include any information 

that will make it possible to identify participants.  
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Chapter 4: Results 

This chapter describes the results of the research, relates the results to the research 

questions, and includes visuals for greater clarity. The results are presented in three parts. 

The overview of this study is briefly stated. The findings presents the results of the study. 

Finally, the summary offers a synthesis of the results.  

Overview 

This research used an interpretive methodology to understand how mindfulness 

played a role in the professional‘s lived layoff experience. The three questions explored 

were how the professional‘s mindfulness played a role self-perception, sense of well-

being, and search for reemployment in layoff experience. The findings were derived from 

an iterative, inductive process of narrative analysis, a retrospective interpretation, of the 

11 participants transcriptions.  

Findings 

 This section is structured in four parts that align to the research areas: (a) Layoff 

Experience, (b) Self-Perception, (c) Sense of Well-Being, and (d) Search for 

Reemployment. Within each research area, the themes are presented and representative 

participant quotes offered. The analysis revealed some themes relate to other research 

areas and themes, and these are pointed out in the discussions. Due to these 

interrelationships, structural lines of differentiation were created in order to present the 

findings in a flowing manner. This findings section concludes with a summary of 

findings and an illustration of the themes‘ relationships.  

Analysis within the four research areas distinguished 12 themes from which 7 

themes are considered core—those that analysis indicated as primary to this research. An 
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overview of the research areas and themes are shown in Table 8 and reflects the order in 

which the findings are presented. Core themes are highlighted and discussed first within 

the research areas‘ discussions. Also included in Table 8 is a non-theme discussion, 

Approaches, Resources, and Support Review, in the Search for Reemployment area. This 

discussion is not related to the research questions and is provided as additional 

information on participants‘ search for reemployment.  

Table 8 

Overview of Research Areas’ Themes and Non-Theme Discussion 

Research 

Area 
Themes 

Non-Theme 

Discussion 

 

Layoff 

Experience 

 

My Layoff 

was a 

Catalytic 

Experience  
(core theme) 

 

I Anticipated 

My Layoff 

 

 

My Layoff 

was a 

Business 

Decision, 

Not Personal 

  

 

 

Self-

Perception 

 

I Am the 

“Same” Self  

(core theme) 

 

 

I Am More 

Than My 

Job (core 

theme) 

 

I Am 

Spiritual  

(core theme) 

 

I Care About 

Others  

 

 

 

 

Sense of  

Well-Being 

 

I Sense My  

Mind-Body 

& Spirit 

(core theme) 

 

I Am 

Letting Go 

or 

Controlling 

My 

Thoughts/ 

Feelings 

(core theme)  

 

I Want to 

Talk About 

My Story 

  

 

Search for 

Reemploy-

ment 

 

I Am 

Positively 

Future 

Focused 

(core theme) 

 

I Am Open 

to 

Possibilities 

or I want 

Equivalent 

Position 

 

 

  

Approaches, 

Resources, 

and Support 

Review 

(non-theme) 
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Finally, an analysis was conducted on participants‘ comments on how they felt 

about the layoff experience. Participants experienced a range of feelings—from 

unhealthy, to ambivalence (mixed feelings), to healthy—for different reasons. These 

feelings occurred at various times from the moment they knew of the impending layoff to 

the time of the research interview. As a result, participants‘ feelings related to the 

temporal views of past, present, or future and were embedded in the research areas. The 

summary is a synthesis of these findings along with the themes.  

Layoff Experience  

The discussion begins with the layoff context—the participants‘ overall 

experiences, and anticipation of and personal perspective about the layoff decision. The 

three themes for this research area were (a) My Layoff was a Catalytic Experience (core 

theme), (b) I Anticipated My Layoff, and (c) My Layoff was a Business Decision, Not 

Personal.  

My Layoff was a Catalytic Experience (core theme) 

 According to most participants this layoff experience was catalytic and this was a 

core theme for this research that is woven through other research areas and themes. 

Participants experienced increased awareness and a rediscovery of self. Some examples 

related to other areas were that participants (a) remembered they were more than their job 

(Self-Perception), (b) discovered empathy for others who are unemployed (Self-

Perception), (c) developed awarenesses for well-being (Sense of Well-Being), (d) and 

could envision positive futures of possibilities (Sense of Well-Being and Search for 

Reemployment). Several participants were also anchored in a personal spirituality that 
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sustained them. The details of those experiences are discussed within the research areas 

and themes. The following are overarching quotes on this catalytic experience:  

Ben: ―...through that process, there were a lot of positive accolades, a lot 

of positive reinforcement, that said... [uh huh] that said a lot of people 

liked what I was doing, a lot of people liked the results [[now]]...I‘m 

looking for a job. [right] That‘s probably one of the most humbling or... is 

humbling right word... sobering may be a better word, experiences to go 

from being maybe at the time... So, it‘s I think the sobriety or the, umm 

not humiliation, but the humility of the experience is extreme. Much more 

extreme, I mean, you know I‘ve been on the other side of that desk more 

times than I care to talk about.‖  

Boater: ―It‘s been an eye-opening experience. I will, you know, once I 

become, uhh, re-employed will kind of use that and maybe, uhh, reach out 

and try to do more to help people in my situation. As I said, I‘m far more 

understanding and I can... I know because I‘ve reached out to people, and 

some people help, some don‘t. I want to be one those people that is more 

helpful and, and, more grateful as a result of the experience.‖ ... ―I‘m 

probably gonna be, live my life a little bit more conservatively. I‘ve kind 

of gone through my whole life... not really having to focus or focusing on 

budgeting... I‘ve had a pretty good life. But, you know, I think I will 

simplify my life going forward [emmm] and that‘s a good thing too.‖  

Cameron: ―This has given me a different perspective on... of life. Not a 

spiritual... because my spiritual was always, has always been there. And, 

another thing to know that this is only, physical, it‘s only tangible, it‘s not 

spiritual. I was laid off from work physically. I was not laid off from work 

spiritually. As a matter of fact, when I was laid off that even increased my 

faith. That even brought me to ask Him more.‖  

Kristen: ―Generally, I mean, the things that affected me the most this 

whole experience is that I have been working since I was 13 years old... I 

mean doing things on weekends, doing things for Mom‘s store... I was 

always working on something. I‘ve always had a purpose, plan, a set of 

objectives, a goal... you know... something. And, this experience has 

completely shaken that up.‖ 

Tom: ―You know, after having been employed that long at one company 

there is...you know, umm... <quiet>... you take that decision very seriously 

<quiet, strong voice>, you know, you take it, you look at it like...this is a 

life-changing experience, you‘re gonna go, you go in complete 

different...I‘m <clear, strong voice> probably going to go in a different 

[[professional]] direction.‖  
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 One participant, Elspeth, is highlighted due to experiencing another catalytic 

event several days before she was informed of her layoff. She tells her story as follows:  

Elspeth: ―...I was told [[of layoff]]...<quiet>... the Friday after I had just 

had a fire in my apartment building and lost everything I own. ...Again, I 

just can‘t afford the luxury of falling apart. ... <quiet> ... I just have to 

keep going. [uh huh] I know, I mean, again I‘m kind of in that survivor 

mode, I just have to do this. [right] In fact the other day I bought a little 

sign that I‘m putting in my room [[moved in with family]] and it says 

‗Attitude is Everything.‘ [uh huh, uh huh] That really has been a very 

noticeable difference. Umm, it might have been because of the fire... once 

you lose everything your perspective really changes. [right] And, uhh, 

maybe I‘ve just become more philosophical.‖  

I Anticipated My Layoff 

 In regards to actually being laid off, five participants (Cameron, Carl, Simon, 

Tom, Tony) were not surprised, and another five (Kristen, Ben, Boater, Elspeth, Rachel) 

said they had strong intuitions regarding their impending layoffs or had seen indicators 

that they might be laid off. Only one participant, Sara, was surprised. Some of the 

participants who were not surprised shared an awareness that it was ―real‖ now.    

Ben: ―... ... I, I, I honestly felt a mixture of shock and the... I truly think 

that it was split, there was a part of me that said ‗yep, saw this coming‘ 

and a part of me that said ‗are you kidding me!?‘‖  

Cameron: ―I saw it coming, but it came very, very fast. It came very fast, 

because when the xyz stopped and things started going down, before I 

realized, we were already notified that the company is going to stop hiring 

and is going to downsize.‖  

Carl: ―So... ahhhh, I‘ve known now for 2.5 years. Actually, we knew when 

they were evaluating...‖  

Rachel: ―Well, it didn‘t come to me as a shock. [okay]... She [[manager]] 

stopped talking to me in February. She never replied to my emails. Would 

not answer questions that I‘d send her or anything at all. When there were 

times that I had to do something, she‘d have somebody else ask me if I‘d 

got that done. I‘d think, why not just pick of the phone and ask me or read 

the email that I sent that had the answer.‖  

Simon: ―I‘m not surprised at all... at neither the first time nor the second.‖   
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Tom: ―I put on my best suit because I just felt like that day was the day 

that it would happen [uh ha]. There was less correspondence, less email… 

I had a sense that something wasn‘t right [uh huh]… and ya know anytime 

people communicate less, there‘s something wrong <chuckle>. ... 

Ummm... I, I mean, you know, even though I prepared for that, even 

though I saw it, you know, and had a sense of it coming... it was ‗Wow 

this really DID happen... it really did! It‘s really did! Seventeen years... it 

really happened.‖  

Tony: ―Well, I have been... I... this was the first time I‘ve ever been laid 

off, but it‘s not the first time I‘ve ever worked for a company that‘s been 

in trouble [okay], you know. So, I know how to read those signals. ...The 

behaviors are a huge reluctance to spend any money on anything...No I‘m 

serious...I‘d seen this coming [right], so I was preparing for it, I had... and 

by preparing for it I mean, I worked very hard of the last several months to 

pay down any credit card debt that I had. I was getting ready for having to 

endure a long period of unemployment, if that was going to be necessary.‖  

Sara: ―I was...it was incredulous...like, I just...I mean I almost wanted to 

laugh.‖  

My Layoff was a Business Decision, Not Personal   

Ten of the 11 participants saw their manager‘s or company‘s decision for their 

layoff as a business decision and did not take the action personally. Sara acknowledged 

the business decision, but did take the decision somewhat personally due to the surprise 

layoff.  

Cameron: ―I was not laid off because of my age, nor because of my 

experience or the performance. I was laid off because companies decided 

to downsize. Some jobs that were done here, in house, were no longer 

available for American workers. They were transferred to overseas, 

outsourced, or just cut, even more for profit reasons, companies just 

decided to reduce the size to control costs and maximize profit.‖  

Elspeth: ―And it all actually makes sense, budget cuts, needing to 

restructure and cut back, it‘s logical.‖  

Kristen: ―you know, it was a business decision, it is just what they do.‖  

Rachel: ―well, she had a business decision to make, she made it... I can‘t 

take this personal.‖  
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Simon: ―The practical side says, well, you know, if your revenue doesn‘t 

measure up to your expectations, something has to give. ...okay, that‘s 

what happened—we ran out of funding, it has nothing to do with you.‖ 

Self-Perception  

Within the research area of Self-Perception four themes were discovered. The 

discussion of self-perception begins by framing participants‘ descriptions of ―self‖ within 

the layoff context. From these descriptions four themes arose, three are core themes: (a) I 

Am the “Same” Self with Layoff (vs. self ―changed‖ by layoff) is a core theme, (b) I Am 

More Than My Job (vs. self defined by job) is a core theme, (c) I Am Spiritual is a core 

theme, and (d) I Care About Others. These themes relate to Sense of Well-Being and 

Search for Reemployment. Finally, participants talked about themselves in the future 

with optimism and hopefulness. Positive future thoughts and healthy feelings related to 

Sense of Well-Being and Search for Reemployment.  

I Am the “Same” Self (core theme) 

Through the experience, nine participants (Ben, Cameron, Carl, Elspeth, Rachel, 

Sara, Simon, Tom, Tony) noted that they considered themselves as the ―same self‖ as 

before the layoff. Kristen, Rachel, and Tom also noted that any differences they 

experienced in their views of self were related to becoming more aware of who they are 

or rediscovering things about themselves.  

Ben: ―I think so, I think I‘m... ... <quiet>... I think, umm... hemmm... 

<quiet>... Yeah, I mean, I really do think I, I think of myself that same that 

I did. I guess I‘m trying to quantify it if that‘s really true or can I think of 

anything that‘s... you know, I guess the only... this is where the anonymity 

part comes in because this is a stupid statement... [both start laughing 

hard!] ...but overall, I would have to say I don‘t think it‘s really changed 

the way I think or feel about myself, other than those occasional whims I 

get on.‖  

Cameron: ―I believe I‘m still the same person, I‘m just developing it more. 

I‘m just... capturing, I‘m just capturing, I‘m just, umm, learning how to 
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handle uncertainties... I told you in the beginning we make mistakes. 

...You face, know yourself, when you face difficult situations, when you 

face a challenge. That‘s when you say ‗Oh, I didn‘t know I could jump 

from two floors. But, I can actually jump from 3 floors!‘‖  

Elspeth: ―And, umm, one of my strengths is called ‗Woo,‘ and very few 

people are Woo. [uh huh] Very few. And those are the kinds of people 

who, you know, meet you in the grocery store line and become your new 

best friend [yes!], that‘s me. So, I‘m very open. And, I was raised to be 

strong...I‘m tapping into that as I‘m reflecting. [emmm] I was raised to be 

independent...I was raised to be a survivor. So, I‘m kind of tapping back to 

some of that, that, umm, wisdom from my family. [uh huh, uh huh] My 

Father would be, umm, I know he‘d be proud of how I‘m handling this. 

...Umm, both my parents are gone.‖  

Rachel: ―Things that I knew about myself are now coming forward. [okay] 

I don‘t like taking help from people or asking for help. I guess 

everybody‘s that way, I don‘t know. But, I‘m more of a giver. All my life 

I‘ve given, you know. And I knew that I didn‘t like to get help and was 

sure that if I needed help I will ask, you know. But, I realize that I need 

help and I‘m not asking.‖  

Tom: ―Rediscovered probably is a better way to describe it...I think I‘ve 

forgotten I have a lot more to offer. That‘s what I think. So, ummm, I 

think that I‘ve been really selling myself short. So, that‘s, you know 

[yeah]... that‘s it in a nutshell. 

I Am More Than My Job (core theme) 

Nine participants (Ben, Cameron, Carl, Elspeth, Kristen, Sara, Simon, Tom, 

Tony) communicated that they were more than their jobs—their jobs and/or titles did not 

define who they are before or after the layoff. For Tony a job is just a job, and Simon 

emphasized, ―I have a 100 labels!‖ On the other hand, Kristen‘s and Boater‘s quotes are 

shared because they talked about realizing, through their layoff experiences, just how 

important their jobs were in relation to their perception of self.  

Boater: ―Probably my job has, kind of, been almost my being. And so, you 

know, when you take that away, you know, who am I, what have I 

accomplished? And so, it probably impacted me perhaps more than maybe 

somebody else who just saw a job just as a job, and they did it, and you 

know, and they were more motivated about something else in their life. 

[sure] I‘ve always been driven from a career standpoint, and so you take 
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that away, and say ‗what else do you have?‘ [What is your answer to that 

now?] Well, my answer is, uhh, greater recognition that that‘s been the 

case, uhh, I may, you know, once I get re-employed, uhh, do some more 

inward, uhh, examination and thinking about that. And, try to carve out the 

remaining, uhh, period of my life... Some other things so that... when I 

reflect back on who I am and what I‘ve done, it‘s not all about career or 

job.‖  

Carl: ―I‘ve never drawn identity through my job and I‘ve always enjoyed 

my job‖ 

Kristen: ―You know, am I supposed to learn that it‘s not all about work 

<chuckle>, well I kinda already knew that. [both laugh] ... But, not having 

ever gone through it, I didn‘t realize how many different emotions you go 

through. And I didn‘t realize how hard it could be on  your... your self 

esteem. Just your self worth. I don‘t... I very much have a purpose at work 

and a purpose at home. So, I‘m perfectly fine with my purpose at home... 

you know, I have my roles at home... I‘m a Mom, I‘m a fiancée... I cook 

<chuckle> all that stuff. And, I‘m perfectly happy and fine with that. But, 

purpose at work, I no longer have.‖  

Sara: ―I don‘t think I‘ve ever been defined by a role that I‘ve been 

in...[yeah] ummmm... I just don‘t think I have. ...I just look at as just ‗you 

know what-what happens, happens‘ and you move past it ...[right]... and 

you go on to your next experience... and you learn from it! Another thing 

is that other people that I‘ve met that have gone through this, that are 

going through this now... it is just down right devastating to them. And 

it‘s...when they get laid off, it‘s about who they are, it‘s a blow to their 

ego, a blow to their self esteem, and it‘s a blow to all of that.‖  

Simon: ―...is it about ego? Am I hurt? The VP of abc I‘ll be on the street, 

is it that? Or am I being defined, am I the VP of abc or am I ME who 

could be something else? So, this whole thing of saying that‘s not me, I‘m 

not...and we tend to do that when we introduce people, always it‘s ‗here‘s 

Fred and he is the president of...‘ [yes] So, sometimes you have to say 

‗that‘s not me, I‘ve got a 100 labels...father, husband, son, friend, so on.‘‖  

Tony: ―...the fact that ‗it‘s just a job, it‘s really not worth it. And if I really 

don‘t like this job, I‘ll just go get another one. There are lots of jobs out 

there.‘ And, that‘s the way I‘ve approached life... it‘s just a job, I‘m not 

going to stress out about it, you know. I don‘t identify myself, as person, 

with what I do.... I‘m not defined by what I do, I‘m not defined by my 

job... and I know several... I think I was at one time. Ummm, and I saw 

where that went, and it‘s just wasn‘t worth it [uh huh]. There‘s so many 

other things I want to do with my life.‖  
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I Am Spiritual (core theme) 

A strong component of ―self‖ that eight participants spoke of was their faith or 

spiritual side. For example, Ben shared a story of his Mom being ―blessed‖ as a way to 

share how much he was blessed as well. Many mentioned that the layoff tested and/or 

strengthened their faith. Often, a strong spirituality equated to a belief in one‘s self for the 

future. Their spiritual self also played a role in the area of Sense of Well-Being.  

Cameron: ―... ... I‘m a believer. [What does that mean?] I believe in God 

heavily. At one point... it came to the point of asking Him ‗why do people 

who trust and believe in You always have problems on the way? Why 

does this happen to people who trust and believe in You?‘ But, I said, 

well, I believe in Him, I trust Him and I keep on going. That‘s my first 

motivation. That makes me going and going and going. [uh huh]  As long 

as my two feet are standing, my two hands are still catching, my head is 

still up, my eyes will be still be looking, that‘s a personal determination I 

have. [uh huh] ... Now...I have a focus. My wife does not work, I am the 

head of the household. I believe, I trust in God and know it may be hard 

today, but tomorrow is another day.‖  

Elspeth: ―Well, first of all. I‘m certainly a huge believer in God. Umm, I 

do not believe that, umm, God, you know, is sitting up there with like little 

Marionettes orchestrating all of us. [both chuckle] I do find comfort and 

strength in that. Would I like God to be Santa Claus and bring me a job? 

Yes. [both chuckle] But, He doesn‘t work that way. So, I think if He gives, 

if I get a job, I get a job. Somehow I will be okay.‖  

Kristen: ―I think what I wish I had done better or more of, or had been 

stronger in is faith. I am, Christian, I am strong, I do believe that God is 

going to take care of me. He‘s going to give me what I need, not 

necessarily what I want, not necessarily when I want it. But, He‘s going to 

give me what I need. And, I wish that I were strong enough, or stronger... 

that ...‗Kristen, where‘s your trust?‘ Trust that God is going to take care of 

you. Trust that you‘re going to be fine. Go spend some quiet time, 

somewhere, regain that confidence, regain that...that....sense of self worth 

that‘s linked to all other problems that you REALLY don‘t have that you 

just THINK you have!‖  

Rachel: ―So, I try to be faithful, keep the faith, be hopeful. And I pray 

quite a lot, not as much as I‘d like to, I pray when I have the strength to do 

it. So, that‘s what goes through my mind and I don‘t think I had mentioned 

that before. Sometimes, it is hard to find the strength to pray or even want 

to pray. I question what I have been through all my life. Is God really 
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there? Where is He when I need help? …I know better. I have been 

through so much in my short life to know that there is really God. But this 

situation is having a toll on me spiritually and mentally. Thank God that 

He is merciful and understanding.‖  

I Care About Others  

Participants shared a lot about others in their lives—those with whom they 

worked, those laid off whom they knew or have met, and family and friends. These 

relationships also relate to Sense of Well-Being. Ten of the 11 participants (Tom, Tony, 

Kristen, Cameron, Carl, Ben, Boater, Simon, Elspeth, Rachel) told of a heightened 

awareness of those who are meaningful in their lives—being able to spend time with 

them and/or feeling responsible. Those participants with employed spouses/partners 

generally found that the burdens of being unemployed were lessoned. The desire to not 

let anyone down and to meet financial responsibilities was felt by many participants. This 

desire to be responsible was directed towards family (regardless of whether their 

spouses/partners were employed) and friends who were supporting them. Due to their 

own layoff experiences, five participants shared that they now hold a greater 

understanding and empathy to those who have been laid off or unemployed. A few 

individuals had a self-discovery that they had previously ―judged‖ the unemployed.  

 Responsibilities to Others Quotes:  

Ben: ―Knowing that my wife has a decent job [yeah], and knowing that if I 

don‘t find a job before June or July, or whatever it is. We‘re not going to 

be selling the house and moving into a 1-room apartment and those kinds 

of things. We‘re going to be okay. I think it has allowed me to be stress-

free, maybe not stress-free, but less stressed. [yeah]. There is that, again, 

the stupidity of the male ego that says that here I am not working as the 

breadwinner. [both laughing]‖  

Boater: ―And now I‘m in a world where, uhh, it‘s entirely on me. I feel 

like I have the whole weight of obligations for my family, and everybody 

that depends on me, and it‘s on me in a sense that no one can help me. It‘s 

absolutely going to be determined by what I do. And it‘s sort of like, uhh, 



 

 95 

being very, very hungry and, you know, if you don‘t do something for 

food, you‘re going to starve. [right]  

Cameron: ―And I told you that major motivation is the load I have. It is 

different from your working and your wife or husband is also working and 

one of you gets laid off. [uh huh] But if one of you is not working, you are 

the only one bringing food. I have to provide for them. There are times 

that I don‘t eat. If there‘s enough for the kids, peanut butter and jelly is 

good enough for me. But, I will say, well, ‗I‘m a man, stand up, you don‘t 

stay here, you can‘t give up, stand up and go.‘ I have...I‘m blessed with an 

inner desire of moving. As long I‘m still there floating on the water, I will 

eventually get to the coast.‖  

Elspeth: ―But, I‘m sooo, umm, I am anxious... that is directly associated 

with how independent I can be... [[not burden sister, moved in with her]]‖  

Kristen: ―I felt like I was letting my fiancé down, I felt like I was letting 

my daughter down. [uhhhh] ...Yes, we have to put the wedding off, 

because I just can‘t... you know... ...So, I don‘t think I cried because the 

company hurt my feelings. I think I cried because of what it was going to 

do, and how it affected my life and how it was hurting other people. [right] 

I‘ve always been the one.. that they [[family members]] come to me when 

they need help...because I had a job, I was working, you know...‖  

Rachel: ―Umm, I wish that I could help them [[host family]] in some 

shape or form. I do the housework. [right] I help around the house, but I 

feel that‘s not enough. I don‘t have an income. I cannot help with 

groceries. I cannot help with bills, but I can run errands. Whatever they 

need to me to do that does not cost me anything. They always thank me 

like I‘m doing something big. <chuckles> ...pick up after the four kids ... 

teaching the kids to swim.‖ ... I don‘t pay for food. I don‘t do anything. I 

do get the joy of yelling at the kids once in a while. <laughing> I couldn‘t 

ask for anything more. I feel great. I have been so lucky. It could be so 

worse. I could be in the apartment and not be able to pay rent. No shelter, 

no food. ...They took care of all that. Now, all I have to do is find a job. 

So, she‘s [[host]] been more helpful to me than she could ever imagine.‖  

About Unemployed Others Quotes:  

Ben: ―Just trying to make sure I‘m keeping them positive. They don‘t need 

to get anything in their head to potentially jeopardize having jobs down 

the road.‖  

Boater: ―So, there‘s probably one thing I‘ve learned, and somebody told 

me this, I guess it was somebody prominent...a CEO that said that he 

would never hire anybody for a key position that had never been sort of 

laid off or unemployed as part of their career. I can tell you that I‘m far 
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more empathetic, far more understanding as a result of my own 

experience. Just because when, when you‘re part of corporate America, I 

think you can get caught up in the bias too that, uhh, if somebody‘s 

unemployed there must be something wrong with them... the reason 

they‘re unemployed... Maybe that was a little bit more true before the 

economy was terrible. But, that bias kind of continued. ...Having gone 

through what I‘ve gone through, I‘d be far more open to, uhh, take a little 

bit of time to listen to people‘s stories before I make a snap judgment. ... I 

will, you know, once I become, uhh, re-employed will kind of use that and 

maybe, uhh, reach out and try to do more to help people in my situation.‖  

Carl: ―...interested in how people perceive this situation in a year after 

they‘ve been laid off. Especially those who... we‘ve got some folks, I‘ve 

stayed in touch with some of them...the abc folks are having a rough go at 

it. That to me, that‘s the only thing that‘s the pain in my heart of seeing 

this, and uhhh, the other pain is seeing the [[Asian]] population...what 

they‘ve endured, coming here, and then... we have a lot that have worked 

20 years as [[job roles]] and who have moved up... are having a real rough 

go at it... And that‘s, uhhh, to me, that‘s... some of the folks are in training, 

so I‘m curious to see how they‘re doing...great guys, and one guy has 6 

kids, and uhhh, and it‘s really [awww]...So, people have gone through a 

lot harder... than what I‘m going through [uh huh]... and uhhh, I‘m not 

going through anything.‖  

Kristen: ―In terms of understanding other people, I feel more compassion 

towards those who‘ve been laid off. I didn‘t ever... really get it.. because I 

had never experienced it. I didn‘t know how hard it was on them. You 

know, I tried to talk to people, friends, while I was still working and they 

were not. But, I wasn‘t diligent about keeping up with them, encouraging 

them, motivating them, trying to say anything that would help them. ... 

Today... if I was working and friend of mine got laid off I would make 

sure that I...was a good friend. I‘m more compassionate towards them... a 

lot more empathy.‖  

Tom: ―Uh huh... it‘s made me, ummm, sympathize or empathize with 

people that are going through my same situation, which I probably didn‘t 

as much before because I thought of it as a ‗me‘...hey, it‘s... you just go on 

and get another job...you know, not, not in a arrogant way at all, I don‘t 

mean it like that [right]...I mean it as, you know, it is what it is and you 

have to deal with it... and, you know, I‘d heard of people before and it was 

almost like a death and I always thought man this is really, this is, these 

people need help <strongly stated> ...going back to the ‗sympathy and 

empathy‘ of others in this situation ...I know that people really hurt that 

are in this situation, an awareness, an awareness that they really hurt... 

You know, I... the reason I am the way I am, is so I can help people that 

don‘t... that aren‘t able to cope with things [yeah]...that‘s the reason... they 

can lay their burdens on me and I can deal with that okay.‖   
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Four participants (Elspeth, Kristen Rachel, Tom) said they had previously felt sad 

about no longer having those valued day-to-day relationships with professional 

colleagues, and two mentioned past sadness about the company‘s layoff processes and 

impact to fellow employees. 

Kristen: ―I feel sad by the thought that loyalty between employers and 

employees is not what it used to be.  Employers seem to want dedication 

and loyalty, but they don‘t seem to offer it anymore.‖  

Tom: ―...it was just, it was just one of those things where I could see what 

was happening [[layoffs]]…and...ummm (softer, slower voice stating this 

last sentence)... there was a sadness you know there... you know? ... 

Ummm, I think it [[sadness]] came from the long-term relationships I had 

with the people that I work with... I think that‘s what it was. I think that, 

you know, it just...on my last day people started going through the history 

of this and that...you know, this lady comes up and sings a song...and, you 

know, it‘s like... wow, wow <chuckle> [Wow]...I just didn‘t expect all 

this, you know [exactly].‖  

Sense of Well-Being 

The area of Well-Being has three themes: (a) I Sense My Mind-Body & Spirit 

(core theme), (b) I Am Letting Go or Controlling My Thoughts/Feelings (core theme), 

and (c) I Want to Talk About My Story. Well-being was found to be intrinsically woven 

into other themes. This area related to I am Spiritual and I Care About Others themes in 

Self-Perception.  

I Sense My Mind-Body & Spirit (core theme) 

The core theme, I Sense My Mind-Body & Spirit, arose from participants‘ two 

ways of responding when asked about their well-being. First, when asked about their 

state of well-being, all participants inevitably discussed their mind and body—noting the 

reciprocal nature of one influencing the other. They shared that their internal thinking and 

feelings and conversations with others and physical health and activities affected each 

other and their well-being. Second, eight participants talked about ―spirituality‖ as a 
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factor equally important to their well-being as mind and body. This theme corresponds to 

I Am Spiritual theme in Self-Perception.  

Previous to their layoff experiences, Tom, Tony, Sara, Cameron, Carl, Ben, 

Simon, Elspeth, and Rachel had used their knowledge of mind and body connections as a 

life practice and/or method to manage stressful life events. For the most part, this layoff 

experience heightened their awareness of the need to maintain these practices. On the 

other hand, the three participants (Boater, Kristen, and Elspeth) who discovered or 

rediscovered their mind-body connection talked about experiencing high stress, and they 

revealed only minimal or no involvement in physical activities for well-being. They 

acknowledged that doing more physical activities would help them manage their stress.  

Through their layoff experiences and interviews, five participants (Ben, Rachel, 

Simon, Tom, Tony) believed their overall well-being had improved (also see ―Glad, 

Good, Happier Feelings‖ in Sense of Well-Being), three participants felt they were the 

same and healthy (Cameron, Carl, Sara), and three indicated having some decline due to 

stress (Boater, Elspeth, Kristen). Physical well-being activities consisted of anything 

physical including working out (Ben, Boater, Carl, Rachel, Tom, Tony), cooking (Carl, 

Kristen), cleaning/organizing (Tony), focus on breathing to get to sleep (Rachel), home 

projects (Ben, Boater, Carl, Kristen, Tom, Tony), running (Cameron, Carl, Rachel), 

pulling weeds/gardening and being in nature (Carl, Kristen, Tom, Tony), walking daily 

with someone (Tom, Simon), yoga/meditation (Sara, Simon), and conscious healthy 

eating (Carl, Elspeth, Rachel, Simon, Tom, Tony). Finally, many participants stated that 

finishing an activity gave them a sense of accomplishment.  
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Mind-Body & Spirit Quotes:  

Cameron: ―...affects your psychology and then comes back on your body. 

And you are in that state, your head, your brain, your mind, your spirit, 

your inner … your ―YOU‖ your psycho is affected and that drains your 

whole body. That forces you to have a mood that is not your own. ...And, 

it can impact you physically, terribly. Procrastination is a body‘s negative 

energy that tries to dominate on the mind. That if you‘re not strong 

enough, that‘s what brings people to depression. ...I‘m Christian..I believe 

in negative and positive energies. If there is plus somewhere, there will be 

a minus. I may not see it, but I expect it to be. ...When stress comes, when 

stress takes over, you have to take that stress out.‖ 

Simon: ―There is reading time. [ahhh] There‘s time with the girls. ...We 

walk at night [[and talk]]. We do yoga ... But, umm, and there are 

charitable things I‘ve always done on the side and that‘s a good 

counterpoint to all of this. ... I think we both have been conscious about 

where are our lives leading, what I we eating, what are we doing... so the 

foodstuff changed, what we buy, what we eat.‖ [[discussing his and 

family‘s yoga practices]] ―...you know, the whole point is it‘s a body-

spirit-emotional thing. You don‘t do it [[yoga]] and then go do aerobics, 

go get on a treadmill. So, there‘s got to be a mood and an ambiance, and 

so on. ... But, the whole notion of living an aware life, a mindful life. And 

what happens then is when you get into that frame of mind, work doesn‘t 

become this all consuming, be-all-end-all. It‘s a component, and a very 

important component, and a very healthy component if it‘s the right job. 

But, it becomes a component in the overall thing. And I think we [[he and 

his wife]] do, we reflect, we are mindful of that.... And, and with 

mindfulness, I think reflection is a large part of it, just reflect on things... it 

takes a certain desperation out of things, I think. ...So, I think it‘s a more 

measured approach to life. This whole notion, I, I think of as, we may be 

very active on the outside, in the very core of your mind, there‘s got to be 

absolute stillness in the very core... right, no sound, no nothing. I‘m not 

always there, but I strive to be there.  So, through all the turbulences and 

vicissitudes that go on on the outside, umm, I think it‘s mindfulness forces 

you to think from that point of view, saying ‗everything‘s fine, this is an 

emotional response to a situation?‘ ...And being physically unfit I think 

also affects you mentally. So, I think, that..coming back to mindfulness... 

whatever happens on the other fronts, this one core thing you absolutely 

need to keep going...do the regular exercise and all the other stuff, yes. 

Those programs will NOT be compromised. [both laughing] Decidedly.‖  

Tom: ―Ummm, I think I‘m doing pretty good <confident voice>. [Ok] 

Physically, actually, I‘m doing better because I don‘t have the burden, like 

I said, all those things ... [What‘s different?] Umm, I think...there‘s...I‘m 

stressed cuz I have to find a job, <chuckling> but ummm, if you want to 

say my mental state is part of physical state, then mentally I‘m starting to 
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think more clearly. Because I don‘t have all those distractions 

[okay]...and, so, that‘s  a good place to be ... because, I think I‘m starting 

be able to focus more...narrow things down really well, to target...umm, 

and putting things into perspective. So mentally...to say my mental state is 

part of my physical, you know, then, I would say yeah...better. ...I‘m 

reading my bible a little more and that helps. ...I would say in general, 

even before this, I‘m aware of those types of things...aware of where to 

put myself to bring up my spirits.‖   

Mind-Body Quotes:   

Ben: ―You know any job is going to have a degree of stress. But, my 

doctor has been on me for... the last, I guess a little over a year now about 

my blood pressure, not that it was out of whack, but she‘d prefer to see it 

lower. Within a couple of weeks after getting the news [[of being laid off], 

it‘s now back to where it should be. [Why is your blood pressure lower?] 

...I‘ve known a lot of people over the years that tend to focus on the 

negative aspect of a situation or whatever. I think it‘s okay to notice, and 

it‘s okay to comment on a negative aspect of a situation. But, I think 

you‘re true focus has to be on the positive side of it. ...To me being an 

optimistic is just that. [uh huh] It‘s more about, yeah we can acknowledge 

that there‘s a downside, yeah, I‘ll have to go x amount of time without an 

income [right], x amount of days, weeks, months without an income... and 

that‘s pretty negative. [both chuckling] I, I just choose to focus on the 

optimistic, the positive side of it.‖  

Boater: ―The stress level is, is... you know, while corporate life is is also 

stressful, [right] I‘ve kind of always been in stressful environments, it‘s a 

different kind of stress. And, uhh, it‘s, you know, it‘s tough. [yeah, yeah]. 

My wife worries that I‘m gonna have a heart attack or it‘s going to affect 

my health because she thinks I‘m pushing too hard.‖  

Carl: ―But, physical exercise always...seems to put things in perspective... 

I won‘t say put things in perspective that... [what happens?] <quiet> You 

kinda drift in and out, but I think you can get...uhhh, more of a pure 

thought. That‘s my opinion. ...and what happens in the garden, you see the 

end. So, you‘d pull the weeds and you‘d get it... you‘d get a reward for 

your labor. And when you paint, you get a reward for your labor. And 

when you run, you actually get a reward for labor-you go from point A to 

point B.‖  

Elspeth: ―I‘ve been sleeping well actually through all of this. So, there 

really hasn‘t been any down time...my down time is when I‘m sleeping. 

I‘ve had some physical reactions. My stomach is just... and I would say 

that‘s more recent. [uh huh] That my stomach is just constantly churning, 

[ohhh] but, my eating is improved. ...my body is craving more healthy 

things as well. [that‘s interesting] Uh huh. There have been times that I 
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just have to, ahh, I have to go get some grape juice, or I‘m gonna make a 

salad. [you sound surprised] Yeah, I think I was surprised. I think because 

my body is reacting to the stress, and I think the body knows what it 

means. I‘ve been drinking a lot more water. I‘m still feeling, umm, like 

okay ...but, it‘s, I‘m much more in tuned to it. I‘m more, umm, like ‗okay, 

let‘s get over this. Do a little self talk to get beyond it.‘ [okay] Because, 

it‘s, it‘s still not that easy, but at least being aware of it is half the battle. 

And knowing that has been helping.‖  

Rachel: ―So, running in a sense gives me a sense of being and a sense of 

fulfillment, if you will. Afterwards I‘m able to think better. I can think one 

thing at a time. I don‘t have so many thoughts bombarding my brain at a 

time. ...once I‘m done running I make a list of the things I need to get done 

and start working on them. So, I have conversations with myself. But, I do 

long runs. It helps me to be mentally stable... [[about focus on breathing]] 

Because usually when it seems you‘re nervous, or worried or agitated they 

tell you to breathe. ...when I get myself to be quiet I can actually hear 

myself breath. And it‘s calming. ...I don‘t start out by taking the deep 

breaths, I have to quiet myself down first it seems. Then I hear myself 

breathe. ...I feel more calm, more relaxed. And it helps to stop thinking 

and just hearing yourself just breathing. Sometimes you can feel your 

chest rise up and down. It feels great for me. Hearing myself with the deep 

breaths makes me calm. It makes me a happy sleeper!‖  

Sara: ―But the good thing was, about working out, was it kept me very... 

umm... I had a great attitude because I felt great! Three times a week I was 

going to work out... it gave me great mental attitude... ummm, it was 

fun!!‖  

Tony: ―gym in the mornings... and organize, now is the time to clean the 

laundry and fold it, and they‘re like mundane tasks you really have to 

think about, but while you‘re doing them you have time to process and 

think about other things... and...a sense of accomplishment because you‘re 

getting this mess in order and you‘re cleaning things up.‖   

I Am Letting Go or Controlling My Thoughts/Feelings (core theme) 

 This core theme, I Am Letting Go or Controlling My Thoughts/Feelings, is the 

second core theme for this area of Sense of Well-Being and relates to the following 

theme of I Want to Talk About My Story. At times, all participants had positive and/or 

negative thoughts, and thus healthy and/or unhealthy feelings, about the layoff 

experience. This theme of ―letting go‖ or ―controlling‖ thoughts arose based on an 
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exploration of what participants did with their thoughts and feelings, especially any 

discouraging or negative thinking when these occurred. Eight of the 11 participants (Ben, 

Boater, Cameron, Carl, Sara, Simon, Tom, Tony) expressed more positive/encouraging 

self-dialogue than negative.  

First, ―letting go‖ was expressed by participants‘ reflecting on and acknowledging 

negative thoughts and unhealthy feelings, but then no longer dwelling on these; in other 

words, releasing and not revisiting these again. In contrast, ―controlling‖ was expressed 

by participants‘ temporarily forcing negative thoughts, not resolving or getting past the 

unhealthy emotions that accompanied these thoughts, and then attempting to revise these 

thoughts and feelings. The range of feelings with representative quotes are provided.  

Many participants (i.e., Ben, Cameron, Carl, Elspeth, Rachel, Sara, Tom) noted an 

ability to ―take the negative and turn it into a positive‖ and talk themselves out of those 

―going down‖ (Tom) moments by choosing to perceive or reframe the situation, 

acknowledging the best in themselves, and what is working and positive in their lives. 

Ben talked about ―not getting stuck‖ in pessimism, venting and then letting go. Sara 

offered that she thinks of every experience, including her numerous layoffs, as ―a good 

one and I think you have to look at it that way.‖ Simon shared his belief of ―not judging‖ 

oneself, including thoughts and ideas, or others. Participants‘ comments like these are 

also reflected in the healthy feelings discussions below, ―Glad, good, happier‖ and 

―Optimistic, Hopeful, Things Happen for a Reason.‖ Tom, Cameron, and Rachel found 

that evenings when they were tired were the most difficult time to quiet their minds from 

concerns. To address this, Tom and Cameron did an activity, such as getting back on the 

computer, and all three found prayer helpful.  
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Participants offered various descriptions of their internal thinking and dialogue. 

Several participants described aspects of themselves in conflict or disconnected with each 

other. Kristen told of ―bickering,‖ and Tom‘s description was that of a ―tennis match.‖ 

Both Kristen and Elspeth spoke of leaning more towards their ―mind‖ (logical thinking, 

rationale) rather than ―heart‖ (feelings, emotions) to cope. Kristen described her mind and 

heart as disconnected and said, ―When you go into your heart and you start to feel it, it 

hurts!‖ Elspeth described her mental state early in her layoff experience as tangible, ―At 

times it felt like my head was going to explode. … There‘s no linear thinking … it really 

did feel, ahh, describing like tentacles [[her fingers waving over her head]] or that 

explosion where you just feel like, you know, coming out strings.‖ Over time, she found 

this state decreased somewhat due to making lists and accomplishing tasks. Similarly, 

Boater found staying very busy professionally and personally ―took his mind off‖ his 

worries.  

Participants‘ physical activities, discussed in the I Sense My Mind-Body & Spirit 

theme, may or may not have resulted in letting go. Tom, Tony, Carl, Sara, Cameron, Ben, 

and Simon found being physical made them feel physically and emotionally good and 

gave them perspective and an ability to lay negative thinking to rest. In contrast to this, 

Rachel and Kristen sometimes used their physical activities to make lists, push thoughts 

back, or distract themselves from this line of thinking.  

Of all participants, Kristen focused the most on controlling any negative thinking 

and unhealthy feelings. For example, she had thought about writing a journal and stopped 

because she thought it was ―silly‖ and ―when I tried to do it, it was so negative. And I 

thought I don‘t know if I want to revisit it … let time take it all away, and kinda heal all 
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that, don‘t go back and reread how miserable you felt <chuckling>, you know. So I 

stopped.‖ She also voiced the most significant awareness towards the end of the interview 

process.  

Finally, as presented in I Care About Others and included below in I Want to Talk 

About My Story, through the process of talking to others or to the researcher during their 

interviews, participants (e.g., Rachel and Kristen) seemed to begin to move from 

controlling thoughts and feelings to recognizing and beginning to let go. In contrast, 

participants who expressed feeling alone also struggled to maintain well-being, such as 

Elspeth‘s ―sense of being single‖ and Boater‘s ―sense that no one can help me.‖  

Letting Go of Negative Thoughts Quotes:  

Ben: ―... ...well... I think it‘s continuing to remind myself, because I do 

have a tendency to get kind of wound up about it for fairly short periods of 

time, I think it‘s a conviction that, you know, that I‘m convinced that these 

things happen for a reason. [uh huh] And, that it truly is going to be better 

in the long run for having gone through this. ...playing out those scenarios 

I guess in my head to try and think of what possibilities [[for future]]...‖   

Cameron: ―I‘m, aware of things... umm, I think a lot. My heart is 

everywhere at the same second. That means, I am thinking of you, seeing 

you, at the same time I‘m thinking of the kids at home...Almost 

everything... is just like in my head. ...Well, when you‘re strong mentally 

and you can believe, negative things that affect you will make you wiser 

and then you will rise. [what is ‗strong mentally‘?] I say ‗Things are going 

to get better.‘ Yes… Things are going to get better. And I feel good. I feel 

good. [okay] I pray a lot. ...When I wake up in the morning it is my first 

blessing, when I go back to bed in the evening, it is my last blessing of the 

day. I give myself to Him when I sleep, I will sleep.‖  

Simon: ―There‘s not, I don‘t think there was any of this replaying the CoD 

tape. ...I think the word is judgment...never judge, I mean just try to 

suspend that...so, I think there‘s some of that.‖  

Tom: ―So, in a... I think, I think in this process I understand the conflict... 

the conflict of fighting with myself... fighting with the insecurities, the 

doubts... and then the things that I know the skills and the talent that I 

know I have in fighting between those two things... it‘s a constant... like a 

tennis match type of thing going on in your head that never stops. ... I have 
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to force myself to win, so I have to force myself to think about the things 

on the ‗winning side‘ ...that outweighs this other stuff. I have to, just 

because, because of an awareness that knowing I have to keep myself 

motivated, keep myself up. ...Because, because I want to minimize, I want 

to minimize... there‘s a tendency for me to minimize anything that is 

negative...and that just helps me.‖ 

Tony: ―I counter it with all the things that I know <chuckle> ...[yeah]...I 

know that I can get some job, and I know that if I‘m in the job that 

somebody‘s going to recognize that I can do it well [uh huh], you know, I 

keep playing that out in my mind, and I also keep playing out in my mind 

that I do have some time to work with, to build that, umm, in this 

situation, where I‘m going to be ok, I don‘t have to earn a paycheck 

tomorrow or... you do have that time and I have to use that time wisely, 

but...so, if I didn‘t have it would be a different situation, I know that 

[right].‖ 

Controlling Negative Thoughts Quotes:  

Boater: ―Probably just stay busy. [okay] I stay very busy, uhhh, 

networking, uhhh, breakfasts, lunches, going to various professional 

meetings... I‘ve had speaking opportunities [oh nice!]. ...I spoke in /city/ 

for a national conference for the /organization/. So, I‘ve been very very 

busy, [good] at the same time actively networking, uhh, talking to people 

[uh huh]. That‘s helped me take my mind off of, you know, some of, of, 

you know, the unpleasant possibilities.‖  

Elspeth: ―So, it‘s more of a head thing than a heart thing. ...Yeah. I‘m not 

relaxed. ...[[dropped]] a wonderful class and it included a lot of meditative 

things. I can‘t even, and I know it, I know it... it‘s just not something I feel 

I want to do or can do or whatever that, umm, is.‖ ...―It‘s like I don‘t want 

to do it. I don‘t know whether I don‘t want to face it... [what is ‗it‘?] 

...Umm, I don‘t want to face some self realizations. [okay] I don‘t face, I 

mean, I don‘t want that quiet. I need to keep going. I think that maybe if I 

got too quiet, too self-reflective... fall into a depressive state. And not keep 

going.  [so, ‗it‖ is being self-reflective?] ... I don‘t want, I don‘t want any 

great revelations. [got it] I don‘t, I don‘t want to deal with any more. [got 

it]...Again, I think the body and the mind...But, there‘s a balance. And I‘m 

trying to, okay, lead more from my head this time and say ‗you‘ve got to 

do this‘ ...You can‘t just get so internal that you, you, you, it‘d be too hard 

to be external again.‘ [uh huh]‖  

Kristen: ―I...because I force myself to focus on something completely 

different. When I‘m going, I know I‘m just going down the rat hole... [uh 

huh] I‘m like, you know, this is not going to help you. You know, just 

stop. And, you know, some days I‘m successful. Sometimes I can. Some 

days, nothing I do helps me. It‘s a conscious... a conscious ‗stop‘. Go do 
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something. ... It was my head that argued. It... my heart said, you know, go 

out and reconnect, just calm down. Get some peace. [uh huh] My head 

said ‗No, you can‘t do that!‘‖ ... ―Then I start to think, you know, don‘t 

feel sorry for yourself... grow up, you know, be strong about this. 

Sometimes that‘s all it takes.‖ ...  ―I‘m tired. I think it‘s a, ummm... all of 

the things that I‘m thinking about... I mean, I wake up too early in the 

morning and go to sleep too late at night. Because I can‘t turn my mind 

off. ...I just have to tell myself ‗stop‘, ‗shut up for goodness sakes, just 

quit!‘‖   

Kristen: [[at end of interview]] ―I wasn‘t mentally prepared, I wasn‘t 

psychologically... in any way shape or form prepared to update a resume. 

So I would do that differently. I would s-l-o-w-d-o-w-n. I don‘t know how 

I would do it...<chuckles>...I would find some way to put it all into a 

different perspective, look at it from a different angle, you know, just have 

a completely different paradigm on it. I mean, I‘m looking at it... even 

now, and I‘m trying to get out of it. Which is why I think I would do it 

differently. I look at it now, this way, you know. And you know... little 

simple things like that could mean so much, if we just let them. I think 

that‘s huge! You know, if you let your mind go with the negative... it can 

steal hours. And you know, it‘s up to us not to do that, to not let that 

happen. And it doesn‘t seem to be that hard to not let that happen.‖  

Rachel: ―And when sometimes running doesn‘t help, I just tell myself 

what to do, be quiet, just shut up <laughing>, don‘t talk any more, just be 

quiet. ...I mean, before it was more easy to just shove them in the back of 

your mind and move on. But, now you just can‘t avoid it. It‘s just there. 

You know, it‘s become more... uwwwww <heavy sigh> you can almost 

touch it!‖  

The range of feelings participants talked about associated to their letting go or 

controlling thoughts and revealed their focus on the past, present, or future. These 

feelings are presented from future, to present, to past views. Overall, participants‘ well-

being was good as they looked positively to their futures, having been able to let go of 

many negative thoughts and unhealthy feelings.  

Future: Optimistic, Hopeful, Things Happen for a Reason Feelings. The most 

common feelings shared by participants were optimism and hopefulness and were 

focused on the future. They felt that ―these things‖ (being laid off) ―happen for a reason.‖ 

These healthy future feelings also related to Search for Reemployment.  
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Ben: ―So, it‘s just not something I should be getting upset about, it should 

be something I‘m looking forward to, what the next piece is going to be. 

Put the baggage behind and let‘s figure out what‘s the, what‘s the next... I 

mean, take the optimistic view as opposed to the pessimistic view. I, I just 

choose to focus on the optimistic, the positive side of it. There is going to 

be a good outcome.‖ ... ―I think I kind of made peace with it and kind of 

come to terms with the fact that, that these things happen. I think they 

really, truly do happen for a reason and that I‘m probably going to end up 

in the place where I‘m really supposed to be right now. As opposed, you 

know, to continuing to be content and whatever.‖  

Carl: ―And uhhh, so, everything worked out okay. And I keep falling back 

to that...I believe everything works out okay.‖ 

Elspeth: ―Somehow I will be okay. [uh huh] So...there‘s also, as much as 

I‘m anxious [[about financial future]], it‘s like, well I‘m certainly not 

going to starve to death, I‘m going to have a place to live. It may not be 

the best situation I‘ve ever had in my life, but I... my hierarchy of needs, 

those top ones are going to be met. ... Umm <sigh>... Well, you have to be 

hopeful. But, right now? You know, I just have to stay positive and be 

hopeful.‖  

Simon: ―So, dispassionately standing back to say, yeah, logically it just 

played out the way it should have....you know, things happen for a reason. 

Done. Over. Tomorrow there‘s some...options!‖  

Tony: ―...I‘ve always been, ummm...I don‘t know, optimistic. I‘ve never 

really been concerned about being able to find something [yes]. Part of it 

is that I‘ve been really lucky. I guess I‘ve been fortunate enough that I‘ve 

never had to go long. I don‘t really, it‘s not something... when I see the 

writing on the wall so to speak, I‘m not so stressed that, you know... 

because I know there‘s going to be a next day and next day after that and 

I‘ll be fine.‖  

Present: Glad, Good, Happier Feelings. A few participants (i.e., Ben, Tom, 

Tony) experienced strong healthy emotions about being laid off.  

Ben: ―Really good! [okay] Surprisingly. ...Just having the time to be less 

stressed...taking the opportunity to, to use the old cliché, smell the rose, 

stop and smell the roses, right. [yeah, yeah]... take the opportunity to enjoy 

the time I have right now.‖  

Tom: ―Well... I think, I think that I‘m glad. I‘m glad that I‘m not as 

emotionally attached as some other people may be to their jobs [ok]. 

Ummm, I‘m glad that maybe... the core of my skills is probably at the 
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sales level, and so, you know, I‘m already networking naturally, that‘s 

naturally how I am.‖  

Tony: ―But, I have to admit, I am very happy to not have to go back to that 

place again. ...like ‗wow‘, I actually have time to take care of things I 

never had time to.‖  

Present & Past: Sadness, Unhappy Feelings. These feelings were noted by four 

participants (Elspeth, Kristen, Rachel, Tony) for various reasons. First, sadness about 

their loss of income and impact on life decisions occurred in the present for Kristen and 

past for Tony. Feelings of past sadness were also noted by participants related to I Care 

About Others in Self-Perception. Overall, participants expressed that these feelings were 

past occurrences or now only arise occasionally. Also highlighted are one participant‘s 

(Rachel‘s) expressions of deep sadness (breaking down emotionally) in the first 

interview, as compared to her feelings of some recovery during her second interview.  

Kristen: ―So, the sadness, I go in and out of this still today [uh huh]... all 

of the changes that I have to make, and .... you know... And as silly as that 

sounds, you know, I have to tell myself ‗It‘s only been a few weeks. Look 

at people who‘ve been out over a year. [uh huh] If they can make it, then 

so can you for goodness sakes!‘‖  

Tony: ―I felt unhappy not to have an income. You know, I had finally 

gotten to a point where I could be saving money... and I wasn‘t going to be 

saving any money. I was just gonna be...and so I was not happy about 

that.‖  

Rachel [[1
st
 Interview]]: ―Uhh, <sigh> umm, besides that I‘ve been sad 

about it and tried not to cry so much about it... It‘s also been difficult 

because, I think my situation is very different from the general population, 

because besides the family that I live with, I don‘t have family here. And, 

I‘m not an American as well. So, it‘s hard for me and I‘m starting to feel 

discouraged. ...And so I get worried about that sometimes...I‘m burdening 

these people. <strong sigh> Does anybody understand what I‘m going 

through? Has anybody been where I am right now?‖ ...It is hard. [[host 

surprised her by filling her car with gas]] And, and they did that for me. 

That was kind of them. They didn‘t have to. I‘m not helping in any way. I 

just, just do the smallest things for them, you know.... I don‘t want to 

break down...‖ [[interview rescheduled]]  
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Rachel [[one week later, 2
nd

 Interview]]: ―I‘m not...I‘m not as sad today as 

I was the morning that we spoke. I‘m still not as happy as I wish I could 

be. [uh huh] I just felt, after we spoke, I just felt that a burden had been 

lifted off. [awww] So, I felt a bit relieved. And, after I left you I went to, 

sign up for free French classes and all of that. And I met someone else 

who had just gotten laid off too. ...my life is better. [awwww] So, it was 

just like the whole day just played out right. I felt like, you know what, it‘s 

not so bad, I‘ll be fine. ...Now, I feel like I can be more focused on the 

things I need to do, you know, to direct my life in certain ways.‖  

Past: Ambivalent (Mixed) Feelings. Seven participants shared the actual layoff 

conversations they had with their HR personnel and/or managers and noted they were 

nonreactive emotionally and/but had a mixture of healthy and unhealthy feelings in that 

moment. Additionally, in considering the overall experiences, a few participants stated 

that their healthy and/or unhealthy emotions did not outweigh each other—that is, they 

were ambivalent emotionally.  

Ben: ―Yeah, there truly was a mix in there of... and I don‘t know that one 

[[feeling]] out weighed the other one.‖ 

Rachel: ―I didn‘t react to it, but I wasn‘t happy...that is what happened 

when I got laid off, I didn‘t react, I just said ‗thank you.‘‖  

Tony: I remained calm, okay. So, I just don‘t get myself worked up 

anymore. So it‘s just... rather than stressing out about it or getting 

emotional, you know what you have to do to deal with the situation.‖  

Past: Relieved Feelings. Four participants (Ben, Boater, Tom, Tony) expressed 

feeling relieved that the decision was finally made—the moment had occurred, there was 

no more waiting or work stress.  

Ben: ―But, maybe from a physical, stress-level perspective, maybe there 

really was a little bit of relief... that was saying at least I don‘t have to 

fight that battle any more.‖   

Boater: ―A little bit relieved in a sense that... uhhh... the company 

essentially is just, is just a disaster, stressful. As I said the handwriting is 

on the wall. [right] So, to some extent a sense of relief...‖  
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Tom: ―I walked out of there thinking... ‗okay‘... you... there was, in a 

sense, there was a relief <strongly stated> [okay]... there was a relief 

from... I think of all the responsibility... I think there was something about 

all those of thousands of things coming at me... they no longer exist [uh 

ha]. And ummm... so there was a relief.‖ 

 Past: Anger, Upset, Betrayed Feelings. No one indicated feeling ―angry‖ about 

being selected for layoff. A few participants with higher access to corporate finances, 

experienced being upset because they had knowledge of their company leaders‘ business 

dealings that they felt ultimately resulted in layoffs. Feelings of being ―upset,‖ and 

―betrayed‖ also arose in participants (Ben, Boater, Kristen, Sara, Tony) in response to 

how they felt their company leaders or management conducted the layoff process with 

employees. These feelings also relate to I Care About Others in Self-Perception. Two 

participants quoted here, Kristen and Rachel, were told by others that they should and/or 

would feel angry about the layoff. But, neither ever felt that way. Many participants 

specifically shared that not having unhealthy emotions about being laid off helped their 

well-being and that of others around them.  

Expect Anger Quotes:  

Kristen: ―...everybody said you‘re gonna get angry, you‘re gonna get 

really angry...I didn‘t go through that phase and I didn‘t get angry.‖  

Rachel: ―They say you go through a cycle: First you‘re in shock, then 

you‘re angry, then you‘re like ‗why‘, and then you pick yourself up... I 

still <chuckling> can‘t get angry! I have tried...to be angry! Because I just 

felt like I had to be angry... [you tried to be angry?] Everybody keeps 

saying ‗you are going to be angry.‘ I tried, it just didn‘t... I tried to think 

negatively so that would get me to be angry. But, that‘s just not in my 

human nature to be angry. I am hardly angry. ...So, I tried a few times, it 

just never worked.‖  

Upset Feelings Quotes: 

Ben: ―...the one that keeps coming to my mind is ‗betrayed‘, but I don‘t 

think that‘s right... [Is that too strong, too weak?] Maybe a little too 

strong... but that‘s the only... the one that keeps popping in... [betrayed 
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means?] ...lost trust [trust was broken?] Yeah, yeah, a little bit of that. And 

frustrated. ...You know, weeks before I got mine... conversations with my 

manager and trying to reposition some of the people that we were laying 

off into other roles into the organization. I felt fairly confident that 

although there were signs out there [yeah] that at least the organization 

would do the right thing and try to, you know.‖  

Boater: ―little bit upset and angry... Just a belief that it didn‘t have to be 

that way. [uh huh] And somebody else in the position, you know, the 

business wouldn‘t have declined as quickly as it did.‖ ... ―[[My boss]] was 

actually out of town. It was a little cowardly. So that, actually when these 

layoffs occurred, the most senior people were out of town. So, they 

weren‘t even there. Which had kind of been a pattern for other corporate 

layoffs as well.‖ ... ―...mad at myself though, because to me the... the 

handwriting was on the wall, I had some great opportunities to leave, ahh 

and chose not to because I didn‘t want to move because my kids are here. 

[sure]‖ 

Kristen: ―I knew they were changing their strategy and they were going to 

use more outsourced people to do the work [uh huh, uh huh] than their 

internal delivery teams, but ...that‘s not happening for 6 to 9 months. So, I 

really truly thought that in those 6 to 9 months that I will just roll with 

those changes... But, it was a sense, and I don‘t know if I felt like I... ....I 

sorta felt a little betrayed. ...They didn‘t give me a chance to, ummmm, to 

move around inside. They... I had...I felt like I was blindsided... I didn‘t 

have the chance to...to move around, and look around, and check around, 

and ask around.‖  

Simon: ―Upset in that, I‘ve always been an entrepreneur at heart. And 

there‘s this whole notion of ‗one for all, all for one‘, you know, if you 

have a core team, you carry the team through hell or high water, because 

that‘s the team that has made the sacrifices. ... There was that whole 

feeling that, you know, it shouldn‘t have ended this way. And, I wish 

somebody somewhere could have done something [[for those being laid 

off]]. That is a little disappointing. See, that‘s where I blame these guys, 

there‘s never out of the box thinking.‖  

I Want to Talk About My Story 

The third theme is I Want to Talk About My Story. Talking to others about their 

layoff experience became a mechanism for supporting mental well-being. This theme is 

related to the themes of I Am Letting Go or Controlling My Thoughts/Feelings and I Care 

About Others in Self-Perception. Many participants actively reached out to talk to others 
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(spouse, partner, family member and/or friend) as a process of reflecting, perhaps 

venting, and letting go as noted in the previous theme. Elspeth and Boater did not talk 

about having significant conversations with others concerning their thoughts and feelings 

about their layoff experiences. 

Ben: ―I guess what I mean is there is a, there is something healthy about 

allowing yourself to vent, frustrate a little bit, as long as you don‘t allow 

yourself to get wrapped in that. So, a piece of the process [got it] is a 

healthy venting and letting go. Why let yourself get dragged into that 

[[pessimism]], I mean, I think there‘s a, a healthy piece to that, to some 

degree to let it go. But, don‘t get so wrapped up into it that you allow it to 

consume yourself.‖  

Tom: ―Umm...my brother-in-law lives a couple of blocks away from me, 

so we go for walks, we talk about stuff too, so, you know...I‘m 

staying...staying in shape...and I eat pretty well anyway, I don‘t like to eat 

anything that slows me down. ...There‘s a tendency for me to minimize 

anything that is negative...and that just helps me. ... No, I mean early-early 

on...as a young person. It‘s been very helpful...to my mental state, you 

know...I‘m not subject to a lot of bad things in life because I don‘t have to 

deal with all the other things associated with it...‖  

Throughout the interview, Simon, above all others, shared his thoughts and 

perspectives by including conversations he has had with his wife. His interview indicated 

her as his key partner to talk to about his layoff and life experiences. His comments 

described her as being a mirror, devil‘s advocate, encourager, and humorist; and through 

their conversations he maintained perspective and well-being. In contrast, Elspeth, who 

simultaneously lost everything she owned and her job, described feeling alone without 

that significant life partner.  

Simon: ―After dinner, my wife and I go for an hour walk and it‘s talk 

time.‖ ... ―My wife and I were talking and she said ‗You know what, 

you‘ve been...‘‖ ...―She said ‗maybe your best bet is...‘‖ ... ―my wife 

sometimes keeps relating everything to the zodiac, ‗oh yeah, you have 

these tendencies.‘ And, there‘s something to it, but, even if it‘s spot on, if 

somebody labels me, I‘ll say ‗no, I‘m not that.‘ ...―She said ―Baby you can 

wrap that up,...‘‖ ...―Even my wife said something, she said ‗you know, so 

for instance...‘‖ ... ―But, you need to be open. And, so, my wife said ―if 
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you get an assignment...‘‖ ... ―She said ‗think that way. That if that 

happens, that‘s not this enormous hardship, saying oh I‘m going to be 

away from the family for 2 months.‘ She said think of it as a ‗hey, this is a 

great way to have a bi-continent existence.‘ [right] So, so, the mindfulness 

is that.‖  

Elspeth: ―... <sigh>... it‘s hard to describe. There‘s a sense of being single. 

There‘s a sense of not having that intimate, umm, of somebody being there 

to, to, you know, jack you up, to pull you up. Umm, and I‘m really doing 

it alone. I mean, I did it the last time [[she was laid off]], my husband left 

right after. [right] That was unbelievable. ...And, I have wonderful friends 

and everything, but it‘s not quite the same. And I‘m not saying that a 

woman needs a man or anything else. But, it is hard to be alone and go 

through this. [uh huh, uh huh] People care. And I know that care intently. 

... But, it‘s different. [yeah] There‘s something different about it. [yep] 

You know, umm, that‘s hard.‖   

This research interview process arose as an example of talking with others to 

promote well-being. A few expressed that participating in the interview helped confirm, 

increase, or create awareness of their feelings, thoughts, and/or actions. In his interview, 

Ben realized and reflected on his new awareness of his calm, more positive, responses to 

his layoff experience. Rachel and Kristen realized their avoidance of asking for help was 

impeding their well-being. During Tom‘s interview, he came to the realization about his 

feelings about the layoff and changed these feelings. Tom had stated several times ―Get 

over it‖ (the layoff), and then raised his hand, pointed upward, and emphatically said 

―Accept it!‖  

Many participants found that the interview was a vehicle for them to find their 

voices. Boater said he discovered that the interview helped him to tell his story and 

prepare for job interviews, and this resulted in him feeling ―less insecure.‖ Once Rachel 

had talked about her experience during her first interview, she was then was able to talk 

about her thoughts and feelings for the first time with her host family. In her second 
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interview, Rachel said ―So, after I spoke to you, I was just like … ‗Now I can do this.‘ I 

feel lighter. If I could weigh it, I think I feel lighter today than when we spoke last.‖  

Boater: [[reflecting on the interview]] ―I think it was interesting. I think 

I‘m always, kind of, intellectually interested in research, new thoughts, 

concepts, so it‘s good developmentally for me which is why I agreed to do 

this, to do some different things. I think it also helps keep the brain 

stimulated. [uh huh] The more I tell my story, I think it helps as 

preparation for interviews and being more comfortable, [uh huh] and uhh, 

maybe less insecure about the fact that I am unemployed. So, I think that 

helps as well.  ...I‘m not a person that... ... that shares my emotions 

freely... I looked at the [[research]] questions, uhh, that you asked me to 

complete, and it seemed to be more sensory [uh huh]...Is there, for 

example, a correlation that says, perhaps people that are more in touch 

with their, their feelings or their senses [uh huh] are they more likely, for 

example, to know in advance that they‘re going to get laid off, are they 

more likely... do they have better intuition. ...[uh huh] Is there a 

correlation between people that get laid off and, and these kinds of 

feelings or the, the strength or weight of the feelings and people who don‘t 

get laid off?‖  

Kristen: [[reflecting on the interview]] ―And you know, I sometimes... 

today, what I‘ve learned for myself is, I can‘t just go with my emotions... 

It‘s not worth...that negative kind of energy. And, you know, as long as I 

can tell myself, you know, ‗You‘re doing everything you can do right 

now. You‘re gonna make it financially, because you‘ve already figured 

that out. You‘re gonna make it... <quiet> It‘s been... ummm... some parts 

have been kinda enlightening because I‘ve thought things that I‘ve hadn‘t 

really spent time thinking about. ...I‘ve actually spent more time thinking 

through than I had before. Ummm, so that‘s been kinda enlightening, 

kinda surprising. Like I‘ve never actually really thought what I would do 

different before... I never went there. You know, to have thought through 

it now...I didn‘t think I had that much to say.‖  

Tom: [[reflecting on the interview]] ―Like I said, I entertain all these 

different possibilities... and I‘m making... you know, even this in it‘s self, 

I‘m discovering things about just by talking about it [okay] and that‘s why 

saw this as helpful too [yep] ...because I talk about it and you‘d bring up 

things I hadn‘t thought of in quite that way... I‘m realizing that I feel really 

comfortable talking about it [yeah, great!]. So, that‘s good. So, I can start 

putting things in order in my mind. So, just talking about that... ummm... 

and maybe talking about All, you know... EVERYTHING we‘ve talked 

about as a whole [uh huh], just makes me more confident.‖  
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Search for Reemployment  

A criterion for research participants was that they sought to be reemployed. At the 

time of the interview, participants were at different points in their search process based 

on their layoff notification and last day. Four participants, Elspeth, Cameron, Carl, and 

Simon, were approaching their last day. As previously noted, Sara and Tony had become 

full-time contractors prior to their interviews.   

In the analysis of participants‘ narratives regarding their searches for 

reemployment, two themes appeared. These themes relate to the Layoff Experience, Self-

Perception and Well-Being areas. The first is a core theme and is I Am Positively Future 

Focused. This core theme presents participants‘ lived experiences about their past, 

present and future, and the challenges they overcame in the search for reemployment. 

The second theme is I am Open to Possibilities or I want an Equivalent Position. Finally, 

the non-theme discussion, Approaches, Resources and Support Review, offers 

participants‘ information about approaches (Relying on People and/or Technology) and 

their observations on experiences with these approaches (Times have Changed).  

I Am Positively Future Focused (core theme) 

A temporal pattern arose when participants discussed their search for 

reemployment. This theme is based on how all participants expressed and approached 

their reemployment future and included their pasts and present. The narratives of their 

pasts were primarily about lessons learned that helped them talk about, and envision, the 

future. Their narratives of their reemployment search process were primarily about how 

they dealt with feeling unprepared and overcame any obstacles they encountered. In these 

narratives, participants expressed a positive focus on their futures.  



 

 116 

The most common feeling expressed by all participants was that of optimism or 

hopefulness for the future (see Sense of Well-Being). Two participants shared this 

positive outlook along side having occasional feelings of anxiousness regarding their 

financial futures. Boater stated that his ―clock is ticking‖ on the possibility of his former 

company filing bankruptcy, which would mean that he and his family would lose 

financial support. Elspeth‘s ―clock is ticking‖ on her speed of financial recovery from the 

two simultaneous events of losing everything in a fire and being laid off; events that 

meant that she had to move in with her sister. A few participants experienced feelings of 

frustration related to wanting the reemployment process to move along faster.  

Across all participants, no one shared personal condemnations of the past (―I 

would of, could of, should of‖) regarding their experiences. No one made comments that 

inferred that they were stuck in the past. Through the interview process, a few 

participants (i.e., Kristen, Rachel) became aware that their preoccupation with the past 

was not helping them in their search for reemployment.  

Ben: ―...something I‘m looking forward to, what the next piece is going to 

be. Put the baggage behind and let‘s figure out what‘s the, what‘s the 

next... I mean, take the optimistic view as opposed to the pessimistic view 

...take the opportunity to enjoy the time I have right now ...yet know that I 

still have a job to, to allow... that is looking for a job, I still have a job to 

do.‖  

Simon: ―So, it‘s more that, it‘s more forward looking rather than ‗what 

could I have done different, and why did it happen.‘ ... to take stock and to 

reexamine life in a more holistic way, saying ‗does it give me balance, 

does it give me peace of mind.‘ And also I realize that everybody might 

not be in a position to do that, if yours is the only income in the household. 

Yeah, I think people, I know... I suspect there are more people in my state, 

who‘ve lost their ... there‘s more people who are in a much more difficult 

time emotionally than I am.‖  

Tom: ―I‘m probably a lot more upbeat or positive about this. And that, I 

<quiet>... I think confidence... is ummm, is... there are things in the 

process that kinda take away from your confidence [okay]... you know and 
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[that‘s good to know...<quiet> go ahead]... there is a... and you‘re gonna 

hear this... you feel rej--- there‘s ... you feel rejected in a sense, there‘s a 

little bit of that rejection. ...You know, I can sit here with you and talk 

about it and how I feel, you know, and I feel pretty confident about 

things... but, there‘s things that out there that, umm, ummm, .... 

realistically, I don‘t know, I don‘t know that I can just get a job, you 

know...I think that, but I don‘t know that.‖ 

Several participants (Ben, Cameron, Elspeth, and Simon) also talked about trying 

to be focused on the present. Ben, Cameron and Simon shared that this temporal 

awareness had always been a part of their thinking—not dwelling too much on the past or 

being too worried about the future. As quoted before, Ben reminded himself to ―stop and 

smell the roses.‖ In her interview, Elspeth shared the most stories about her past to 

provide the researcher with a view of what shaped her ―survival mode‖ today and how 

those ―wisdoms‖ enabled her to have optimism.  

Cameron: ―Live everyday and make that the joy of your life. That‘s how 

I‘m living. Make... can I say the ‗joyous‘ the more ‗joyful‘ [I think it all 

sounds good]. [both laugh] Yeah. Live it to the fullest today, you don‘t 

know what tomorrow will be. You know, Charlotte, I‘m blessed. There are 

many people with no roof. Many people laid off have lost their homes, 

their wives, their kids, their lives.‖  

Elspeth:  ―I‘m a survivor. Umm... between the job hunting, and the 

past...I‘m just a survivor...take...one....minute...at a time, at times. And 

after the fire <chuckled>, one of the American Red Cross workers said 

―now, sometimes you‘re just gonna have to take this hour by hour.‖ 

<laughed> I looked at her and said ‗I‘m a pro at that.‘ <laughed again> 

[awwww] That‘s really how you have to do it.‖  

During the process towards reemployment, many participants talked about feeling 

unprepared when they encountered challenges, and as a result experienced occasional 

doubt, frustration or drops in confidence. In spite of these experiences, participants 

continued to express future optimism. The Approaches, Resources and Support Review 

provides additional information about participants‘ observations and experiences, such 
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as, their specific approaches and the support they did or did not leverage (e.g., former 

employers‘ severance packages, outplacement).  

Many participants (i.e., Ben, Boater, Cameron, Elspeth, Rachel) shared that 

before the interview they realized they were ―unprepared‖ for the process of regaining 

employment—such as realizing how out of date their resumes were. Ben reflected that his 

lack of preparation has ―probably been the most eye-opening or awakening experiences 

for me so far.‖ Some of the challenges that participants overcame included learning how 

to navigate the process based on their needs, managing the time needed to prepare for and 

connect with potential employers, and marketing themselves in an applicant-saturated 

marketplace.  

Ben: ―I thought that over the years I‘d done a few things here and there to 

keep my resume somewhat current [right] things like that... I wasn‘t even, 

<chuckling>, I hadn‘t even scratching the surface [both chuckling] I mean, 

I‘m not even close! ...maybe this was just me, but I feel like I was much 

less prepared to start this journey than what I ever thought I would be. 

...It‘s just been a whirlwind. I think up to this point it‘s just been trial and 

error.‖  

When faced with a search process obstacle, most participants adapted in order to 

continue the search. Participants (i.e., Ben, Boater, Cameron, Rachel, Tom) modified or 

expanded their approaches with people and/or technology. For example, Cameron went 

outside others‘ advice and expanded his search to other industries. One participant, Ben, 

developed an extensive online and in-person research plan to learn what opportunities 

and approaches worked best in today‘s economic climate. The most prevalent adaptation 

was by eight participants (Ben, Boater, Elspeth, Rachel, Sara, Simon, Tom, Tony) who 

created or increased their networks—defined as personal and professional connections 

that a participant had or created. In contrast, participants did not use other people 

approaches to adapt to challenges (i.e., organized support groups that a participant 
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voluntarily attends for free or outplacement services that the former employer pays for as 

part of a participant‘s severance package). Finally, participants scheduled times to attend 

events and/or to do online company research and job opening searches.  

To stay positively focused, participants shared that they talked to people within 

their networks and stayed active in their searches. Sara said she learned from her previous 

layoff experiences that to stay positive she surrounded herself with ―positive people.‖ 

Ben said that his multiple approaches and learnings kept him positive: ―The economy is 

doing well here. That businesses are moving here. Those are things that give me a more 

positive outlook.‖  

Ben: ―I‘ve been doing it on my own ...books on approaches and different 

things. ...online research. I‘ve actually talked with placement agencies, 

they‘re very expensive.  ....just to make sure I‘m going about it the right 

way. I think it could be a long and painful process to do otherwise. ...So, I 

think it is the research and the things that I‘m learning in the research that 

kind of help keep me positive and focused in the right direction.‖  

Sara: ―What I found very early on in this process, ummm, when I‘ve been 

through it before, is... if you start hanging around that [[negativity]]...and 

you hear ‗oh, I‘ve been unemployed for a year‘ ...it can make you 

think...make you start doubting yourself. ...I surround myself with people 

that....have good attitudes...and get positive energy off of it.‖  

Simon: ―...pretty much refreshing all those contacts...reaching out to a 

network... I mean it‘s very heartening how quickly and how well people 

respond. These are people with whom maybe there was an email or two in 

a year, ‗hey Ted how‘s it going.‘ [yes] [both chuckle] I would call, and 

they would call back immediately. A lot of them have been very helpful in 

opening up their contacts, ‗hey talk to them.‘‖  

I am Open to Possibilities or I want an Equivalent Position 

In talking about their future reemployment, participants were focused in two 

areas. Eight participants were open to opportunities and had used the layoff experience to 

ask themselves what possible options they could create. Three participants, Kristen, 

Boater, and Rachel, sought specific equivalent positions. These three participants had 
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financially related positions that are portable across companies and industries. This 

section discusses what participants were looking for, and why.   

Three participants, Carl, Tom, and Tony, discussed being open to their next jobs 

and the importance of enjoying what they do. Tom stated that whatever his new job will 

be, ―quality of life‖ is his focus, and he is exploring new career areas. Elspeth was 

looking for reemployment across opportunities that arose and did not share the specific 

jobs or industries that she was exploring.  

Tom: ―I envision things that I would like...that would make me happy. 

...thinking about what‘s going to make me happy long term or longer 

term...or what‘s really going to be providing me with some kind of 

fulfillment eventually [uh huh] ...ummm, and some...you know, I‘m 

thinking in those terms, about quality of life.‖  ―I‘m open to so many 

different possibilities that...[uh huh]...that I‘m, you know, it‘s every I‘m 

going back-n-forth with different ideas, and people are bringing up things 

to me that I haven‘t even thought of before and, ummm, you know, talking 

about possibilities that I haven‘t even thought about before.‖ 

Boater is looking for an equivalent financial position, but believes he is facing 

obstacles at his high level based on salary and age: ―Finding anything even in the same 

ballpark is, is, is, is a huge mountain to climb.‖ Also, due his extensive experience and 

prominence, he is concerned that he may have to relocate; an action that might take him 

away from his children. Kristen and Rachel also planned to obtain finance jobs similar to 

what they had previously held. Kristen shared, ―I want to help people by taking 

something that they can‘t work with and don‘t understand and transforming it into 

something they can work with and help them make a decision they need to make.‖ But, 

she described her future as ―blurry,‖ and that she was ―frustrated not able to clearly see 

path‖ or plan. By her second interview, Rachel had shifted from ―frustrated … 

discouraged‖ to more ―hopeful.‖ Rachel said she was ready ―...to direct my life in certain 

ways‖ and had a target company with a position match and the environment she wanted.  
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Rachel: [[discussing her target company to which she applied by her 2
nd

 

interview]] ―Oh my gosh, where do I start? They have a great benefit plan. 

They have a good educational assistance program which is a huge plus, 

because I want to go back to school. [yep] I cannot afford to go to school 

full time and pay full time. That helps. Then, they have what‘s called xyz 

which is sort of like, umm, community service for employees to get 

involved. You can do anything, you can get involved in any community 

service or charity work. I do a lot of charity work.‖ ... ―I feel like I have a 

cushion now to take more risk.‖  

Ben and Cameron were actively investigating options in and outside of their 

current industries. Ben realized making the industry decision was ―a big deal, a bigger, I 

guess, life question‖ that influences how he goes about becoming reemployed. In the end, 

he said his focus is on being ―happy‖ professionally and personally, having reflected he 

had only been ―content‖ in his previous jobs. Like Ben, Carl and Cameron also asked 

themselves questions. Carl asked himself, in a somewhat humorous way: ―Oh crap, what 

am I going to do? When am I going to get these projects done? When am I going to 

activate the outplacement assistance?‖ Carl controls the date of his up-coming last day, 

has announced and is supporting his replacement, and was going to first take some time 

to decide on his next focus. Carl said he ―has to do something,‖ and due to his severance 

package he can be ―picky … selective‖ about what that is, and he desires to work less 

than his former long weeks of 60 to 80 hours.  

As Cameron contemplated different industries, he reflected on past lessons 

learned and noted that professionals do not always contemplate the future: ―What‘s plan 

B? … how could I change my skills or convert them? How could I change my skills in 

order not to experience layoffs again?‖ Cameron and Rachel were also considering 

starting their own companies. Cameron noted he had done this years earlier. During her 

second interview, Rachel shared that this was a new back-up plan that she would exercise 

if she were unable to obtain an equivalent position.  
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The only age-related comments mentioned during the interviews were in relation 

to searching for reemployment and were made by five participants (Boater, Carl, Elspeth, 

Simon, Tony). Elspeth shared that she had hoped to retire in a few years, but 

acknowledged that now she would need to work longer than she had planned. Carl, 

Simon, and Tony reflected that they were at a point in life to explore what was next and 

be open to that. Boater shared the most concern about age. He had observed that although 

he receives daily searches, there are few calls to him; and, when he does get a call, ―they 

all want to know when you graduated from college…‖  

Boater: ―...it‘s really hit me head on that not only is my salary an 

obstacle... but then, age, for the first time in my career I‘ve started...I 

think, to experience a bias because of my age. And, you know, I‘m angry 

about that, can‘t do anything about that, other than try not to dwell on it 

and maybe work harder to overcome it. [right] But it‘s, uhhh, it‘s, it‘s, it‘s 

a struggle. [yeah] Some days I‘m very happy, things seem like they‘re 

going. Other days it just seems like... you know... ... despair.‖  

Carl: ―They gave me a friggin retirement party...and I didn‘t want... 

[yeah]... and uhhh, part of... I think part of the confusion I brought on 

myself because, I identified the person to replace me... Yeah, I don‘t feel 

like it! And if somebody doesn‘t want to hire me because of my age.. fine, 

it‘s their problem, I don‘t have any problem with it... I just go on. But, 

uhhh, things, things work out... and I don‘t believe in predestination... I 

don‘t believe things are destined, but I believe humans have the ability to 

make the best out of the situation they‘ve been given and have. We can 

make... there‘s a good friend of mine who says we can make lemonade out 

of lemons.‖ 

Tony: ―You know, I‘m getting to a point in life where, uhhh, where I don‘t 

have... yeah, I probably have more work years behind me than I have 

ahead of me. ... work that I find fulfilling or interesting... something that I 

would enjoy more. So, what, you know... I‘ve always been, ummm... I 

don‘t know, optimistic. I‘ve never really been concerned about being able 

to find something [yes]. Part of it is that I‘ve been really lucky.‖  

Simon: ―But, it‘s a taking stock. It‘s also saying, if you‘ve worked so 

many years, reasonably you‘ve got x years, barring bad health and so on, 

how do you best use those remaining years. [uh huh] I think, that seems to 

be the focus. And not thinking along the same linear thing. [right] You 
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know, did this, did this, did this, this is the next logical thing. No. Maybe 

there are other models today.‖  

Approaches, Resources and Support Review (non-theme) 

 This informational section is not a theme related to this research. The information 

is provided to create a deeper understanding of the layoff experience and is based on 

participants‘ shared observations and experiences on approaches, resources and support 

relative to being laid off. The first part presents participants‘ approaches to 

reemployment. This part includes an overview of the specific approaches each participant 

leveraged, and their experiences with those approaches. The second part shares 

participants‘ observations that they believe ―times have changed‖—from the economic 

climate, to the search process, to resources and support provided by former employers. 

As a result of these changes, they suggested that the overall process and experiences of 

regaining employment are different today compared to years ago.  

Relying on People and Technology. Participants‘ search for reemployment 

ranged from using Internet technology (e.g., company and job searches, resume posting) 

to people approaches. Four people approaches were discussed by participants: (a) 

networking—personal and professional connections that a participant had or created, (b) 

organized support groups that a participant voluntarily attends for free (e.g., this research 

site), (c) outplacement services that the former employer pays for as part of a 

participant‘s severance package, (d) and placement agencies that a participant 

independently hires. Across all technology and people approaches, a few participants 

relied heavily on one or the other, whereas the remainder utilized a combination of both. 

This discussion begins with an overview of participants‘ approaches. Then, a more 
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detailed review of the participants‘ experiences and observations about their search is 

provided.  

A few participants said they relied first and foremost on gaining reemployment 

through their personal and professional networks. Sara, Tony, and Simon found 

connecting personally with people the best and only way to get jobs, and occasionally did 

company research via the Internet, but did not post resumes. Five other participants, Ben, 

Boater, Elspeth, Rachel, and Tom, leveraged various combinations of people and 

technology approaches. On the other hand, Kristen and Cameron primarily leveraged 

posting resumes on the Internet and talked about their experiences with support groups, 

but very little about additional networking with people. Finally, Carl said he will use the 

outplacement service offered in his severance package when he decides what he wants to 

do next, and he did not mention using technology in his search.  

In regards to networking, Tom, Tony, Sara, and Simon discussed their belief in 

the importance of networking, creating good relationships with others and having the 

confidence to ―sell‖ yourself. This approach by Tony and Sara resulted in their finding 

jobs quickly. Within one week of her last day, Sara had lunch with the vendor she called 

on the day she was notified of her layoff, and this vendor gave her the contact that led to 

her new job.  

Sara: ―I mean, I think you have to treat people right, I think a lot of people 

aren‘t as, ummm... I don‘t know what the words is... ‗respectful‘ of 

vendors as they should be, but, ummm, you know, you treat people right 

and... and they‘ll help you out.‖ ... ―I think if you can sell yourself, that‘s 

all that matters. and that‘s what it amounts to... it‘s about being able to 

influence people and being able to make sense of what you did and why 

you did, when... and why you did when you did; being able to explain 

things. Most people are pretty reasonable.‖ 

Tom: ―Ummmm, so I‘m always networking with people anyway, 

irregardless to the situation, so...it doesn‘t seem that far of a stretch that I 
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would get another job relatively quickly... it doesn‘t, you know, seem that 

way, so there‘s not as much, maybe, fear.‖  ... ―I‘m comfortable going 

outside those boundaries, outside my immediately family or groups [yep], 

I‘m comfortable going to individual leads, that maybe people I don‘t know 

at all...or walking into somebody‘s house [both laughing]‖ 

Tony: ―I‘ve never gotten job other than through somebody I knew. I‘ve 

never been blindly hired off of Monster or any other submission.‖   

Two participants shared thorough approaches using a combination of people and 

technology. Boater has been doing speaking engagements, has a web-presence that tracks 

the quantity of people searching for him (―… sometimes I appear in a search 35 times a 

day‖), and shared that his weeks are filled with ―yet another networking event … 

networking, uhhh, breakfasts, lunches, going to various professional meetings.‖ Ben has 

gained ―a lot of contacts … and referrals‖ by ―reaching out‖ through his networks. Of all 

the research approaches participants shared, Ben‘s research was the most extensive and 

included reading books; talking to people; and conducting Internet searches to examine 

reemployment options/methods, corporations, and industries. Ben does not post his 

resume. He also ―talked with placement agencies‖ to understand the scope and costs of 

their services. His approaches kept him thinking positively and emotionally healthy.   

Rachel also conducted research to learn about companies‘ job offerings and 

environments, attended a support group, and posted resumes; but, she did not talk about 

doing additional networking until after her first interview for this research. By her second 

interview Rachel had begun networking with people she met outside of the support 

group, and she attended an event a new contact invited her to: ―Net Party, it‘s a 

networking group for young professionals. And we did and we had so much fun! We had 

so much fun! I was like, see what I‘m missing!‖ In addition, she networked to find a 

person inside her target company and did an informational interview.  
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The primary people approach experiences discussed were about support groups. 

Four participants, Cameron, Kristen, Rachel, and Tom, talked about their experiences in 

attending support group meetings. Tom was the only participant to express a positive gain 

from his support group experiences. By his interview, Cameron had ceased going to such 

meetings. At the end of her interview, Kristen had considered decreasing or ceasing her 

attendance, as well.  

Tom shared that he believed that being in the support groups was an opportunity 

to help others (see I Care About Others). He also learned the importance of selling 

himself, by watching how other attendees talked about themselves during meetings. 

Kristen reflected that within the support group meeting she also learned about selling 

yourself; however, she discovered how uncomfortable she was in selling herself—which 

she interpreted as being personally discouraging to her search.  

Kristen: ―I felt really uncomfortable in one of the network [[support 

group]] meetings because it was all about putting yourself out there and 

selling yourself... and getting comfortable talking to strangers about who 

you are and what you do and how you‘re gonna help them. And that is 

100% out of my comfort zone. And so... ... that was really discouraging. I 

know it was meant to me motivating [right], meant to encourage and give 

you advice, help you move along that path. But it was incredibly 

discouraging for me.‖ ... ―And, do I have to go to all of these meetings 

because someone said that this is what is gonna possibly work? Even 

though I see all of you guys that are here for month after, month ...so 

clearly that is not the only thing that works. But, isn‘t there a better way, 

it‘s there a more... happier way, isn‘t there more of a content way to get 

the same result without... making myself miserable in the process! 

<chuckles> And you know... I would try to do more... soul searching with 

those questions as opposed to immediately [claps hands] jumping on that 

wagon that I‘ve got to do this this this.‖ 

Tom: ―I saw a whole lot of IT people there, a whole lot of people in 

technical fields and stuff like that... and the way they described themselves 

...and...the salesman in me says ‗ohhhh myyyy‘ ... [yeah] ... it said... 

‗you‘re gonna have a hard time getting a job <serious tone>... because you 

don‘t know how to describe who YOU are because all you did is tell me 

what you did, you know. And, I‘m sure there‘s a certain part of that that 
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they absolutely have to have, and they have to sell ...but it opened my eyes 

to what I really need to do, I really need to make sure that I‘m selling who 

I AM... and not just a list of skills [yeah] or a list of accomplishments 

[yeah, that‘s good].‖  

Regarding her support group experiences, Rachel noted only that on several 

occasions she had talked to a support group guest speaker, who offered to advise 

attendees in individual meetings. She shared that each time they met she felt increasingly 

discouraged because of his comments regarding her need for employer sponsorship as a 

non-American. In regards to being given personal advice, Kristen and Rachel voiced the 

frustration that they experienced from being told by those they met in support groups that 

they should anticipate experiencing anger regarding their layoffs.  

Rachel: ―I told him how badly I wanted to work for CoA, and he brought 

it up again—like I wasn’t thinking it already!—he said ‗you know, it‘s 

going to be hard because of the sponsorship.‘ Yeah, I‘m aware, you don‘t 

have to keep telling me all the time! ...So, I just feel like, so I move back, 

step back, just say ‗let‘s start looking for a job first and see how the rest 

fits in.‘ [uh huh] One company sponsored me before, maybe the next will 

too. [yeah] So, I try to be faithful, keep the faith, be hopeful.‖   

Finally, Kristen and Cameron were not satisfied with the support groups‘ resume 

posting advice or the results of that advice. Cameron shared that ―I‘ve used all the 

[[Internet]] resources that they advise, that They Advised to use‖ and he has not achieved 

any leads, so he initiated his own plans and expanded his search to other industries. He 

stated, ―I went to the petrol  industry, because usually they also hire employ wireless 

engineers. I put my resume there.‖ Similarly, Kristen said she has ―followed all of their 

little rules and all of their little steps and have rewritten it [[resume]] like 5 times since‖ 

without the results she had hoped given she‘s ―spending 6 hours doing what they say and 

1 hour what I believe.‖   
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Times have Changed. Participants observed and commented on their believe that 

times have changed (e.g., economic climate, former employer support/resources) and the 

reemployment process requires more time and navigation knowledge than assumed.  

Ben: ―...how unprepared people are in general for any type of a job search 

until they‘re really put into a position that they have to. ...because 10 years 

ago it was different finding a job than it is now. ...I guess, on one hand you 

think people should be more prepared for that in the event that it does 

happen to them. But, on the flip side should you go through life always, 

should you be the guy always building the storm shelter, umm...expecting 

the worse?‖ 

According to several participants, times have changed with regard to the 

challenges they face in searching for reemployment within the current economic climate. 

They noted that extensive layoffs mean there are fewer positions with ―more qualified 

candidates than jobs‖ (Ben) and ―more competition‖ (Boater), and the process may take 

much longer. Regarding the climate, Cameron reflects on his wireless industry: ―The 

problem can be reduced to one simple term: Lack of choices. I asked myself if I made the 

right choice in being in the telecommunications industry. But at the time I made this 

choice, telecommunication was good, was very, very good.‖ A few participants believe 

companies seem to be hiring at lower salaries or full-time contract staff, such as Sara and 

Tony obtained, rather than full-time exempt employees.  

Ben: ―I think this has been very different from the standpoint that the 

business climate is pretty significantly different as well. I think it‘s 

different for a lot of reasons. One of the reasons is that, you know, I was at 

a much more senior level with CoA. [[when he was previously laid off]]...I 

literally had a half a dozen phone calls from different people from across 

the industry [how nice] wanting me to stay in the industry. ...But, since, I 

haven‘t had that same experience, because the economic climate is very 

different now. [yeah, uh huh] You know at that time it was more of a 

candidate‘s market.‖  

Carl: ―I think we have...there has to be effort to get the economy moving 

in the right direction.. jobs have to be created. The jobs that are gone are 

gonna to be gone forever. And there‘s gotta be some type of work 
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provided. ...and people need to be gainfully employed. Some type of 

work...be it volunteerism, or something, but people have to be gainfully... 

I have to do something. What that something is...I gotta figure out what it 

is I want to do.‖  

Tom: ―...an underlying fear that I‘m underestimating the difficulty in 

finding a job... so that, ‗oh yeah I‘m confident about that‘... but maybe it 

really doesn‘t exist in today‘s market, maybe it‘s not really like that out 

there any more. ...I think...positive just from the standpoint that I just think 

there‘s ultimately going to be a good opportunity out there. I think what 

I‘m not positive about is what‘s the time frame on that.‖ 

Times may also have changed in regards to the degree of support and guidance 

that former employers offered in assisting participants in their transitions. Eight of 11 

participants shared information about their severance packages and the types of 

outplacement support they were provided. Tom, Tony, Ben, Cameron, and Rachel did not 

receive any outplacement support. Rachel, Cameron and Tom went to a career support 

group. Sara, Boater and Simon did not mention receiving severances or outplacement 

support, but they clearly talked about directing their own process towards reemployment.  

Elspeth was the only participant who talked about receiving and using 

outplacement and found this support helpful. Carl, who helped create the standard 

package for all employees, noted he was also pleased with the outplacement services, but 

he had not yet used these. Finally, Simon‘s and Elspeth‘s companies provided them 

additional support. They received flexible or extended notices of last day, space, and 

access and computers to use for their reemployment searches. Elspeth received a 90-day 

notice. Both participants expressed very positive relationships with their managers.  

Elspeth: ―They gave 90 days notice. I question sometimes whether that 

was because of me. They couldn‘t single me out, give me 90 days, 

[hemmm], but I do wonder if that was... Now, I may be making myself too 

important here. [both chuckle] They also gave us two months at a 

company called CoC and they‘ve been wonderful [good]. I‘ve also had an 

enormous amount of freedom in these 90 days, that, umm, aside from the 

other people. [uh huh] That I needed...He [[manager]] said ‗you take these 
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90 days to do what you have to do to get your life together.‘ Umm, and... 

Boy, that is as good as it gets. And I have, you know, worked hours, but 

basically 90% of my ‗job‘ [uh huh] has been to look for a job and get my 

life in order.‖  

In addition to company support, a few participants shared their challenging 

experiences filing for unemployment and/or Cobra insurance (temporary health insurance 

for unemployed). They figured out how to on their own from documentation or from 

friends who had gone through the process, versus personal support from their former 

employers or other support services.  

Ben: ―All the things that go with filing insurance—do I file for cobra or do 

I go with my wife‘s insurance. All those things that are going along... 

really it‘s been a whirlwind with everything you have to go through when 

you‘re... my wife had her insurance through her work, but my son‘s been 

on mine. It‘s just been a whole whirlwind of different things that you have 

to deal with and you have to get straight. There‘s obviously finances that 

you have to rearrange. The severance was okay, but, there‘s gonna be a 

period of time where there‘s not going to be an income, so how do you 

adjust things so you can be solvent through all that. [uh huh, uh huh]  So it 

really has been a whirlwind that it seems like a day.‖  

Tom: ―...And, they let me go a week earlier because, so I could take 

advantage of the Cobra extension under the reinvestment act…so 

<laughing>.‖  

Tony: ―There was no severance package of any kind. There was no...they 

didn‘t pay any...they wouldn‘t pay vacation days because in Texas they‘re 

not legally required to... Yeah, I looked it up. ...when I got my cobra 

installment, there was like an extra form in there that qualified me for a 

significant discount because I‘m laid off in the economic down turn. So, 

instead of [[paying]] $400 something a month, it was going to be $104 a 

month, which was like, wow, that‘s pretty good. So, I filled that out. ...I 

was very task oriented, file for unemployment, file for my cobra.‖ ... ―I got 

a letter back from the insurance carrier... can‘t remember the term they 

used—ah it was like a double negative—it was like ―you were not 

terminated for reasons other than performance...‖ but basically said I must 

have been relieved for cause! And I did call them [[former employer]] up 

on that. And, they did fix that.‖  

Participants reflected on the online resume posting approaches that what worked 

years ago may not necessarily work today. The online resume posting process and 
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resources, such as Monster and Career Builder, were viewed by participants in various 

ways, such as, a ―waster of time,‖ ineffective because these services are no longer new, 

sites are saturated with postings, an impersonal process, or a method more appropriate for 

―entry-level‖ positions. Kristen and Elspeth noted that they were not getting the same 

quantity of responses that they had in previous job searching years. This low online 

response is similar to what Boater said he was experiencing with his web profile.  

Ben: ―I don‘t think that the Monsters and Career Builders of the world are 

very, what‘s the word I‘m looking for, I wouldn‘t say they‘re a waste of 

time, but they‘re almost a waster of time unless you‘re looking for more of 

an entry level job.‖ ...Navigating...that‘s a huge gap that is missing right 

now. People don‘t have necessarily access to or the resources by which to 

learn these things. I‘m still, you know, just barely scratching the surface 

[right] how to uncover and dig up this kind of information. ... So, I think 

better access, better understanding ...the difference between your recruiter, 

headhunter, outplacement services [right] those kinds of things. How do 

you navigate all that? ... there‘s still a, there‘s obviously a frustration 

factor that goes with the time that it‘s taking.‖  

Elspeth: ―...people are flooding companies with resumes from people who 

aren‘t qualified. These people are making the process more difficult. ...I‘m 

starting to be more aware, this is ‗just another resume, it‘s not a reflection 

on you if they don‘t get back to you.‘ Well <clears throat>... I wish I could 

say I‘m sending out more resumes. I still know that I‘m... I‘m reacting. [uh 

huh] But, I also know that I‘m working on overcoming it. ...I had to get 

my face out there. I had to, I had to learn things.‖  

Kristen: ―I‘ve sent out like 15 resumes and have had 2 phone interviews 

and the salaries weren‘t right, so that was it, it‘s over. I‘m like ‗oh p-l-e-a-

s-e just come back! We‘ll talk salary. You know, so... it is very time 

consuming [[writing, rewriting, and posting resumes]] and... So that‘s... 

[uh huh] all of that is just incredibly frustrating. ...I have zero control on 

whether you [[potential employer]] like what you see or not.‖ ... ―You 

know, it‘s just [yeah], and I don‘t know if it‘s because I‘m in that mid-

management level... or if it‘s the economy today, or what it is exactly. But 

that‘s what I find very frustrating. I don‘t know what‘s causing the lack of 

response [[by posting resumes]]... you know, if it‘s my resume for 

goodness sakes I‘ll rewrite it for the 10th time!‖  

Simon: ―So, I found, umm, because maybe because of my background or 

where I am in my career... the whole ‗post your resume and something 

happens‘...not really, no. Which is all the more reason why the network 
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will work for me and not this faceless, hey I‘ve posted a resume and some 

HR person slaps it together.‖ 

Summary 

This study explored the research areas of Self-Perception, Sense of Well-Being, 

and Search for Reemployment in the Layoff Experience context. Participants had levels 

of mindfulness that were developed through unknown practices—one participant had a 

consistent yoga practice. Overall, participants were positively future focused on 

reemployment opportunities in relationship to their self-perception and sense of well-

being.  

Participants‘ layoff experiences were ―catalytic‖, but did not fundamentally 

change their perceptions of self—I Am the Same Self. This catalytic past event brought 

about awareness and rediscoveries of self (e.g., I Am More than My Job, I need to ask for 

help) and heightened their awareness and/or brought new understandings about others 

(e.g., empathy for unemployed). The self-perception themes of I Am More Than My Job 

and I Am Spiritual enhanced the theme of participants I Care About Others.  

There were several interrelated aspects between self-perception and sense of well-

being, and two of these were ―spirituality‖ and ―others.‖ Participants‘ spirituality was an 

important part of their belief in themselves for the future and their sense of well-being (I 

Sense My Mind-Body & Spirit), even for those few participants whose faith had been 

tested in the layoff experience. ―Others‖ as a part of participants‘ well-being (i.e., letting 

go of thoughts/feelings, talking about my story) was related to participants‘ search for 

reemployment in different ways (i.e., financial responsibilities to others, networking). 

Both aspects seemed to play roles in those research areas that were highly associated with 

search for reemployment.  
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Participants‘ well-being arose from a sense of the reciprocal nature of ―mind and 

body,‖ and, for several participants, their ―spirit.‖ Those participants actively engaged in 

physical activities did so to maintain or enhance their overall well-being now for their 

future. Being physical was used by a few participants to control their thoughts and 

feelings. A few other participants acknowledged that doing or increasing their physical 

activities would then increase their overall well-being.  

Additionally, most participants framed their futures with affirmative thoughts and 

feelings, and had let go of any past negative thinking and unhealthy feelings. Reframing, 

if needed, also came from participants‘ awareness of their thoughts and feelings in the 

present moment. Past experiences were viewed as lessons learned for envisioning the 

future. Simply stated, participants were primarily optimistic versus pessimistic and this 

perspective was part of themselves prior to their layoff experiences. A few participants 

strived to maintain a positive future view by controlling their present (e.g., sad) and 

future (e.g., anxious) unhealthy thinking and feelings.  

Finally, participants were adapting to conduct their search for reemployment in 

spite of any challenges they encountered. Most participants were open and looking 

forward to creating possibilities for their future employment. A few participants, whose 

former positions were portable across companies and industries, sought equivalent 

positions. 

In sum, the study‘s analysis suggests that the research areas of Self-Perception 

and Sense of Well-Being were highly interrelated aspects of participants that enabled 

them to move through, and put behind, their catalytic layoff experiences to view the 

future as positive opportunities. Through their lived layoff experiences, participants‘ 
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awareness increased and perceptions of self remained constant. They learned about 

themselves from this experience and past lessons, and they were present focused on 

activities towards enhancing well-being and seeking reemployment. They also learned 

from and adapted to the changed landscape and challenges of their reemployment 

searches. Participants acknowledged their spirituality and connecting to others as 

important components in their perceptions of self and enhancement of well-being. 

Finally, participants‘ search for reemployment seemed sustained by, rather than changed 

by, their self-perceptions and well-being.  

This synthesis suggest that the research areas‘ and their themes were found to be 

highly interrelated. Table 9 shows the overview of themes‘ interrelationships in a list 

format and Figure 4 provides a visual representation of these interrelationships. The 

temporal experience was future focused and participants experienced a range of thinking 

and feelings that covered the spectrum from past, to present, to future. Figure 5 

temporally illustrates participants‘ range of feelings that arose from their positive and 

negative thinking.  
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Table 9  

Overview of Research Themes’ Interrelationships 

Research Area Themes and Their Interrelationships with Other Themes 

A:  

Layoff 

Experience 

A1 

My Layoff 

was a 

Catalytic 

Experience  
(core theme) 
 

Related to: 

B1 B2 B3 B4 

C1 C2 C3 
 

A2 

I Anticipated 

My Layoff 

 

 
 

 

Related to: 

C1 B4 

 

A3 

My Layoff was 

a Business 

Decision, Not 

Personal  

 
 

Related to: 

B1 B2 C2 

 

 

B:  

Self-Perception 
B1 

I Am the 

“Same” Self  

(core theme) 
 

Related to: 

C1 D1 D2  
 

B2 

I Am More 

Than My Job 

(core theme) 
 

Related to: 

C1 D1 D2 

B3 

I Am Spiritual  

(core theme) 
 

 

Related to: 

C1 

B4 

I Care About 

Others  

 
 

Related to: 

B2 B3 C1 

C:  

Sense of  

Well-Being 

C1 

I Sense My  

Mind-Body & 

Spirit 

(core theme) 

 
 

Related to: 

B1 B3 
 

C2 

I Am Letting 

Go or 

Controlling 

My Thoughts/ 

Feelings 

(core theme)  
 

Related to: 

B3 B4 C3  

C3 

I Want to Talk 

About My 

Story 

 

 
 

Related to: 

B2 B3 B4 C2 

 

D:  

Search for 

Reemployment 

D1 

I Am 

Positively 

Future 

Focused 

(core theme) 
 

Related to: 

B2 C1 C2 D1 
 

D2 

I Am Open to 

Possibilities or 

I want 

Equivalent 

Position 
 

Related to: 

B2 C1 C2 D2 
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Next, Chapter 5 presents the discussion of implications from this synthesized 

narrative analysis. Conclusions are made and opportunities for future research are 

offered.  

 



 

 140 

Chapter 5: Conclusions and Recommendations 

Based on the narrative analysis presented in Chapter 4 this chapter provides the 

conclusions from this study, along with recommendations for future research. This 

section is divided into four parts: (a) Introduction, which offers a summary of the 

research problem and a summary of the results; (b) Interpretation of Findings, which 

includes visuals to enhance understanding; (c) Conclusions and Implications for practice; 

and (d) Future Research.  

Introduction 

Summary of Problem  

There is a need to gain an understanding of the lived experiences of recently laid 

off professionals. A layoff in this context is due to organizational change, such as adverse 

economic conditions, competitive pressures, restructurings or closings, rather than the 

failure of the professional to perform. A layoff has significant impacts on the individual, 

including negative thoughts and unhealthy feelings, financial challenges, potential 

changes to well-being and perception of self, and reemployment uncertainties. Therefore, 

the laid off professional‘s ability to maintain well-being (mind and body) and make 

decisions to secure reemployment are crucial.  

A laid off professional‘s mindfulness could minimize or eliminate this 

experience‘s potentially negative effects. Mindfulness is defined as ―the awareness that 

emerges through paying attention on purpose, in the present moment, and 

nonjudgmentally to the unfolding of experience moment by moment‖ (Kabat-Zinn, 2003, 

p. 143), and research‘s measurement of mindfulness was on five facets (nonjudging, 

nonreactive, describing, observing, and acting with awareness: FFMQ; Baer et al., 2006). 
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The FFMQ instrument has construct validity to meditators and nonmeditators and 

presents a relationship of facets to well-being. This study bridged both Western and 

Eastern views of mindfulness through the definition of the mindful concept and research 

methodology.  

Western and Eastern views have a common description of mindfulness as an 

attentive, metacognitive (knowing one knows) state of mind. As viewed within the 

Eastern perspective the goal of mindfulness is to help one achieve a happy, healthy, 

balanced life. Mindfulness from the Western view implicitly seeks this same result but 

tends to examine the impact of mindfulness on a single dimension (i.e., decision making, 

improving memory, managing stress). Mindfulness plays a key role in shaping the 

individual‘s ability to manage stressful life events (Carmody & Baer, 2007; Kabat-Zinn, 

1990; Wallace & Shapiro, 2006), regulate attention and obtain greater creativity and 

clarity for discovering answers and learning (Kabat-Zinn, 1994; Langer, 1989, 1997; 

Langer & Piper, 1987), and shift self-perception towards being a subject of one‘s 

experience, acceptant, and nontemporal (Shapiro, 1992; Thompson & Waltz, 2008), 

resulting in greater well-being.   

To date within organizations, the application of this concept in the domain of 

recently laid off professionals has yet to be established as a useful argument for the study 

of mindfulness. The purpose of this research was to understand the recent lived layoff 

experiences of professionals to determine future support and resources for their well-

being and reemployment. This research examined how recently laid off professionals‘ 

mindfulness played a role in their lived layoff experience, perception of self, sense of 

well-being, and search for reemployment.  
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Summary of Results  

This interpretive research explored the mindfulness construct within the layoff 

context—a new domain for mindfulness empirical research. Empirical research has 

shown a relationship between mindfulness and self-perception, mindfulness and well-

being, and self-perception and well-being. As of this writing, this study is the first to fill 

the need to understand the role of mindfulness in self-perception, sense of well-being, 

and search for reemployment within a professional‘s recent layoff experience.  

As will be presented, the research results (a) contribute to the communities of 

mindfulness research and expand the empirical literature relating mindfulness within the 

previously unexplored context of layoffs; (b) enhance mindfulness theory by providing 

an understanding of how, interpretively, mindfulness appears to play a positive role in 

self-perception, well-being, and search for reemployment within the layoff domain; (c) 

benefit future research by adding insight to research methodology having operationalized 

mindfulness with the FFMQ, a levels-of-mindfulness instrument that had limited 

empirical research use; and (d) highlight opportunities for scholarly and practitioner 

learning and support for laid off professionals as individuals and for organizations 

conducting layoffs and/or providing support and resources for those laid off.  

The research goal was, not a generalizable picture, but a deeper understanding of 

mindfulness within the lived experience of a recent layoff. The research participants were 

a small, heterogeneous sampling in the geographic area of Dallas, Texas. Participants did 

not have any formal mindfulness training prior to this research, or knowledge of the 

mindfulness construct (one participant had some knowledge) and their FFMQ scores. 
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How participants learned and practiced mindfulness were not explored. This research did 

not use instruments to measure self-perception, psychological or physiological health.  

Three research questions were explored, and the results provided a rich 

understanding of the role of mindfulness in participants‘ lived layoff experiences. The 

results indicate interrelationships among mindfulness, self-perception and well-being that 

are associated with the search for reemployment. The following summary highlights the 

results per research question (RQ), followed by an illustration showing the five facets of 

mindfulness‘ relationships to the research areas and layoff experience.  

RQ1: What is the role of mindfulness in the recently laid off professional‘s self-

perception? The self-perceptions of the participants remained the ‗same‘ in the layoff 

experience and were found to be close to or shifted towards the I/minimal side of the self-

perception definition continuum. Shifts of self-perception seemed to occur in a few 

participants due to becoming more aware of or rediscovering things about themselves. 

Participants‘ self-perceptions were closely aligned with a mindful definition of self as 

subjective, experiential, beyond ego/spiritual, and temporally present. Self-perception 

was embedded in the ―mind‖ and ―spirit‖ aspects of Sense of Well-Being (mind-body and 

spirit) and this embeddedness may have facilitated participants‘ well-being to influence 

any shift in self-perception. Self-perception includes the internal facets (describing, 

nonjudging, nonreactive) of mindfulness.  

RQ2: What is the role of mindfulness in the recently laid off professional‘s sense 

of well-being? Sense of well-being was defined by participants as a triad of ―mind-body 

and spirit.‖ Thus, participants‘ inclusion of ‗spirit‘ extends the definitions of well-being 

found in the well-being and stress management literature and may extend the concept of 
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nondual mind-body in the mindfulness literature. Participants‘ well-being triad further 

highlights the interrelationship between sense of well-being and self-perception, and 

aligns to a more mindful definition of self-perception on the continuum. Sense of well-

being seem to be influential in shifting self-perception. Participants‘ acting with 

awareness (external facet) and interacting with awareness with others were positive 

associations with their well-being and search for reemployment. The well-being triad 

includes all five facets of mindfulness based on the FFMQ.  

RQ3: What is the role of mindfulness in the recently laid off professional‘s search 

for reemployment? Search for reemployment was found to be associated with 

participants‘ self-perception and sense of well-being—highly interrelated aspects of 

participants that enabled them to move through, and put behind, their layoff experience to 

envision positive future opportunities. Participants, who expressed good to improved 

well-being and a perception of self near the I/minimal side of the continuum, were found 

to be actively present focused on mind, body, spirit, and others. Participants learned from 

the past, adapted to and overcame the employment landscape challenges, and were 

optimistic.  

Figure 6 shows this study‘s original conceptual framework and shows the refined 

framework that emanates from the study‘s results. The results framework illustrates the 

interrelationships that answer the research questions. 
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Interpretations of Findings 

Overview 

This interpretive study‘s mindful participants shared their lived experiences in 

order to provide an understanding of the mindful construct in the context of a recent 

layoff. This section discusses the results in regards to mindfulness theory and empirical 

research. The inductive narrative analysis revealed that the mindfulness facets based on 

the FFMQ relate to this study‘s themes as follows:   

1. Internal area aligns to Sense of Well-Being and reciprocally supports Self-

Perception. All three internal facets relate to the Layoff Experience theme My 

Layoff was a Business Decision, Not Personal.  

a. Describing: Relates to the Sense of Well-Being themes I Want to Talk 

About My Story and Letting Go of My Thoughts/Feelings.   

b. Nonjudgmental: Relates to the Sense of Well-Being themes Letting Go 

of My Thoughts/Feelings, I Sense My Mind-Body & Spirit, and, 

therefore, plays an important role in the support of all four Self-

Perception themes (I Am the Same Self, I Am More than My Job, I Am 

Spiritual, I Care About Others).  

c. Nonreactive: Relates to the Sense of Well-Being theme Letting Go of 

My Thoughts/Feelings.   

2. Observing facet relates to Sense of Well-Being theme I Sense My Mind-Body 

& Spirit and Layoff Experience theme I Anticipated this Event.  
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3. External facet Acting with Awareness aligns to the Sense of Well-Being 

themes I Sense My Mind-Body & Spirit and I Want to Talk About My Story 

and the Self-Perception theme I Care About Others.  

Figure 7 is an overview that illustrates mindfulness‘ interrelationships to the 

research themes.  
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Self-Perception  

For this study, self-perception was defined as one‘s awareness along a continuum 

from the ―me‖ or narrative/objective self that is temporal to the ―I‖ or minimal/subjective 

self that is present centered (Farb et al., 2007; Gallagher, 2000; Hoare, 2006). Literature 

indicated that mindful practice (i.e., meditation, mindfulness training) shifts self-

perception towards a minimal self. That is, self-perception moves along the continuum 

from self-regulation (i.e., control my stress) or being pragmatic, to exploration (i.e., 

learning more about myself), to liberation (i.e., going beyond my ego or being more 

spiritual) (Hayes, Strosahl, & Wilson, 1999; Mackenzie, Carlson, Munoz, & Speca, 2007; 

Shapiro, 1992; Thompson & Waltz, 2008). Research (i.e., Thompson & Waltz, 2008) 

regarding the relationship of mindfulness and self-perception indicated that mindfulness 

may play a pivotal role in viewing experiences as transitory phenomena, thus fostering a 

view of self that is more unconditional and less self-evaluative. 

In support of the literature‘s premise of self and experiences as transitory 

phenomena, this study‘s participants considered their layoff experiences as past events, 

and accordingly did not dwell on their having been laid off. Their mindful states seemed 

to enable them to be open and nonjudgmental about self and their layoff experiences to 

the point of not taking their layoffs personally or as a reflection of self. Results of this 

study suggest that the majority of participants‘ perceptions of self were already closer to 

the I/minimal side of the continuum—a self-perception defined as being mindful (present 

focused, nonjudgmental, subjective, liberated, beyond ego/spiritual). Those few 

participants who seemed to shift to a more mindful state of self-perception may have 
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done so partially through engaging in this interview process that provided opportunities 

to tell their stories.  

The results of these few cases indicate that telling their stories seemed to have 

changed participants‘ ―relationship to thoughts, versus a change in thoughts themselves 

… [and] a corresponding shift in self-sense [occurred]‖ (Hayes et al. 1999; Shapiro & 

Carlson, 2009; Teasdale et al., 1995 as cited in Wallace & Shapiro, 2006). Keys to this 

shift, beyond just telling their stories, were that the three participants shared they entered 

into the study with goals for self-discovery and did so in a nonjudgmental and open 

way—demonstrating the facets of mindfulness. One participant explicitly stated he had 

come to learn about himself (self-exploration, mid-continuum of self-perception) and 

others who experienced layoffs. The best example of this shift was Kristen who, through 

the process of the interview, gained awareness and began to move past questioning her 

self-worth or spirituality, defining herself by her job, and attempting to control her 

negative thoughts and unhealthy feelings. Kristen‘s case illustrates a shift from the lower- 

to mid-continuum (regulation and exploration) to a more liberated self-perception.  

Therefore, an interpretation of the findings for self-perception suggests there is an 

interrelationship among mindfulness, self-perception, and sense of well-being. The Sense 

of Well-Being theme I Want to Tell My Story aligns to the mindfulness external facet of 

Acting with Awareness and appears to play a role in enhancing the Internal and 

Observing mindfulness facets and Sense of Well-Being. These enhancements, in turn, 

seem to influence self-perception to shift to a more mindful state. One might also infer 

that these three participants‘ mindfulness included some higher levels of observing, 
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openness, and nonjudgment in order for this process to possibly shift participants‘ self-

perceptions.  

Spirituality is an aspect of the results that also highlights the interrelationships of 

mindfulness, self-perception, and sense of well-being. Spirituality was related to 

participants‘ perceptions of self, I Am Spiritual, and sense of well-being, I Sense My 

Mind-Body & Spirit. As noted in Table 2, spirituality is included in the definition of self-

perception continuum as part of the liberated self. The concept of spirit or spirituality is 

not explicitly noted in the mindfulness literature within this research. Yet, the theoretical 

views of mindfulness diverge in whether they ground mindfulness in a holistic view 

(Eastern) or a more pragmatic view to achieve targeted, behavioral ends (Western). Based 

on participants‘ inclusion of ―spirit‖ in their narratives, one may infer that participants‘ 

mindfulness supports the view of self and well-being as more holistic (Eastern). 

Participants‘ ―spirit‖ was expressed by some participants in relationship to faith or 

religion, but not by others. In all cases, participants‘ spirit was described within sense of 

well-being as an aspect equal to their mind and body. Compared to research on the 

mindfulness practices of meditation to influence perception of self, participants in this 

study did not practice meditation, although one participant had a consistent yoga practice 

and two participants had some prior meditation experiences. Thus, participants‘ views 

regarding spirituality had developed in unknown ways and were seen as an important 

factor in their perception of self and well-being. The results seem to indicate that 

spirituality requires the associated mind-body well-being in order to play a role in 

minimizing any negative impacts of being laid off.  
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Well-Being  

For this study, well-being was defined as a state of good mental and physical 

health (American Heritage Dictionary, 2006). ―Stress‖ was described as the acting upon 

―different levels including physiological level, the psychological level, and the social 

level … levels [that] interact with each other [and] influence the actual state of your body 

and mind under specific circumstances‖ (Kabat-Zinn, 1990, p. 235). Literature linking 

well-being and mindfulness has indicated that mindfulness practice (a) develops affective 

balance, one of four types of mental balance in mindfulness, that is the ability to regulate 

emotions for physical and mental well-being (Wallace & Shapiro, 2006); (b) leads to 

―hardiness‖ (the degree of commitment and challenge that individuals display when faced 

with difficult life experiences) and ―coherence‖ (the degree to which individuals perceive 

that the world is meaningful and manageable) (Salmon, Santorelli, & Kabat-Zinn, 1998); 

and (c) develops enhanced interpersonal relationships through increased appreciation, 

respect, and empathy for others (e.g., Glaser, 2006).  

The interpretation of findings suggests that participants‘ narratives on their 

relationships to thoughts and emotions reflected Eastern and Western views regarding the 

purpose of mindfulness. Emotion (affective balance) is an area of difference between 

Eastern and Western views on mindfulness. The Eastern perspective emphasizes the 

acceptance and release of thoughts/feelings, in contrast to the Western perspective that 

views emotional control as a prerequisite to behavioral change. The majority of 

participants experienced little negative thinking or unhealthy feelings, or they let go of 

any that occurred, and they appeared to be demonstrating a more Eastern mindfulness 

purpose. Their thoughts and feelings, like their layoff experiences, were transitory and 
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did not define their self. Those few who tried to control or regulate their thoughts and 

emotions seemed to be demonstrating a more Western mindfulness purpose. Participants‘ 

letting go reflected Eastern mindfulness in that the ―change‖ was an internal 

generalization (arising from the Internal facets), meaning change in the individual‘s mind 

and spiritual self rather than a more pragmatic consideration for behavior change. A 

notable example was Tom‘s exclamation of ―Accept it!‖ that occurred through the 

interview process—talking about his story and letting go.  

The results also suggest participants‘ mindfulness expressed the hardiness and 

coherence (Salmon, Santorelli, & Kabat-Zinn, 1998) required to move through and past 

potentially difficult experiences. Interestingly, these abilities existed in participants 

regardless of whether they did or did not have prior layoff experiences. Another 

important aspect of participants‘ well-being, specifically, perceiving the world as 

meaningful and manageable (coherence and conative balance—commitment to action), 

was illuminated in their interpersonal relationships. Their narratives expressed deep 

appreciation and empathy for individuals who have been laid off and active engagement 

of and interactions with others, and, as a result, illustrate all five mindfulness facets. As 

was discussed in the interpretation of findings for Self-Perception, participants‘ decisions 

to actively engage in this study and interact within the interview may have led to 

increased awareness and/or rediscoveries of self. For a few participants, this decision may 

have also led to shifts in perception of self. Connecting with others was an important part, 

if not the most important part, of the reemployment search. So, the external facet of 

mindfulness, acting with awareness, might be extended to more explicitly include 

interacting with awareness with others.  
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Once again, the interpretation of findings for well-being suggest an  

interrelationship among mindfulness, well-being, and self-perception. The results of this 

study echo some of findings in Gilberto‘s (1997) research on unemployment, well-being, 

stress management, and self. Specifically, in both studies participants‘ successful 

outcomes (well-being, self-perspective, and reemployment search) were related to their 

depersonalization of the experience, ability to let go of negative thoughts and unhealthy 

feelings, and willingness to actively seek support from others. In addition, this study 

sought to understand how these factors influence each other, as was recommended by 

Gilbert (1997), but went further by including the construct of mindfulness to broaden the 

scope of support services.  

Finally, ample discussion of the ―spirit‖ aspect of the well-being triad was 

presented in the interpretation of findings in Self-Perception; however, separate attention 

to the nondual mind-body is warranted here. All five mindfulness facets appeared to have 

played a part in participants‘ mind-body well-being and, for the majority of participants, 

exemplified an Eastern practice of mindfulness by the inclusion of body. Even prior to 

their layoff experiences, most participants consciously used physical activities to enhance 

their mind (internal facets) and to create quiet, calm, and clear thinking. In contrast a few 

participants used physical activities or ―staying busy‖ to ignore, set aside for the present, 

the internal noise they experienced, and they discovered that they might revisit these 

thoughts and feelings at a later time.  

Although this study‘s purpose was not to explore how participants practiced 

mindfulness, there were commonalities found in the physical activities that participants 

used to support well-being. These included being outside in nature while gardening, 
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walking or running, and listening to one‘s breathing (while being still or running). One 

may add that for a few participants praying was both a physical (quietly sitting or 

kneeling) and spiritual activity that simultaneously connected that individual to another. 

In conclusion, this study‘s results suggest that participants‘ mindfulness (all facets) 

highly associated with their well-being at multiple levels—physiological (body), 

psychological (mind/spirit), and social (others)—by enabling letting go of 

thoughts/emotions and promoting active and aware engagement of self and others.  

Search for Reemployment 

Literature on layoffs, unemployed, or employment uncertainty related to well-

being and self-perception has found that (a) self-awareness (being attentive to personal 

and social resources) was a positive influence in job searching, and adaptability 

(exploring oneself and environment) and career identity (defining oneself in a career 

context) contributed to employability (McArdle et al., 2007); (b) psychological well-

being was negatively affected (i.e., depression) as a result of unemployment (Murphy & 

Athanasou, 1999); (c) the degree to which unemployed individuals had or lacked social 

resources effected their well-being (mind-body, characterized as part of individuals‘ 

personal resources) (Kim, 2000); and (d) the interrelationships within unemployed 

individuals‘ personal coping resources (e.g., psychological, physical, spiritual, sense of 

purpose) played a role in the degree to which they made use of their social and financial 

coping resources (Ryan, 2002).  

Mindfulness literature on well-being that relates to this study‘s search for 

reemployment found that mindful practice (a) facilitates openness to experience and 

abilities to learn by increasing awareness and receptivity to different perspectives, and (b) 
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decreases reactions or defensiveness to stress or perceived social threats. No empirical 

literature was found that explored the role of mindfulness in the contexts of layoff, 

unemployment, or employment uncertainty.  

 The interpretation of findings suggests that participants‘ search for reemployment 

was associated with the interrelationship between self-perception and sense of well-

being. These two research areas, Self-Perception and Sense of Well-Being, were highly 

interrelated aspects of participants that enabled them to move through, and put behind, 

their layoff experiences to envision positive future opportunities. Whether participants 

did or did not have prior layoff experiences did not arise as relating factor in their search 

for reemployment. The conclusion is that search for reemployment aligns to all five 

mindfulness facets.  

Participants‘ self-awareness arose in their narratives as enabling self-knowledge, 

understanding their abilities, or selling themselves with confidence in the search process. 

In relationship to well-being and self-perception, the study participants were open to 

opportunities for a next position. More important, participants sought a quality of life, 

and they were not defined by their jobs. These results may suggest a redefinition of 

career identity from a static (i.e., defining of oneself in a specific career context; 

McArdle et al., 2007) to a continuum perspective. That is, a continuum  perspective 

would be a range on which the laid off professional places oneself or is placed in terms of 

a specific position (static) to considering oneself in terms of possibilities or portability.  A 

continuum such as this might be a valuable resource for laid off professionals for search 

reemployment.  
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 Specific to well-being, participants‘ search for reemployment seems to have 

supported and perhaps enhanced by their mindful sense of well-being. Interestingly, the 

results found that the majority of participants had good to improved well-being. Results 

of prior research found that psychology well-being was negatively affected by being 

unemployed. As a note of clarification, these prior studies involved participants with 

varied lengths of unemployment, and these studies did not include mindfulness as a 

research construct. This study‘s results found that participants‘ mindfulness may have 

played an important, positive role in their well-being and, thus, their layoff experience 

and search for reemployment.  

Participants‘ narratives seem to demonstrate mindfulness in their openness and 

adaptations to their layoff and reemployment search experiences. In their search for 

reemployment, participants learned from the past, actively engaged others, adapted to and 

overcame the employment landscape changes and challenges (i.e., increased competition, 

lack of or different resources), and were optimistic about their futures. Their active 

awareness of present focus for the future expresses an attentional balance of mindfulness 

(Wallace & Shapiro, 2006).  

The interpretation of findings discussion within Sense of Well-Being has 

highlighted the importance of participants‘ interactions or relationships with others. As 

noted in the Findings chapter, this study did not focus on an exploration of participants‘ 

search approaches or resources. However, based on the literature, this study‘s results 

highlight the important role that mindfulness may have played in participants‘ awareness, 

appreciation, and use of social resources, including the choice to participate in this study. 

In addition, the mindfulness literature, from the social constructionist view, defined 



 

158 

mindfulness as the interrelated processes of perception between an individual and the 

collective, others (Weick & Sutcliffe, 2006). As a consequence, the importance of others 

indicated in this study‘s results may be of interest to those with a social constructionist 

perspective.  

Therefore, this study‘s results within the layoff context expand the literature on 

mindfulness and well-being. These results support the mindfulness literature, in that 

participants‘ search for reemployment related to all five mindfulness facets; this case 

suggests that mindful practice (formal and/or informal) may have improved the internal 

facets (nonjudgment and nonreactive) and the observing facet and that enabled 

participants to positively focus on the present for their futures. In addition, the 

interpretation of findings expands the literature on layoffs, unemployment, and 

employment uncertainty from a psychological focus to a broader, holistic focus of well-

being—mind-body and spirit triad perspective.  

Conclusions & Implications 

Conclusions 

Based on this study‘s results, the following conclusions may be put forth:  

1. Mindfulness seems to play an important, positive role in a professional‘s 

experience of recently being laid off. The layoff context is new for 

mindfulness research and,  therefore, contributes to mindfulness literature.  

2. The research areas of Self-Perception and Sense of Well-Being appear highly 

interrelated and, together, seem to result in professionals‘ optimistic and open 

search for reemployment.  
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3. The five facets of mindfulness, internal (describing, nonjudging, nonreactive), 

observing, and external (acting with awareness), highly associate with a 

positive Sense of Well-Being and, thus, may shift Self-Perception to a mindful 

view of self.  

4. Well-Being‘s definition by participants of this study as being a triad—mind-

body and spirit—is a result that expands the literature of mindfulness, well-

being, and self-perception. Self-Perception is related to the mind and spirit 

aspects.  

5. Mindfulness of others seems to play an important role in professionals‘ layoff 

experiences and search for reemployment. This result may broaden the 

external mindfulness factor from acting with awareness to include interacting 

with awareness with others.  

6. Overall, laid off professionals who measured as mindful (even without prior 

knowledge of the mindfulness construct or active engagement in mindfulness 

practice) do not define themselves by their jobs, move through and past the 

lived layoff experience in a healthy way, have good or improved well-being, 

and are adapting and learning while actively present focused for their 

futures—a quality of life.  

Implications 

 Based on the results of this study, there are many implications for practice and 

learning related to the context of layoffs and self-perception, well-being, and search for 

reemployment. This section offers some implications for professionals who will be or 
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have been laid off, and for organizations that are conducting layoffs and/or providing 

support and resources for those laid off.  

Laid off professionals who are already mindful, but do not understand the 

construct, may benefit from opportunities for further learning and building upon formal 

and/or informal practices that are already working for them, and that will continue to 

enhance their present and future experiences for self and others. Learning and 

understanding how other professionals‘ mindfulness played a positive role in their layoff 

experiences is knowledge that may benefit anyone who is going to be or has been 

recently laid off. For example, those who are mindful may not necessarily experience the 

―angry cycle‖ that is considered to be a common result of a layoff experience. In 

addition, through mindfulness, well-being may be improved by engaging in physical 

activities and by letting go of negative thoughts and unhealthy feelings. Furthermore, one 

way to facilitate this letting go may be to tell one‘s story to others.  

Organizations that gain an understanding of mindfulness and develop mindful 

learning opportunities for their members during times of layoffs may discover enhanced 

interpersonal relationships and greater well-being for their members. Leaders and 

managers may gain insight into members‘ emotional responses and may minimize or 

eliminate any negative effects with mindful learning and practice. For example, this 

study‘s participants‘ ―unhealthy‖ feelings (anger, frustration, disappointment) were 

primarily related to the company‘s leadership and management, specifically, in regards to 

business decisions that led up to requiring downsizings (as seen by participants with 

higher access to corporate finances) and the layoff process for all employees who were 
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laid off. In essence, understanding mindfulness construct may result in improved layoff 

processes.  

Organizations that provide support and resources for laid off or unemployed 

professionals may benefit from understanding how being mindful plays a role in the 

professionals‘ experiences and search for reemployment. For example, higher mindful 

professionals may desire a broader approach to job searching that extends beyond seeking 

out the same or equivalent position. The study suggests that mindful professionals seek a 

high quality of life—of which a job may be only one part in a bigger picture.  

Finally, opportunities exist to continue building bridges of understanding about 

the mindfulness construct within academics and organizations. Literature indicates an 

increasing alignment between Eastern and Western views of how mindfulness is defined, 

operationalized, practiced, and researched. This study includes both perspectives and, 

through narratives, mindfulness is brought to life through those who mindfully 

experienced layoffs without even knowing the construct. By continuing the 

conversations, scholars and practitioners may discover more commonalities than 

differences in their perspectives of mindfulness. One may believe, like this study‘s 

participants, that there is an optimistic future of possibilities with the mindful construct.   

Future Research 

There are important future research opportunities for gaining a deeper 

understanding of professionals‘ lived layoff experiences. Continued research regarding 

the interrelationships among mindfulness, well-being, and self-perception will add to the 

greater body of literature that provides learning, support, and resources for laid off 

individuals and their organizations. This section suggests a few of these opportunities.  
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Two unique findings from this study that warrant further study are laid off 

professionals‘ spirit (sense of well-being and self-perception) and interacting with 

awareness with others (broader external mindfulness facet). Both were found to be new, 

important influences throughout the research areas and participants‘ experiences. 

Potential research questions might be: How does being ―beyond ego‖ and/or 

―spirituality‖ influence a laid off professional‘s sense of well-being and self-perception in 

the lived layoff experience? What role do the external facets of mindfulness— acting 

with awareness and interacting with mindfulness with others—play in influencing a laid 

off professional‘s experience?  

Qualitative research that could expand this study and help to address some of the 

limitations of the current study include (a) conducting a similar study with a larger group 

of participants within a greater geographic area, (b) understanding how the laid off 

professionals‘ experiences and level of mindfulness are influenced by key demographic 

factors (i.e., gender, age, ethnicity), (c) conducting two (rather than one) face-to-face 

interviews spaced apart by three to six months, and (d) after the second interview, 

informing participants of the mindfulness construct and measure their mindfulness to 

gain deeper understanding of the role mindfulness plays in their lived experiences. A 

research question to explore may be this: Does a participant who demonstrates a shift in 

self-perception to a more mindful state (I/minimal self) maintain that state, continue to 

shift further towards that state, or revert back to a less mindful state of self-perception 

over an extended period of time?  

Mixed methods longitudinal research that further explores the mindfulness 

construct in the layoff experience could include (a) a longitudinal timeline from the 
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participant‘s time of ―informed layoff‖ to ―reemployment‖ and ―post-reemployment 

follow up;‖ (b) a mixed methodology design that takes into consideration the ―timing, 

weighting, mixing, and theorizing‖ (Creswell, 2009, p. 206) of the study‘s procedures 

(i.e., concurrent triangulation design, concurrent embedded design of quan/QUAL); (c) 

participant selection criteria of being recently informed of layoff and demographic data 

(non-criteria) such as prior experiences with a layoff and with mindfulness practices; (d) 

methods of data gathering at multiple times (e.g., layoff notice, 3-month intervals to 

reemployment, and post-reemployment 6-month follow-up) of quantitative data 

(mindfulness total level and facet scores derived from the FFMQ) and qualitative data 

(participants‘ narratives from face-to-face interviews that are audio and video recorded 

and participants‘ journals).  

To ensure that study participants meet the criterion of being selected at the time 

―informed layoff,‖ a longitudinal study such as this would benefit from a partnership 

between the researcher and the organizations conducting layoffs. Future research could 

discover answers to the research questions: What are the relationships among 

mindfulness level and five facets scores over time and the participants‘ layoff-to-post-

reemployment lived experiences? How are participants‘ layoff lived experiences 

transformative over time based on their having or not having prior mindful (formal or 

informal) practices or training? What are the relationships among mindfulness level and 

five facets scores and the participants‘ time to reemployment?  

Mixed methods research that further explores the mindfulness construct in the 

layoff context could include (a) conduct analyses to include understandings of laid off 

professionals‘ experiences through narratives and mindfulness based on level of 
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mindfulness score and five facets scores, (b) obtain new mindfulness scores months after 

last interview and relate narrative analyses to additional quantitative measures, such as 

changes in participants‘ mindfulness scores after the last interview, (c) explore FFMQ‘s 

construct validity to self-perception (construct validity exists to well-being), and (d) 

explore FFMQ results along with an instrument that measures one‘s temporal self. Future 

research could discover answers to the research questions: What are the relationships 

between a participant‘s layoff experience and his/her FFMQ level and facet scores? How 

do the facets relate to well-being and/or self-perception and influence the layoff 

experience? How do participants‘ temporal self-measurements align to FFMQ 

measurements?  

Qualitative research that further explores mindful learning and practice of higher 

mindful laid off participants who do know the mindfulness construct would (a) seek to 

understand how participants describe, learn, and practice mindfulness; (b) analyze how 

higher mindfulness influences laid off professionals‘ search for reemployment 

approaches and experiences; (c) provide mindfulness training between first and second 

interview, re-measure mindfulness, and seek to understand influences on experiences; 

and (d) analyze the results of providing mindful training only to those participants who 

demonstrated some shift in self-perception from a mid- to a more-mindfulness definition 

of self.  

Qualitative research that further explores mindfulness within the organization 

from an individual- and a collective-level of analysis would (a) seek to understand the 

specifics of awareness that higher mindful professionals have that enables them to 

anticipate their layoffs, (b) analyze laid off participants‘ experiences of Talking About My 
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Story at the time points of being informed, on last day, and after the layoff occurrence, (c) 

measure managers‘ levels of mindfulness prior to their conducting layoffs and analyze 

their and their laid off employees‘ experiences, (d) provide mindful training to 

organizational support staff involved in and/or supporting those being laid off and 

analyze how individual and collective mindfulness influences the staff‘s and the laid off 

professionals‘ experiences, and (e) analyze laid off professionals‘ experiences based on 

those with managers that oversaw their layoffs who have and have not had mindfulness 

training.   

Concluding Remarks 

Layoffs will always be a part of the world of work. Understanding the lived 

human experience of layoffs is research that is a timely and timeless need. Laid off 

professionals experiencing this potential trauma need to be able to maintain well-being in 

order to successfully regain employment. Theoretically, this research provides the needed 

interpretive exploration of mindfulness in the layoff domain and sheds needed light on 

understanding well-being and self-perception in this lived experience. The heart of this 

research is at the individual level, and the learning and support opportunities highlighted 

are offered to benefit any laid off professional. This study is one snapshot in time with a 

small group of participants who openly shared their stories.  

This study contributes to the research communities of mindfulness and expands 

the empirical literature relating mindfulness, well-being and self-perception. The 

interpretive results tell the stories of how mindfulness may play a positive key role in the 

professionals‘ lived experiences. These stories also provide important opportunities for 

learning and practice by the managers and staff in organizations who conduct and 
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communicate layoffs. Similarly, personnel within the organizations who provide the 

support services for those who are laid off must understand how to play a successful role 

within a professional‘s journey to reemployment.  

This researcher believes that these results provide opportunities for future 

scholarly and practitioner education about mindfulness in the layoff domain. Learn from 

the stories of these laid off professionals. Be inspired to explore further for the benefit of 

all those laid off. Finally, consider your personal opportunities to show understanding and 

offer needed support. Personally, this amazing one-year journey—as a researcher, 

scholar, practitioner, and first-time laid off professional—is one I would not have missed 

for the world. These personal experiences have given rise to many new understandings 

and opportunities—so little time, so much to do.  
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Appendix A: Site Authorization, Invitation to Participate, and Consents 

Site Authorization Letter Draft 

CareerCare 

5801 Plano Parkway 

Plano, TX  75093 

 

[Date] 

 

Ms. Charlotte P. Barner, Doctoral Candidate 

Graduate School of Education & Human Development 

The George Washington University 

Human and Organizational Learning, Suite 391 

44983 Knoll Square Drive 

Ashburn, VA  20147 

 

Re: Doctoral Research with CareerCare Members 

 

Dear Ms. Barner,  

 

After reviewing your proposal and research objectives, CareerCare hereby authorizes you 

to conduct your doctoral research with our members in the Dallas area. To obtain your 

participant pool of 10 to 15 individuals, CareerCare agrees to send your research 

invitation via email to our member population.  

 

Career Care expects the research to be conducted in accordance with the provisions of 

The George Washington University Institutional Review Board policy, especially with 

respect to participant privacy. Career Care further expects that it will be have an 

opportunity to review your findings. Please submit any documents for review to my 

attention at: bbrewer@standrewumc.org.  I look forward to your research.  
 

 

C. William Brewer 

Director, CareerCare  

214.291.8082  

 

mailto:bbrewer@standrewumc.org
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Invitation to Participate Email 

Dear CareerCare Member,   

Invitation to participate  

 

You are invited to participate in a study that is under the direction of Dr. Mike Marquardt 

of the Graduate School of Education and Human Development, Department of Executive 

Leadership Doctoral Program, The George Washington University (GWU).  

 

My name is Charlotte Barner, and I am Dallas-area resident and a doctoral candidate 

conducting research to understand the professional‘s experience of being laid off. You 

have received this email because I am partnering with Bill Brewer, CareerCare Director, 

to obtain study participants.  

 

This email explains the why, what‘s involved, risks and benefits, and other helpful 

information about this study. For your convenience, a PDF version of this email is 

attached.  

 

Please read this invitation and ask any questions that will help you decide if you want to 

participate in the study. Your participation is completely voluntary.  

 

1)  Why is this study being done? 

 

You are being asked to participate in this study because you may meet the following 

criteria:  

 

You are a professional at least 18 years old who recently has been informed of 

being laid off or recently has been laid off (recently means within last 30-45 

days). A layoff is involuntarily departure due to business factors such as 

downsizings or closures. You held a full-time salaried position with the same 

organization for equal to or greater than one (1) year and seek reemployment.  

 

The purpose of the study is to understand the professional‘s experiences of being laid off. 

The research will be conducted with participants from the Dallas, Texas area. 

 

A total of 15 individuals will be asked to participate in this study from a pool of 

interested individuals.  

 

2)  What is involved in this study? 

 

If you decide to participate in this study, you will experience the following activities. 

First, you will complete a background questionnaire and research questionnaire of 39 

questions about ―mindfulness‖—what you are observing (attending to, aware of) about 

yourself and your well-being. If selected to continue in the study you will be interviewed 

in person once for about 1.5 hours. The interview will be audio taped, and you will have 
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an opportunity to review your transcribed interview. The total amount of time you will be 

engaged with this study is approximately 3.5 hours.  

 

3)  What are the risks of participating in this study? 

 

There are no physical risks associated with participation in this study. One minimal risk, 

however, is the loss of confidentiality. Every precaution is taken to protect the 

confidentiality of your information (see ―privacy protection‖ below); however, this 

cannot be absolutely guaranteed. There is a possibility that some of the questions asked 

may be uncomfortable to answer. You have the right to refuse to answer any question at 

any time. You may also stop participating in the study at any time.  

 

4)  Are there benefits to taking part in this study? 

 

There may not be any personal benefit to taking part in this study. The results of this 

study are expected to add to mindfulness theory, specifically in adults experiencing 

layoffs. The benefits to society may be a better understanding of the layoff experience 

and determining future support and resources for laid off professionals‘ well-being and 

reemployment.  

 

5)  What are my options? 

 

You do not have to participate in this research study. If you decide to participate, you can 

stop at any time. 

 

6)  Will I receive payment for being in this study? 

 

No. You will not receive any payment for being part of this study. 

 

7)  Can I withdraw from the study? 

 

Yes. Your participation is voluntary. You may decide to stop being part of the study at 

any time.  

 

8)  How will my privacy be protected? 

 

The investigators will make every effort to protect your privacy. There are three levels of 

data security employed to protect you. First, your identity in this study is anonymous. 

You are assigned a key numeric code that securely separates your personal identity from 

the information you provide. The key linking data to you will be destroyed when the 

study is complete. Any ―name‖ used in reporting will be fake.  

 

Second, paper files are stored in a locked cabinet in a secure office. Once data entry is 

completed, paper files are destroyed through a bonded corporate agency. Third, the Sub-

Investigator‘s (aka Charlotte Barner‘s) computer and each file related to the study are 

protected with separate alphanumeric passwords. The audio recording of your interview 
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will be digitally stored under this security protocol until transcription is complete. Your 

audio recording is destroyed when the study is complete. The digital files will remain 

securely stored for a period of up to five (5) years after the completion of the study. The 

computer files will then be securely destroyed.  

 

If the results of this study are reported at conferences or in academic journals, no research 

participants will be named or otherwise identified. In the event that representatives of 

regulatory agencies request permission to review the study‘s documentation, all 

identifying information will be removed from relevant parts of your records. All research 

records will be kept confidential unless you specifically approve their release. Data of 

non-selected applicants will be destroyed immediately upon determination of final 15 

participants.  

 

9)  Whom can I contact if I have questions or concerns?  

 

If you have any further questions about your rights in this research study, you may 

contact the Office of Human Research of George Washington University, at 

202.994.2715. If you have any questions or other concerns regarding your participation, 

please contact me: Sub-Investigator, Charlotte Barner at [phone #] or [email].  

 

10)  I’m Interested in participating, what’s next?  

 

First, if you meet the participation criteria listed in #1 above, please email me indicating 

your interest to move forward. Then, I will send you via email a Research Consent Form 

(participation and audio taping consent) and the two questionnaires described above. You 

will return the signed consents and completed questionnaires via email or fax. A fully-

signed consent in PDF format will be returned to you. Finally, the study‘s 15 participants 

will then be selected based on the criteria and results of questionnaire data in an effort to 

obtain a good demographic balance.  

 

Thank you for your consideration to participate.  

 

Charlotte P. Barner 

GWU Doctoral Candidate  

[#] – Cell  

[address] – Email  
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Research Consent Form  

Understanding the Role of Mindfulness 

In the Professional’s Experience of Being Recently Laid Off: 

An Interpretive Study 

 

Processes 

GWU Internal Review Board Number: 070948 

Principal Investigator: Dr. Mike Marquardt  ........................................................  [phone #] 

Sub-Investigator: Charlotte P. Barner  ..................................................................  [phone #] 

Sponsor: NONE 

________________________________________________________________________ 

1)  Introduction 

 

You are invited to participate in a study under the direction of Dr. Mike Marquardt of the 

Graduate School of Education and Human Development, Department of Executive 

Leadership Doctoral Program, George Washington University (GWU). Please read this 

consent form and ask any questions that will help you decide if you want to be in the 

study. Your participation in this study is completely voluntary.  

 

2)  Why is this study being done? 

 

You are being asked to participate in this study because you meet the following criteria:  

 

You are a professional at least 18 years old who recently has been informed of 

being laid off or recently has been laid off (recently means within last 30-45 

days). A layoff is involuntarily departure due to business factors such as 

downsizings or closures. You held a full-time salaried position with the same 

organization for equal to or greater than one (1) year and seek reemployment.  

 

The purpose of the study is to understand the professional‘s experiences of being laid off. 

The research will be conducted with participants from the Dallas, Texas area. 

 

A total of 10–15 individuals will be asked to participate in this study. 

 

3)  What is involved in this study? 

 

If you decide to participate in this study, you will experience the following activities. 

First, you will complete a background questionnaire and research questionnaire of 39 

questions about mindfulness—what you are observing (attending to, aware of) about 

yourself and your well-being. If selected to continue in the study you will be interviewed 

in person once for about 1.5 hours. This interview will be audio taped, and you will have 
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an opportunity to review your transcribed interview. The total amount of time you will be 

engaged with this study is approximately 3.5 hours.  

 

4)  What are the risks of participating in this study? 

 

There are no physical risks associated with participation in this study. One minimal risk, 

however, is the loss of confidentiality. Every precaution is taken to protect the 

confidentiality of your information; however this cannot be absolutely guaranteed. There 

is a possibility that some of the questions we ask may be uncomfortable to answer. You 

have the right to refuse to answer any question at any time. You may also stop 

participating in the study at any time.  

 

5)  Are there benefits to taking part in this study? 

 

There may not be any personal benefit to taking part in this study. The results of this 

study are expected to add to mindfulness theory, specifically in adults experiencing 

layoffs. The benefits to society may be a better understanding of the layoff experience 

and determining future support and resources for laid off professionals‘ well-being and 

reemployment.  

 

6)  What are my options? 

 

You do not have to participate in this research study. If you decide to participate, you can 

stop at any time. 

 

7)  Will I receive payment for being in this study? 

 

No. You will not receive any payment for being part of this study. 

 

8)  Can I withdraw from the study? 

 

Yes. Your participation is voluntary. You may decide to stop being part of the study at 

any time.  

 

9)  How will my privacy be protected? 

 

The investigators will make every effort to protect your privacy. There are three levels of 

data security employed to protect you. First, your identity in this study is anonymous. 

You are assigned a key numeric code that securely separates your personal identity from 

the information you provide. The key linking data to you will be destroyed when the 

study is complete. Any ―name‖ used in reporting will be fake.  

 

Second, paper files are stored in a locked cabinet in a secure office. Once data entry is 

completed, paper files are destroyed through a bonded corporate agency. Third, the Sub-

Investigator‘s computer and each file related to the study are protected with separate 

alphanumeric passwords. The audio recording of your interview will be digitally stored 
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under this security protocol until transcription is complete. Your audio recording is 

destroyed when the study is complete. The digital files will remain securely stored for a 

period of up to five years after the completion of the study. The computer files will then 

be securely destroyed.  

 

If the results of this study are reported at conferences or in academic journals, no research 

participants will be named or otherwise identified. In the event that representatives of 

regulatory agencies request permission to review the study‘s documentation, all 

identifying information will be removed from relevant parts of your records. All research 

study records will be kept confidential unless you specifically approve their release. Data 

of non-selected applicants will be destroyed immediately upon determination of final 15 

participants.  

 

10)  Problems or Questions 

 

If you have any further questions about your rights in this research study, you may 

contact the Office of Human Research of George Washington University, at number 

202.994.2715. If you have any other concerns regarding your participation, you can 

contact the Principal Investigator of this study, Dr. Michael Marquardt, [phone #]. 

Additional information regarding this study is available from the Sub-Investigator, 

Charlotte Barner at [phone #] and [email].  

 

11)  Documentation of Informed Consent  

 

If you agree to participate in this study, please sign below. 

 
After you sign this Consent form, the research team will provide you with fully signed PDF copy 

via email. Please keep it in case you want to read it again or call someone about the study.  

 

 

 

_____________________________________________________        _____________ 

Participant – Name Printed & Signature     Date 

 

 

_____________________________________________________       _____________ 

Person Obtaining Consent – Name Printed & Signature   Date 

 

 

_____________________________________________________     _____________ 

Principal Investigator – Signature       Date 
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Audio/Video Release Form 

 

I hereby authorize ________________________________ to use my audio recording in 

his/her project entitled, Understanding the Role of Mindfulness In the Professional’s 

Experience of Being Recently Laid Off: An Interpretive Study, in his/her presentation. I 

have indicated below the name I wish to appear with my voice. I understand that by 

signing this form, I am releasing all recordings to him/her for this expressed purpose.  I 

further certify that I am over the age of 18 years.  

 

Name (Print): ______________________________________ 

 

Signature: ______________________________________ 

 

Date:  ___________________ 

 

Please initial:   Audio only:   _________ 

   Video only:  _________ 

   Audio and video: _________ 

 

    

Name to be used with audio in presentation: 

 

(Please print clearly) ____________________________________________ 

 

Investigator‘s initials: ________ 
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Appendix B: Participant Questionnaires and Interview 

Demographics Questionnaire 

Instructions: Please complete the following 10 items.  

 

1. Name and Contact Information (please print)  

First/Last Name: _________________________________________________ 

Phone:  ________________________________________________________ 

Email:  ________________________________________________________ 

2. Please indicate Yes or No on the following four (4) statements:  

a. ___ Yes   ___ No:  My informed or actual layoff occurred within last 30-45 days.   

b. ___ Yes   ___ No:  My employment was equal to or greater than one (1) year with 

this same organization from which I have been laid off.  

c. ___ Yes   ___ No:  My employment status was a full-time, exempt employee.  

d. ___ Yes   ___ No:  I am seeking reemployment.  

3. Please list any prior experience(s) you have with mind-body practices, such as yoga, 

tai chi, meditation, Mindfulness-based stress reduction (MBSR):  

____________________________________________________________________ 

____________________________________________________________________ 

____________________________________________________________________ 

4. Prior experience(s) as research participant: ___ Yes or ___ No  

If Yes, please indicate year(s): _____________________  

5. Prior experience with a layoff(s): ___ Yes or ___ No  

If Yes, please indicate year(s): _____________________ 
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6. Job Category (please select one):  

 Executive/Sr. Level Official and 

Manager 

 First/Mid Level Manager  

 Professional  

 Technician  

 Sales Workers  

 Administrative Support  

 Laborer, Service/Craft Worker  

7. Education (please select one):   

 High school/GED  

 Associate degree  

 Bachelor degree 

 Master degree 

 Doctorate degree  

 None 

 

8. Age Group (please select one):  

 15-24  

 25-40  

 41-59  

 60-more  

9. Ethnicity (please select one):  

 Hispanic or Latino 

 White, not of Hispanic origin  

 Black, not of Hispanic origin  

 Asian or Pacific Islander  

 American Indian or Alaskan Native  

10. Gender (please select one):  

 Male  

 Female  

 

 

Thank you for completing the demographics questionnaire! 
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Five-Factor Mindfulness Questionnaire  

Instructions: Please rate each of the following 39 statements using the scale provided.  

Write the number in the blank that best describes your own opinion of what is generally 

true for you.  

1 = never or very  /   2 = rarely true rarely  /   3 = true sometimes 

4 = true often  /   5 = true very often or always true 
 

_____ 1.  When I‘m walking, I deliberately notice the sensations of my body moving.  

_____ 2.  I‘m good at finding words to describe my feelings.  

_____ 3.  I criticize myself for having irrational or inappropriate emotions.  

_____ 4.  I perceive my feelings and emotions without having to react to them.  

_____ 5.  When I do things, my mind wanders off and I‘m easily distracted.  

_____ 6.  When I take a shower or bath, I stay alert to the sensations of water on my 

body.  

_____ 7.  I can easily put my beliefs, opinions, and expectations into words.  

_____ 8.  I don‘t pay attention to what I‘m doing because I‘m daydreaming, worrying, or 

otherwise distracted.  

_____ 9.  I watch my feelings without getting lost in them.  

_____ 10. I tell myself I shouldn‘t be feeling the way I‘m feeling.  

_____ 11. I notice how foods and drinks affect my thoughts, bodily sensations, and 

emotions.  

_____ 12. It‘s hard for me to find the words to describe what I‘m thinking.  

_____ 13. I am easily distracted.  

_____ 14. I believe some of my thoughts are abnormal or bad and I shouldn‘t think that 

way.  

 

_____ 15. I pay attention to sensations, such as the wind in my hair or sun on my face.  
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_____ 16. I have trouble thinking of the right words to express how I feel about things  

_____ 17. I make judgments about whether my thoughts are good or bad.  

_____ 18. I find it difficult to stay focused on what‘s happening in the present.  

_____ 19. When I have distressing thoughts or images, I ―step back‖ and am aware of the 

thought or image without getting taken over by it.  

_____ 20. I pay attention to sounds, such as clocks ticking, birds chirping, or cars 

passing.  

_____ 21. In difficult situations, I can pause without immediately reacting.  

_____ 22. When I have a sensation in my body, it‘s difficult for me to describe it because 

I can‘t find the right words.  

_____ 23. It seems I am ―running on automatic‖ without much awareness of what I‘m 

doing.  

 _____24. When I have distressing thoughts or images, I feel calm soon after.  

_____ 25. I tell myself that I shouldn‘t be thinking the way I‘m thinking.  

_____ 26. I notice the smells and aromas of things.  

_____ 27. Even when I‘m feeling terribly upset, I can find a way to put it into words.  

_____ 28. I rush through activities without being really attentive to them.  

_____ 29. When I have distressing thoughts or images I am able just to notice them 

without reacting.  

_____ 30. I think some of my emotions are bad or inappropriate and I shouldn‘t feel 

them.  

 

 

_____ 31. I notice visual elements in art or nature, such as colors, shapes, textures, or 

patterns of light and shadow.  

_____ 32. My natural tendency is to put my experiences into words.  
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_____ 33. When I have distressing thoughts or images, I just notice them and let them go.  

_____ 34. I do jobs or tasks automatically without being aware of what I‘m doing.  

_____ 35. When I have distressing thoughts or images, I judge myself as good or bad, 

depending what the thought/image is about.  

_____ 36. I pay attention to how my emotions affect my thoughts and behavior.  

_____ 37. I can usually describe how I feel at the moment in considerable detail.  

_____ 38. I find myself doing things without paying attention.  

_____ 39. I disapprove of myself when I have irrational ideas. 

 

 

Thank you for completing the research questionnaire!  
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Interview Protocol  

Introduction 

Thank you, purpose, confidentiality (notes, transcript, database, dissertation and oral 

defense), you‘re a volunteer—can end participation at any time, about me and my 

research, interview format and time (1.5 hours) audio taped—this is conversation that is 

guided by general questions—take your time, there are no right or wrong answers.  

 

Opening questions – foundation setting  

To begin, would you please tell me a little about yourself?  

People experience a layoff in different ways; tell me how this experience is for you.  

[RQ order is 2, 3, 1]  

RQ2: What is the role of mindfulness in the recently laid off professional‘s sense of well-

being?  

How are you?  

 – Follow up: Relaxed, tense, both, neither? Tell me about that?  

 – Follow up: Emotional, flat? Tell me about that?  

 – Follow up: Is this new or the same as always?  

As these thoughts/feelings arise, then what?  

How does this influence you within this layoff experience?  

General Follow up: You just described _______, would you help me understand that?  

 

RQ3: What is the role of mindfulness in the recently laid off professional‘s search for 

reemployment?  

You mentioned you‘re looking for reemployment? Can tell me how that is going right 

now?  

 – Follow up: What do you think/feel about this?  

As you are thinking about this part of the experience, what thoughts and feelings are you 

aware of?  
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As these thoughts/feelings arise, then what?  

How are these _________ thoughts/feelings influencing your job search?  

General Follow up: You just described _______, would you help me understand that?  

 

RQ1: What is the role of mindfulness in the recently laid off professional‘s self-

perception?  

As you are thinking about this experience, what thoughts and feelings are you aware of?  

As these thoughts/feelings arise, then what?  

What are you thinking/noticing about yourself?  

 – Follow up: Is this new or the same as always? What‘s different or similar?  

How is this similarity or difference influencing you within this experience?  

General Follow up: You just described _______, would you help me understand that?  

 

What else would you like to share about this experience before we close?  

 

Close 

Thank you, next steps, transcript member-check, final copy …  
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