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1. Introduction

1.1. Stress at organisations: the relevance of tackling stress 

 The stress prevalence and cost in European countries has been highlighted by seve-
ral institutions and researchers (e.g., OSHA; Eurofound; Rigó et al., 2021). Hassard et al. 
(2018) presented a systematic review of the available evidence examining the cost of 
work-related stress (WRS) in Australia, Canada, Denmark, France, Sweden, Switzerland, 
the United Kingdom, and the EU-15. The findings reveal that the total estimated cost of 
WRS was observed to be considerable and ranged substantially from US$221.13 million to 
$187 billion. The cost of work-related stress within the EU-15 for 2014 was estimated to be 
EUR 26.47 billion.

 Moreover, productivity related losses were observed to proportionally contribute to 
the majority of the total cost of WRS (between 70 to 90%), with health care and medical 
costs constituting the remaining 10 to 30%. Improved productivity and a healthy workfor-
ce are good for the company economy and for society as a whole. Additionally, it has been 
also emphasized that stress prevention represents several benefits for companies (e.g., 
EU-OSHA, 2014; Wijnen, et al., 2020).

 Furthermore, the European Directives and National legislation inside EU covers 
stress assessment and prevention as a duty of Organisations revealing that there is also a 
legal framework on this topic (fulfilling the legal requirements). Finally, it is also a matter 
of ethics, as one of the most basic of universally accepted ethical principles is to “do no 
harm” to others. In the workplace, this means ensuring employees' health and prevent 
stress at work.
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1.2. Stress definition and characteristics 

 The classical stress definition based on the stimulus (stressor) or in the response 
(individual reaction) has been progressively replaced for transactional conceptions, in 
which stress is understood as a complex process of interaction between stressful situa-
tions and individual characteristics or resources to deal with it. Thus, we can assume that 
stress indicates a state of elevated activation of the autonomic nervous system with affec-
tive, cognitive and behavioural manifestations (Siegrist & Rodel, 2006) and that an indivi-
dual can feel this activation when s/he perceives their resources and capabilities as inade-
quate to handle the hassles and difficulties in environment (Leka, Griffiths & Cox, 2003). 

 Regarding the stress on working contexts, a consensual definition of work stress is 
presented in an official report from the European Commission, stating that it refers to the 
emotional, cognitive, behavioural, and physiological reaction to aversive and noxious 
aspects of work, work environments and work organisations. It is a state characterized by 
high levels of arousal and distress and often by feelings of not coping (Cox, Griffiths & Rial-
-González, 2000).
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1.3. Stress causes  

 Stress has been largely studied in the work psychology domain, namely exploring 
the main causes or stress factors that can be present in the working contexts, and also 
emphasizing the consequences for individuals and organisations (Nelson & Simmons, 
2003). Regarding the stressors, literature often refers to conflicting and ambiguous roles, 
work-life conflict, overwork, group pressures, time pressure, workload, poor relationship 
with leader, lack of social support, job insecurity, unhealthy work environments, risk expo-
sure, among others. According to a systematic review of work stress conducted by 
Burman and Goswami (2018) the major stressors most frequently cited on academic 
publications are: role ambiguity, job dissatisfaction, low performance, poor peer relations, 
unsound organisational policies and practices, weak physical environment, role conflict, 
workload (overload and underload), low income, long working hours, job insecurity, lack of 
opportunities to improve job skills and fewer opportunities of career growth. 

 The workplace actually provides numerous other sources of stress. Namely, the con-
flicts with managers, subordinates or colleagues, working shifts, distant place of work or 
very frequent travel, speed of change, dealing with new technology or technostress, 
highly competitive organisational climate, that can be aggravated by non-work factors 
that interact with job stress (Reuter & Schwarzer, 2012). Additionally, we should not forget 
the stressors that can emerge from the content of work and from the ergonomic design 
of the workplace, as the distribution of work, task changes, changes of machines or other 
devices, noise, dust, temperature, intensity and fatigue, or the use of uncomfortable per-
sonal protective equipment (Neboit & Vézina, 2002; Nekoranec & Kmošena, 2015). Also, 
different events can be stressful to different individuals, since the meaning of the event 
differs between people, and individuals have different resources available to deal or to 
cope with work demands.

 The Health and Safety Executive (HSE) proposes a model that covers six main areas 
of work design that should be managed in order to assure workers’ wellbeing: 1) Demands 
(includes workload, work patterns and work environment); 2) Control (relates to the 
degree of decision that people have over the way they work); 3) Support (includes encou-
ragement, sponsorship and resources provided by the organisation, line management 
and colleagues); 4) Relationships (includes promoting positive working to avoid conflict 
and dealing with unacceptable behaviour); 5) Role (assure that workers’ understand their 
role within the organisation and that these roles are clear and non-conflicting); and 6) 
Change (relates to the way changes are managed and communicated within the organi-
sation).
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2. Coping with stress through mindfulness and nature 

2.1. Definition of coping with stress and types of coping 

 The “coping” concept, along with the definition of the appraisal process, was intro-
duced by the stress transactional theory (Lazarus & Folkman, 1984). Appraising involves 
not only an evaluation of the demand and of what the demand requires from the indivi-
duals, but also an evaluation of their own resources and capacity to respond to it. Coping 
can be generally defined as a multifaceted response that involves diverse dimensions (so-
cial, environmental, material, personal, learned responses, competences, thoughts, and 
behaviours) that people use to manage the internal or external demands of situations 
that are appraised as stressful (Zhang et al., 2019).

 The diversity of ways individuals can respond to the stressful situations corresponds 
to the coping strategies that are put into action in order to regulate the internal activation. 
These strategies are specific conscious and unconscious coping responses, emotional, 
cognitive, or behavioural answers to stress (Stanislawski, 2019). Several types of coping 
have been proposed by different authors:

Classification based on the focus (Lazarus & Folkman, 1984): problem-focused 
(to tackle the problem, e.g.: accepting responsibility, seeking advice, planful 
problem solving, confronting the stressors) vs emotional-focused (to regulate 
the emotional response e.g.: seeking emotional support, positive reappraisal, 
self-controlling, distancing from).

Classification based on the timing of the events (Reuter & Schwarzer, 2012): 
reactive coping (effort to deal with a past or ongoing event) vs anticipatory 
coping (effort to deal with an imminent and inevitable event in the near 
future) vs preventive coping (effort to deal with a probable future event) vs 
proactive coping (effort to better deal with future and uncertain events in a 
far future).

Classification based on the consequences (Holton, Barry & Chaney, 2016): 
adaptive coping (reduces stress and promotes long-term benefits, e.g.: physi-
cal exercise, meditation, social support) vs maladaptive coping (associated 
with negative effects on physical and psychological health in the long-term 
e.g.: overeating, smoking, alcohol, drugs, and psychotropics’ consumption).

Classification based on the level of intervention (Reuter & Schwarzer, 2012): 
coping at the individual level (preparing workers to deal with stressful 
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situations and protecting them from possible consequences) vs coping at the 
level of the organisation (eliminating or minimising the risk factors, modifying 
demands and designing healthy working places, e.g.: redesigning physical 
settings in the workplace, flexible work schedules, improving workers partici-
pation, job redesign, ergonomic intervention, improving relationships at 
work).

 Despite the utility of these classifications, individuals in stressful situations always 
face, at the same time, solving the problem and regulating their emotions. The coping 
circumplex model (Stanislawski, 2019) defends that simple categorizations seem to be 
unsuitable to comprehend the complexity of the coping process. The model combines 
four dimensions: problem, emotions, efficiency, and preoccupation, giving room to eight 
different coping styles. It highlights that the same coping strategy can be appropriate or 
effective in a certain context or facing a certain stressor and ineffective in another context 
or to another person, or even to the same person in a different moment of his/her life.

Problem solving
P+

Figure 1. The coping circumplex model (source: Stanislawski, 2019)

Efficiency
P+ E+

Positive 
emotional coping

 E+

Hedonic disengagement
 P- E+

Problem avoidance
 P- 

Helplessness
P- E-

Negative
emotional coping

E-

Preoccupation
with the problem 

P+ E-
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2.2. Mindfulness and stress management 
2.2.1. Mindfulness definition and its (main and secondary) mechanisms 

 Mindfulness is defined as "a process of openly attending, with awareness, to one’s 
present moment experience" (Creswell, 2017, p. 493). Several definitions have been given 
of mindfulness but all of them share two characteristics: firstly, mindfulness focuses on 
the awareness in individual's present experience, in terms of external and internal presen-
t-moment states (e.g. sounds, body sensations, thoughts, emotional reactions, etc.), 
which is also called “watchfulness” (Bodhi, 2011, p. 21). Secondly, mindfulness involves 
adopting an open attitude toward one's experience (Creswell, 2017; Sutcliffe et al., 2016). 
Mindfulness refers to both the state of mind, which can be considered a dispositional trait 
according to the frequency people experienced it (Glomb et al., 2011); and the practices 
(e.g., intervention programs) to foster it (Lomas et al., 2019). 

 Research on mindfulness showed that it has a positive impact on people, increasing 
their wellbeing, working memory or problem-solving capacity, and improving the rela-
tionship functioning (Creswell, 2017). Moreover, studies in the organisational setting 
showed that it increases job performance, citizenship behaviours, creativity, performance 
in negotiations, interpersonal relationships, and job satisfaction (e.g., Dane & Brummel, 
2014; Mesmer-Magnus et al., 2017; Reb et al., 2015; Sutcliffe et al., 2016).

 Such positive outcomes are promoted by the mechanisms that lie behind mindful-
ness practices. Decoupling the self from the events, thoughts and emotions (DETE); 
decreasing the use of automatic mental processes (DAMP); and being aware of physiolo-
gical regulation (APR) are the three main mechanisms identified (Glomb et al., 2011). They 
are detailed in the table 1:

Table 1. Mindfulness main mechanisms

Decoupling the self from 
the events, thoughts and 

emotions (DETE)

Decreasing the use of 
automatic mental 
processes (DAMP)

Being aware of 
physiological regulation 

(APR)

Mindfulness helps people take distance from a potential threatening 
present experience, emotion or cognition. This allows reducing the 
threat associated with present experience. 

Mindfulness reduces the automaticity of mental processes, fostering 
people’s perceptions of the present moment, in terms of awareness, 
control and intent. Thus, people's responses are not guided by auto-
matic patterns stored in their mind.

In a stressful situation, mindfulness promotes people's body respon-
ses awareness, allowing physiological regulation and moderating 
stress responses.
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 Moreover, Glomb and colleagues (2011) proposed seven additional secondary pro-
cesses that, fostered by, and together with the three core processes, lead to self-regula-
tion. Table 2 describes such secondary processes, as well as, how main processes interve-
ne.  

Table 2. Secondary processes (Glomb et al., 2011)

Secondary processes Mindfulness allows How main processes work

Rumination To reduce the passive focus on 
symptoms, causes and 
consequences of distress.

Although people are aware of 
their thoughts and emotions 
in a stressful situation, DETE 
and DAMP allows them not to 
judge such thoughts and 
feelings as positive or negati-
ve, and to limit the automatic 
responses. 

Empathy To understand and be aware 
of other people's feelings, 
experiences, and thoughts. 

APR promotes empathy by 
helping people to feel what 
the other person is experien-
cing. DETE allows people to 
understand their own emo-
tions, which also helps to 
understand and tolerate 
others' emotions.

Response flexibility To pause before taking verbal 
or physical action.

APR allows assessing the envi-
ronment before giving a fight-
-or-flight response. Options 
available are evaluated and 
chosen. DETE and DAMP also 
intervene by helping people 
to recognize that emotions 
and thoughts might not be in 
line with reality and that they 
do not require an immediate 
response.  

Affective regulation To reduce negative emotions 
and foster and maintain posi-
tive ones. 

AMP allows people to enhan-
ce the experience of positive 
emotions. DETE helps people 
to observe their own negative 
emotions without judging or 
labelling them, which in turn 
modify their response to 
them. 
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Self-determination and 
persistence

To better understand indivi-
dual’ own goals and values 
and to behave accordingly to 
them. People act persistently 
to reach them, even if challen-
ges have to be faced. 

DETE helps people to reflect 
about and recognize what 
they value. DETE together 
with DAMP promote the 
recognition of the best action 
to reach individual's goals and 
values, reducing the percep-
tion of obstacles to face.

Working memory To improve the cognitive 
system that allows keeping in 
mind a limited amount of 
information during a limited 
period of time.

APR allows people to regulate 
their physiological activation 
and responses to stressful 
events. In doing so, it reduces 
the production of stress 
hormone (e.g., cortisol), 
improving the functioning of 
working memory.

Accuracy in affective 
forecasting

NOTE: 
DETE - Decoupling the self from the events, thoughts, and emotions
DAMP - Decreasing the use of automatic mental processes
APR - Awareness of physiological regulation

To improve the ability to fore-
cast emotional responses to 
future events.

DETE and DAMP help people 
to forecast how they will feel 
after an event, reducing the 
overestimation of positive or 
negative future feelings. This 
happens because people see 
emotions as separated from 
the self and can value and 
react better to them. 
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2.2.2. How the explanatory mechanisms of mindfulness help to cope with stress  

 Mindfulness improves physical and psychological health, generates positive affecti-
ve and cognitive outcomes, and improves interpersonal relationships (Alberts & Hülshe-
ger, 2015; Good et al., 2016). Previous studies about mindfulness at work demonstrated 
that it might be considered a protective factor against stress, frustration, emotional 
exhaustion, cynicism, anxiety, depression, and burnout (Hülsheger et al., 2013, 2014; Lomas 
et al., 2019; Mesmer-Magnus et al., 2017; Schultz et al., 2015). In fact, mindfulness improves 
the management of chronic pain (e.g., reducing pain symptoms) and the quality of life of 
individuals with stress-related conditions. At a psychological level, mindfulness reduces 
the risk of depression relapse and has positive effects on people who currently experience 
anxiety and depression (Strauss et al., 2014). This is possible because mindfulness fosters 
an open and non-judgmental awareness of emotions, thoughts and body experiences 
present during anxiety and depressive episodes. Focusing on these experiences allows 
people to reduce self-judgment and rumination which characterize such episodes (Polus-
ny et al., 2015; Strauss et al., 2014). 

 Mindfulness also trains the skills to adopt an open attitude toward experience, 
which might affect positively emotional regulation and affective outcomes (Creswell, 
2017), reducing negative affect and rumination and fostering a positive state of mind (Jain 
et al., 2007). Finally, mindfulness has also a positive effect on interpersonal outcomes 
(Creswell, 2007). In fact, the emotional regulation fostered by mindfulness might benefit 
relationship functioning and help in dealing with stressors that might be unrelated and 
spillover to the interpersonal relationship considered at that moment (Karremans et al., 
2017). 
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2.3. The role of nature in coping with stress 
2.3.1. How nature helps to recover from and cope with stress 

 Stress management programs at workplaces typically focus on psychosocial factors 
and do not address the growing body of research on workspace's environmental psycho-
logy (Korpela et al., 2017; Van der Klink et al., 2001). However, studies show that the office 
design influences employees' stress-level, productivity, and wellbeing (Kang et al., 2017; 
Varjo et al., 2015). Natural environments protect people against the impact of environmen-
tal stressors and elicit greater calming responses and a general reduction of physiological 
symptoms of stress (for a review see Kondo et al., 2018). Moreover, exposure to natural 
scenes moderates the negative effects of stress, reducing the negative mood state and, at 
the same time, enhancing positive emotions (for a review see McMahan & Estes, 2015) and 
the recovery of cognitive performance (for a review see Ohly et al., 2016) more than urban 
environments do. Literature has shown that independently from the type of exposure 
(plants, poster, slides, video, virtual reality settings or views of natural environments/sti-
muli), people experience a general reduction of symptoms related to psycho-physiologi-
cal stress (Berto, 2014; Menardo et al., 2019). Exposure to nature is a coping strategy that 
positively affects both arousal/activation level and cognitive overload. 

 The restoration of cognitive and emotional resources might appear after even very 
brief contact with nature, the so-called micro-restorative experiences, particularly when 
stress levels are constant, but not too high (Kaplan, 2001). Micro-restorative experiences 
include glancing out a window, at a nature image on the wall, at an indoor plant, or similar 
experiences. Nature not only has direct effects on stress recovery and mental fatigue res-
toration, but it may also have indirect effects by serving as a buffer against the health 
impacts of stressful events (Berto, 2014; Hofmann et al., 2018).
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2.3.2 How nature helps to restore resources in order to carry out mindful-based 
practices 

 When people are exposed to the natural environment, they can feel mindfulness-li-
ke states (Lymeus et al., 2017). Experiences in nature can support meditative states throu-
gh soft fascination and being away (two of the nature qualities that help people to recover 
from stress) (Kaplan, 2001). The approach to mindfulness training that draws on restorati-
ve qualities in natural environments could support beginners with stress or concentration 
problems in effortless meditation. When mindfulness practice requires attentional effort, 
for example, in beginner practitioners, exposure to natural environments could support 
effortless mindfulness-like states. Then, directing the practice towards nature scenes 
could offset that effort (Lymeus et al., 2018). 

 The field of nature-based mindfulness is at the beginning and is not yet defined. 
However, research including both mindfulness and nature is a growing field. A recent sys-
tematic review (Djernis et al., 2019) synthesizes the results. In all studies, except one, mind-
fulness in natural environment enhanced positive emotions or decrease negative ones 
and its effect was superior to that of control groups (mindfulness without nature).
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2.4. Coping with work-related stress through Mindfulness in Nature-Based 
Practices: a hypothetical model 

 In the previous paragraphs we described how Mindfulness-Based Practices (MBP) 
on one side and nature on the other side can help in coping with stressful situations at 
work. MBP are designed to train individuals to promote mindfulness and integrate its 
practice into daily life. Mindfulness, in turn, through the mechanisms that lie behind it, 
and enhancing the described secondary processes, can affect resources and demands at 
work, concerning the six main areas of work design: Demand, Control, Support, Rela-
tionship, Role, and Change.

 Nature acts in two different ways: on the one hand, nature directly affects stress and 
mental fatigue, which have a role in coping with demands and in increasing resources 
concerning the six areas of work design. On the other hand, nature can boost the effect of 
MBP in fostering mindfulness, and consequently can improve all the positive effects of 
mindfulness already described. Figure 2 summarizes these mechanisms: managerial 
practices could influence stress concerning the six areas of work design directly and indi-
rectly by promoting the presence of natural elements in the workplace and the possibility 
to practice mindfulness at work.

Figure 2. How does MinNBP work for the mitigation of work-related stress?

MANAGERIAL PRACTICES

Mindulness Based 
Practices

MINDFULNESS
main mechanisms

NATURE

MINDFULNESS
secondary mechanisms

WORK-RELATED
STRESS

concerning the SIX AREA 
OF WORK DESIGN 
1. Demand
2. Control
3. Support
4. Relationship
5. Role
6. Change
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3. Mindfulness in nature-based practices to achieve the standards

3.1. Stress management standards main areas and objectives in MindLiven 

 Considering the state of the art and available knowledge and the main stress mana-
gement areas identified by the HSE, we summarize below the objectives and the role of 
the mindfulness and nature Management for stress management.

Table 3. Rational Proposal (summary of the relevant roles of mindful and nature for the 
managing the 6 stressors and identification of objectives for the practices)

Areas
(are of work design that, 
if not properly managed, 
are associated with poor 
health and wellbeing, 
lower productivity and 
increased sickness 
absence)

Demands
(Includes issues such as 
workload, work patterns 
and the work environ-
ment)

Control
(How much say do the 
people have over the 
way they work?)

Stress Management 
General Objective

Mindfulness role
Nature role: The 

role of the physical 
environment and 

nature

Mindfulness 
in Nature 
Objective

Employees are able to cope 
with the work demands.

Mindfulness allows individuals 
to decouple themselves from 
the events, thoughts and 
emotions, reducing the 
threatening potential of work 
demands and the possibly 
emotional reactivity to it. This is 
enhanced by the buffering 
effect on the stress responses.
It disrupts automatic thought 
processes and increases greater 
response flexibility, therefore 
allowing for better problem 
solving and decision making 
involved in demanding and/or 
new situations. 

Mindfulness promotes working 
memory, self-determination 
and persistence, relevant for 
dealing with diverse demands. 
When facing competing 
demands, mindfulness promo-
tes attentional control and 
efficiency.

Exposure to nature allows for 
the support of cognitive 
performance and for 
restoring from mental 
fatigue, enhancing mental 
resources, and helping in 
coping with highly deman-
ding situations.

Exposure to nature can 
reduce the negative mood 
state and enhance positive 
emotions, which in turn help 
in coping with the stressful 
situations connected with 
high demands.

Employees have access 
to and use nature 
elements that boost 
the effect of the 
mindfulness on 
working memory, 
se l f-determinat ion, 
and persistence, 
relevant for dealing 
with diverse demands.

Employees are able to control 
the way they develop their 
work.

The improvement of the aware-
ness of physiological reactions, 
and the capacity to faster 
return to a baseline following 
an emotional peak fosters a 
greater ability to focus on the 
task, without being caught up 
on emotional spirals or cogniti-
ve rumination.

Present-moment awareness 
channels attention away from 
distractions.
The enhancement of cognitive 
capacity is linked with higher 
creativity and better problem-
-solving skills, important for 
crafting how they work effecti-
vely.

Exposure to nature contribu-
tes to mental fatigue restau-
ration, with positive impacts 
on attention, increasing 
resources for controlling the 
way they develop their work.

Employees have access 
to and use nature 
elements to reduce 
cognitive fatigue and 
restore focus, in order 
to control the way they 
develop their work.
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Support
(Includes encourage-
ment, sponsorship and 
resources provided by 
the organisation, line 
management and 
colleagues.)

Relationships
(Includes promoting 
positive working to avoid 
conflict and dealing with 
unacceptable 
behaviour.)

Role
(Do people understand 
their role within the 
organisation and does 
the organisation ensure 
roles are not conflicting?)

Change
(How is organisational 
change (large and small) 
managed and communi-
cated?

Employees receive adequate 
support to do their work.

By fostering adaptive capacity 
and the adoption of new 
perspectives, together with 
empathy, mindfulness can 
contribute to healthier exchan-
ges between individuals, and to 
an increase in backup 
behaviours.

Higher empathy, awareness 
and intent in information 
processing promotes the 
recognition of needs in others.

Exposure to nature induces 
calming responses and 
positive emotional states, 
improving (or with benefits 
for) interpersonal 
relationships and support, 
which in turn increase self 
and social awareness, 
leading individuals to be 
more able in recognizing 
their difficulties, in asking for 
support and in being aware 
of colleagues’ difficulties.

Employees develop 
increased empathy 
and awareness to 
others’ needs, promo-
ting receiving and 
providing support, by 
contacting with 
natural environments 
available as part of a 
mindfulness practice.

Employees experience a 
positive work environment and 
do not experience unacceptab-
le behaviour.

Mindfulness promotes greater 
empathy and affective regula-
tion, and reduces negative 
emotional valence, contribu-
ting therefore to positive 
interpersonal relationships. This 
is also enhanced by the 
reduction of automatic mental 
processes, which results in 
increases intent when interac-
ting with others. 

Behaviourally, it enhances the 
capacity to react more adapti-
vely, and less impulsively, hence 
contributing to reduce disrupti-
ve conflicts, together with a 
greater accuracy in emotional 
forecasting.

Exposure to nature reduces 
negative mood states, and 
increases greater calming 
responses, which in turn 
increase social awareness, so 
that individuals can relate 
with others in a more asserti-
ve way, and positively solve 
conflicts.

Employees have access 
to and use nature 
elements available to 
manage their emotio-
nal reactions effectively 
and develop positive 
i n t e r p e r s o n a l 
relationships by as 
mindfulness practiced 
in nature.

Employees clearly understand 
their role within their organisa-
tion and/or team, and how it 
relates to other members’ roles.

Present moment awareness, 
attentional control and better 
working memory contribute to 
cleared perceptions of one’s 
role. Plus, cognitive flexibility 
can contribute to the systemic 
perception of how one’s role 
impacts and is influenced by 
others.

Exposure to nature helps 
restore cognitive performan-
ce, helping to clarify individu-
al´s role and self-awareness 
and self-management skills, 
which in turn help in 
clarifying individuals’ role 
and responsibilities in a more 
comprehensive way.

Contact with nature 
foster cognitive perfor-
mance boosting the 
effect of the mindful-
ness on awareness, 
cognitive flexibility, and 
s e l f - m a n a g e m e n t 
skills, which in turn 
contribute to the 
perception of their own 
role within the organi-
sation.

Employees adjust effectively to 
change, developing new 
response patterns. 
Management communicates 
and explains changes.

The impact on the stress 
response, reducing its intensity 
and duration, contributes to the 
adjustment to new situations 
and to the effective manage-
ment of anxiety derived from 
(real or anticipated) change.
Furthermore, by decreasing the 
use of automatic mental 
processes, mindfulness promo-
tes the unbinding of cognitive 
schemas and broader possibili-
ties for thinking and acting, 
without being lodged in past 
schemas. Mindful people better 
adapt to new environments, 
adopting new responses.
Higher empathy, awareness 
and intent in information 
processing promotes the 
recognition of needs in others, 
therefore facilitating the 
upward and downward 
communication about change.

Exposure to nature has a 
calming effect, helping to 
reduce psycho-physiological 
activation during stress 
responses, protecting 
individuals against the 
impact of environmental 
stressors provoked by 
changes and at the same 
time can increase social 
awareness and responsible 
decision-making to better 
face changes.

Employees have access 
to and use natural 
environments as a 
mindfulness tool to 
adjust effectively to 
change, reducing 
stress and promoting 
new response patterns.
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3.2. Management and individual practices to achieve the standards 

 For an adequate stress management managers and employers should develop 
several actions to deal with the demands and work characteristics that contribute to 
stress and if not managed will contribute to a decrease in performance and health pro-
blems.

Table 4. Rational Proposal (considering each area and objective identified in 3.1 we 
present here a list of suggested actions for management)

Areas

Demands

Control

Management general 
actions (MGA)

Management actions to 
facilitate mindfulness 

(MAM)

Management actions 
to foster the use 

of nature 
(MAN)

Review the workers workload 
and “load” distribution.

Allow regular breaks, which help 
employees to disconnect from 
work.

Help people to prioritise their 
multiple requests.

Provide training (formal or 
informal) to help coping with 
stressors.

Provide specific training to 
workers in order to help them to 
cope with work demands (e.g. 
time management).

Coordinate the work of remote 
and office employees.

Assure that people's skills and 
competencies are adequate for 
the tasks and activities they will 
perform. 

Involve workers in assessing 
their workload; Promote partici-
pation in the decisions about 
workload distribution.

Managers promote “uninterrupted 
time” (specific hours where 
employees can work without 
dealing with interruptions).

Managers promote the inclusion 
of shorter and longer breaks 
following work periods (e.g. 
15-minute break following a streak 
of 90min work).

Managers suggest the use of time 
management apps (e.g. Tomato-
clock) that remind employees to 
take regular short breaks.

Managers provide the necessary 
physical environment conditions 
for employees to take breaks.

Managers previously define the 
time (start and end) and content of 
meetings.

Managers create specific 
resting spaces, within the 
organisation’s building, with 
decorative natural elements.

Managers invest on wooden 
furniture over plastic or metal.

Managers allow employees to 
have breaks in spaces with 
nature.

Nature “Apps” are available for 
workers to use (e.g., nature 
sounds and images).

Where possible, give opportuni-
ty to employees to have control 
over their pace of work. 

Encourage employees to use 
their skills and initiative to do 
their work. 

Encourage employees to 
develop their skills and give 
support. 

Give the autonomy for employe-
es to have a say over when 
breaks can be taken.

Managers allow employees to have 
a say about the timing and 
recurrence of their breaks.

Managers provide employees with 
discretion on how to organize their 
workspace, including the acquisi-
tion of noise cancelling devices, 
adequate lights, etc.

Managers allow employees a say in 
managing work-related notifica-
tions pop ups.

Managers allow and promote 
the individual inclusion of 
nature elements (e.g. plants, 
stones, etc.) on employees’ 
working space.

Managers allow employees 
discretion over what to plant 
and how to tend to plants in 
available plots.
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Support

Relantionship

Assure that policies and 
procedures adequately support 
employees.

Managers and supervisors give 
support to their staff.

Prepare employees to support 
their colleagues. 

Give clear information about 
work/organisational supports 
available for employees.

Assure that employees know 
how to access the required 
resources to do their job. 

Prepare supervisors to give 
regular and constructive 
feedback.

Regular monitor if workers have 
the needed support.

Managers promote regular 
moments of exchange between 
employees, to discuss needs and 
solutions.

Managers facilitate the discussion 
of mindfulness-related needs with 
their employees (space, time, 
physical environment).

Managers promote the use of 
mindfulness practice tools in the 
workplace (e.g. apps, etc.).

Managers promote positive 
attitudes towards mindfulness 
practices. 

Managers provide timely feed-
back.

Managers suggest and facilita-
te the creation of small flower 
beds/vegetable garden within 
company’s space.

Managers provide external 
resources to install and care for 
natural elements in the 
company, such as flowers or 
fountains.

Assure that there is a climate 
that promotes positive 
behaviours at work.

Have transparent rules and 
procedures to ensure fairness.

Incentive employees to share 
information relevant to their 
work.

Have policies and procedures to 
prevent or resolve unacceptable 
behaviour. 

Be clear and consistent when 
dealing with unacceptable 
behaviour.

Have systems in place to enable 
and encourage employees to 
report unacceptable behaviour. 

Have a participation system to 
hear from workers about the 
organisational and the social 
environment. 

Managers promote social norms 
that support the individual 
practice of mindfulness

Managers work towards normali-
zing the talking about stress 
management practices/mindful-
ness.

Manages preemptively address 
discrimination towards the 
practice of mindfulness.

Managers promote social 
gatherings outdoors.

Managers encourage collecti-
ve ownership of small flower 
beds/vegetable garden within 
company’s space.

Managers opt for teambuil-
ding activities within nature. 

Role Assure that employees unders-
tand their role and responsibili-
ties.

Prepare supervisors for doing an 
adequate work distribution and 
avoid giving incompatible tasks 
or activities to employees. 

Provide information to enable 
employees to understand their 
role and responsibilities.

Managers advocate for reflexivity 
towards their own role.

Managers highlight the importan-
ce of better knowing individual 
role and goals to behave accordin-
gly to them.

Managers promote employees’ 
persistence to rightly define their 
roles.  

Managers promote reflexivity 
moments to foster employees’ 
roles awareness in natural 
contexts (outside the company 
or in the resting spaces 
specially provided with natural 
elements).

Formal exercises
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Change Assure that the organisation 
provides employees with timely 
information to enable them to 
understand the reasons for 
proposed changes. 

Ensure adequate employee 
consultation when changes are 
previewed and provide opportu-
nities for employees to influence 
proposals. 

Give adequate information to 
employees about the probable 
impact of any changes to their 
jobs. 

If necessary, give training to 
support any changes in their 
jobs. 

Give information to employees 
about the timetables for 
changes. 

Managers explicitly acknowledge 
the unsettling effect of change on 
employees.

Managers provide official 
moments to discuss and analyse 
change and change consequen-
ces.

Managers choose to commu-
nicate change in events held 
outdoors.

Managers organize kick-off 
meetings or inaugurations 
close to nature rather than in 
inside.

During large change periods, 
managers reinforce employe-
es’ participation in social 
gatherings close to nature.

 Besides the actions we suggest in the table presented before, we also suggest the 
following actions to facilitate mindfulness in nature practices:

 The management actions are critical to develop a healthy workplace and to contri-
bute for a context that facilitates the individual actions to practice mindfulness and the 
use of nature.  Below, we present some actions that can be taken by all employees. 

Management actions to facilitate mindfulness in nature practices

Facilitate mindfulness practices in a specific place. Create a room for people to practice mindful-
ness with natural elements to recreate conditions that occur in nature, e.g. with open view on natu-
ral landscape, water, natural sounds, essential oils, natural materials, light that changes over time.

Facilitate mindfulness practices outdoors. Take work outdoors: organize outdoor natural workspa-
ces whenever possible.

Facilitate mindfulness practices without moving from workstation. Put indoor natural elements 
where they can be easily seen by the employees from their workstation.

Individual actions to practice and use mindfulness skills 
(IAM)

Formal exercises
The employee, after receiving training, tries 
to practice the following exercises (at home 
and, when possible, at work):

Body scan: employee focuses his/her 
attention on posture and breathing. After 
that, the attention is focused on different 
parts of the body. 

Informal exercises and actions
The employee tries to be aware of routine 
activities, instead of realizing them automati-
cally (e.g. avoiding thinking on work while 
having a shower).

The employee realizes three-minute brea-
thing space when arrives at the office and 
when s/he has to transit from one task to 
another.
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Informal exercises and actions

When distraction occurs, the employee is 
instructed to refocus on his/her body. 
Distracting thoughts are accepted and 
recognized, instead of being a source of 
frustration.  

Sitting meditation exercises. After focu-
sing briefly on the posture, the employee 
is called to pay attention to the physical 
sensations related to the breath. 

Three-minute breathing space. This 
exercise disrupts automatic patterns in 
three steps. The first one involves asking 
to oneself "Where am I?", "How am I?", 
"What am I thinking?". The second step 
involves focusing on the breath. The third 
step focuses on paying attention to the 
body as a whole. 

The employee realizes recurrent three-mi-
nutes breathing space (e.g. one per hour).

The employee focuses on a single task, 
adopting a single focus of attention and 
avoiding multiple tasks.

During the interaction with other actors, 
employee's attention is focused on the con-
versation, avoiding multi-tasking.

Through body scan, the employee is aware 
of his/her own body sensations, letting 
him/her to detect early physical complaints 
due to monotonous tasks, work posture, 
etc.

When failures happen at work, the 
employee tries to disrupt automatic patter-
ns which produces negative responses and 
thoughts.

When coping with negative emotional 
states (e.g. after a negative customer 
encounter), the employee carries out the 
three-minute breathing space to regulate 
his/her emotions and responses.

When negative emotions arise at work, the 
employee carries out the body scan and the 
three-minute breathing space to recognize 
physical responses to such emotions (e.g. 
tension).

When coping with stressful situations, the 
employee carries out the three-minute 
breathing space, to disrupt automatic 
response to stressors.

The employee carries out brief sitting medi-
tation exercises, in order to disengage the 
negative thoughts and appraisal of a stress-
ful situation from what is really happening.

When employee's attention is captured by 
multiple tasks or falls in mind wandering, 
s/he carries out the three-minute breathing 
space to refocus the attention on the main 
task.
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Individual actions to use nature 
(IAN)

Little breaks with nature: the employee takes little breaks (e.g. 5 minutes every hour) to look at 
natural elements in the workplace (e.g.  indoor plants, outdoor nature, or visual representations of 
nature).

Little walk in nature: employee use the break-time to have a short walk in a natural environment 
(e.g. outdoor nature, if available, or a terrace with plants, or towards a window with nature view)

Personalizing personal workplace with nature: the employee can decide the presence of natural 
elements in his/her workplace. 

Natural light, or light control: The employee can control his/her light source in the work environ-
ment.

Natural elements in the workplace: The employee can use natural sounds and essential oils in his 
/her workplace.
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4. The approach for the intervention   

4.1. Standards for the assessment, mitigation, and management of work-related 
stress risk factors 

4.2. Steps for applying the standards approach
4.2.1. Prepare the organisation 
4.2.1.1. Prepare the organisation and top management  

 The management standard approach is an organisational, preventative process for 
managing the risks of work-related stress. We can distinguish three main steps of this pro-
cess: getting started, comprehensive risk assessment, and embedding the approach. 
Below a brief description of the activities for each step of the approach is illustrated.

Gaining senior management commitment and understanding the 
organisational drivers: 

Staff are more likely to be involved if they see that their senior managers are 
committed to managing the causes of work-related stress and fostering min-
dfulness practices and nature at work to tackle stress symptoms on workers. 

However, if the senior managers are reluctant in getting on board, business 
case which highlights the costs of work-related stress (direct and indirect) 
and the benefit resulting from the introduction of mindfulness practices and 
nature at work, should be prepared to convince them to get on board. 

The setting up of steering groups: 

Set up a group to oversee the stress risk assessment process according to the 
size and type of the company. As part of the steering group there could be the 
senior management, employee group representative, trade union represen-
tative, health & safety manager, human resources´ director, a representative 
from occupation health and from the line management. The steering group 
should also include experts in mindfulness and nature at work or offering trai-
ning to its members. 

However, the actual membership is dependent on how the organisation is 
structured. All employee groups should be involved in the process. By doing 
this, we expect to increase the probability that the project will deliver real 
improvements and lead to a culture change within the organisation. 
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The key activities implemented by these steering groups are: 
 Project naming;
 Project management;
 Planning and allocating resources;
 Marketing/communications;
 Monitoring progress;
 Approving action plans;
 Generating and approving management reports. 

        4.2.1.2. Prepare middle management and supervisors  

Promote sensibilization/training actions for managers (everyone that have 
responsibility to others inside the organisation), to improve knowledge about 
stress causes and preventive strategies in the workplace and awareness 
about their own role in the process.

Middle managers and supervisors should also be sensitive to mindfulness 
and nature-based practices and be aware of their role as facilitators of the use 
of these practices at the workplace.

        4.2.1.3. Prepare workers (individual level) 

Create awareness:  
Communicate about stress prevalence, causes, consequences, and preven-
tion strategies.

About the benefits of practicing mindfulness and introducing natural ele-
ments in the work environment. 

Promote workers involvement and participation in the project: 
Workers commitment and active participation should be promoted starting 
since the beginning of the project.

Priority for Action 1- Awareness raising: 
Involving top management, intermediate management and workers 
(reinforce that we cannot stay only at the level of workers, there has to 
be a top-down commitment).
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4.2.2. Identify work-related stress causes [risk evaluation at organisational level, increa-
se knowledge about what is work-related stress and its causes at individual level] 

4.2.2.1. Identify risk factors 

Risk Assessment:  

Existing data sources such as sickness absence data, productivity data, staff turno-
ver and performance appraisal, can be used to help identify, in broad terms, whe-
ther work-related stress is a potential problem.

In small-sized companies a qualitative approach is recommended. In medium 
and big-sized, as a complement, a quantitative approach should be conducted 
as well. This will provide a better general sense of what is happening in the 
workplace.

In this assessment it is critical to give special attention to the different realities that 
coexist inside the same organisation. This means that the global portrait may not 
be a faithful portrait of different groups: groups of people with different characte-
ristics (gender, age, seniority, health status, family situation...) or groups of people 
with different characteristics associated with the organisational context (different 
hierarchical levels, departments professional activities, heads vs subordinates, ...). 
Different groups also generally have different perspectives on stress, because they 
experience different working conditions, have different levels of autonomy and 
different resources and it is important that the company realizes that it does not 
arrive to make a general diagnosis using only averages to describe the situation, it 
is important to look for differences between departments, between groups, etc... 
to establish their specific standards accordingly.

Regarding the methodology of risk assessment, the most important is not the 
intrinsic quality of the chosen technique but if the technique is appropriate and 
suitable for the objectives and characteristics of the organisation: size, type of acti-
vity, work organisation, task specific requirements, previous knowledge about 
stress issues, level of awareness of the top management, diagnosis or intervention 
objectives (e.g. in a construction company with workers physically working outdo-
ors on shipyards, an online questionnaire may not be a good solution; contrastin-
gly, in a very big company with their workers spread all over the world on remote 
working, a face-to-face focus group may not be easy to perform).
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For the qualitative assessment, organisations can use several techniques that can be 
adopted in the context of a singular organisational project about stress; or that can be 
integrated on the internal already existing practices. Organisations can use:

   direct observation to assess risk factors at the workplace (e.g., integrated on the 
regular risk assessment procedures) or to assess the presence of nature elements in the 
workplaces; 

    individual interviews with workers and supervisors (e.g. integrated on regular con-
sultation of occupation health) about potential stressors, excessive demands, difficulties 
and strategies to cope, stress symptoms); 

   collective techniques as holding regular team meetings, have informal talks to 
staff, have talking toolkits, conduct ´Toolbox talks´ and Focus Groups, either to assess 
work-related stress or nature elements in the workplace or mindfulness practices. 

Regarding the regular team meetings, these could provide an opportunity for team 
members to identify and share different perspectives on some issues prone to be poten-
tial sources of undue pressure. Additionally, the emphasis given to work-related stress 
could point that this phenomenon must be part of everyday good management practi-
ces. As for the second- the informal talks to staff- these can happen in regular team mee-
tings or in the form of ´walk-through´ or ´talk-through´. These talks are particularly 
important in trying to find patterns of emotional states among employees (whether they 
are continuously unhappy or not performing well) and to assess whether there are any 
obvious aspects of the job (how the work is done, the pace of work, or working conditions, 
amongst others) which may cause problems. Concerning the talking kits, these are tools 
that provide a structure for conducting talks between managers and staffs and that are 
particularly preponderant for smaller organisations. 

The HSE (Health and Safety Executive), for instance, has one talking tool developed. More 
information about HSE can be found at the website (https://www.hse.gov.uk/stress/s-
tandards/step3/index.htm), and also more specific and practical  information about 
how to organise and conduct focus groups, how to facilitate the process and type of 
questions to use (https://www.hse.gov.uk/stress/assets/docs/focusgroups.pdf). 

Other ways to obtain information regarding groups can be also from ´Toolbox talks´ (by 
exploring sources of potential stressful situations through routine practical talks when 
work is planned) or from focus groups sessions (explore common issues about stress, 
mindfulness and nature, across groups with shared interests). 



26

Assure that employees unders-
tand their role and responsibili-
ties.

Prepare supervisors for doing an 
adequate work distribution and 
avoid giving incompatible tasks 
or activities to employees. 

Provide information to enable 
employees to understand their 
role and responsibilities.

For a quantitative assessment, an indicator tool/survey tapping stressors would be a 
good option in trying to have an integrated idea of priority areas that may need further 
discussion. Using this questionnaire would allow organisations to measure how they are 
currently performing against the standards. If using a new survey is an additional task for 
the organisation (e.g. because they have already several surveys at the same time), some 
dimensions/items of these questionnaires can be integrated into already existing consul-
tation tools (e.g. internal satisfaction survey, health and working conditions survey).

Regarding the mindfulness practice, in order to assess the level of practice, there are 
some identified instruments that can be adapted to the survey. In Annexes 2.1, 2.2, 2.3 and 
2.4 we present examples of fully accessible assessment scales that can be implemented 
(for mindfulness and for nature). 

Concerning work-related stress, there are validated instruments translated in several lan-
guages that can be used by organisations. There are some examples of accessible tools 
in different countries for psychosocial risk assessment, like COPSOQ – Copenhagen Psy-
chosocial Questionnaire (available at https://www.copsoq-network.org/validation-stu-
dies/) or the Stress Indicator Tool from HSE – Health and Safety Executive (available in 
several languages at https://www.hse.gov.uk/stress/standards/languages/in-
dex.htm).

After that, risk should be evaluated, problems should be explored, and solutions should 
be discussed.  To evaluate the risk, employees are required to be consulted. This way, the 
findings of the earlier stage can be assessed - to clarify certain hot spots, detect which 
issues are more important to the employees, and so on. 

Furthermore, it is also in these discussions/meetings/focus groups that solutions are 
found. As the employees are often closest to the issues identified, they can be invaluable 
sources of knowledge and if involved in this process they are the first in line to guarantee 
the success of any agreed actions. 

All in all, after gathering all the data it should be identified:
 Areas of good performance;
 Existing knowledge about the identified problems;
 Correlation between data sources;
 “Hot spots” and priorities for intervention. 

Priority for Action 2- Diagnosis: 
It is essential to act based on evidence from the ground. The main objective is to get 
the company to "look inward", to understand what goes on internally.
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4.2.2.2. Development of an action plan 

Conduct and disseminate an action plan that will help set goals, prioritise, and 
demonstrate that the organisation addresses employees´ concerns and provides 
alternatives to evaluate and review against. 

The outputs from the diagnosis (considering the different sources of information) 
need to be captured in this plan. In this plan, the following should be considered:

 Time frame: quick wins demonstrate that the plan is being taken seriously. 
Other interventions are to be delivered in the medium to long term;

 Level of the intervention: it should be outlined whether the actions are 
aimed at a team (micro), a department or directorate (macro) or the whole organi-
sation (strategic);

 Responsibility: it should be defined the team/number of the individuals 
who will take responsibility for each action and will report the work progress.

 As a final remark: it is preponderant that employees are kept informed of 
the progress at regular intervals. This activity needs to be part of the organisation 
communications plan. 

4.2.2.3. Deal with individual concerns  

The main focus of the Management Standards approach described in the pre-
vious sections is on issues that are potential sources of stress for groups of em-
ployees, the mindfulness practices and the nature at work. Surveys, focus groups 
or other assessment tools/methods may identify that some individuals are expe-
riencing problems that the majority of the others are not. Nevertheless, the health 
and welfare of these individuals need to be cared for as well. In this sense, it is vital 
that organisations can develop ways for employees to raise their concerns. These 
could include the following:

 Create an environment where employees are encouraged to talk, both 
formally and informally, to their manager or another person in their management 
chain;
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 Remind employees that they can speak to trade union representatives, 
health and safety representatives, or human resources personnel;

 Encourage employees to talk to someone in the organisation or seek advice 
from occupational health advisors if they are concerned about their health or 
wellbeing;

 Introduce mentoring and other forms of co-worker support;

 Provide employee assistance (counselling) services.

Finally, it is often the case that workers bring home-related stress into the 
workplace. Although not directly responsible, the organisation can provide 
resources such as counselling services, adaptations at work or changes on the 
working hours to these employees. 
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4.2.3. What’s next?

Review of existing policies & procedures based on interventions: 

It is useful to consider the reasons behind the issues that have been identified 
and the solutions put in place. In this regard, organisations´ policies and pro-
cedures need to be reviewed in the light of the findings from the risk assess-
ment. For example, was there some element of the policy causing or aggrava-
ting a situation or have new measures meant the policy needs revision? 

It is often the case that policies and procedures do not adequately reflect the 
current ways of working, due to the continuous change that organisations 
experience. This can increase the pressure experienced by employees. Moreo-
ver, the Management Standards approach can help this process of organisa-
tional learning by providing the organisation with a framework for working 
with employees to address the gaps in organisation´s current performance.

Continuous improvement: 

The Management Standards should be part of everyday processes to ensure 
the continuous improvement and management of stress risks, mindfulness 
and nature. It is critical to continuously keep on working with employees to 
identify and address the problems in the workplace that can lead to stress-re-
lated health problems and the barriers to use mindfulness based practices 
and nature.

A good management is the key to handling causes of work-related stress. 
Hence, managers should continuously evaluate their behaviours in the 
workplace and identify whether their managing style can negatively impact 
their team. 

Priority for Action 3 - Setting priorities: 

 1) set objectives/targets to be achieved; 

 2) define the activities or actions to be developed to get there; 

 3) communicate (objectives, actions and results) to engage; 

 4) to evaluate the impact of actions (to close the intervention cycle and  
 return to diagnosis and establish new objectives).



30

 Alberts, H. J. E. M., & Hülsheger, U. R. (2015). Applying mindfulness in the context of work: 
Mindfulness-based interventions. In J. Reb & P. W. B. Atkins (Eds.), Cambridge companions to manage-
ment. Mindfulness in organisations: Foundations, research, and applications (p. 100–132). Cambridge 
University Press. https://doi.org/10.1017/CBO9781107587793.007

 Berto, R. (2014). The Role of Nature in Coping with Psycho-Physiological Stress: A Literature 
Review on Restorativeness. Behavioural Sciences, 4(4), 394–409. https://doi .org/10.3390/bs4040394 

 Bodhi, B. (2011). What does mindfulness really mean? A canonical perspective. Contemporary 
Buddhism, 12(1), 19–39.

 Burman, R., & Goswami, T. G. (2018). A systematic literature review of work stress. Internatio-
nal Journal of Management Studies, 5(3-9), 112-132.

 Cox, T., Griffiths, A., & Rial-González, E. (2000). Research on Work-related Stress. European 
Agency for Safety and Health at Work. Luxembourg: Office for Official Publications of the European 
Communities.

 Creswell, J.D. (2017). Mindfulness interventions. Annual Review of Psychology, 68, 491-516. 

 Dane, E., & Brummel, B. J. (2014). Examining workplace mindfulness and its relations to job 
performance and turnover intention. Human Relations, 67(1), 105–128. 
https://doi.org/10.1177/0018726713487753 

 Djernis, D., Lerstrup, I., Poulsen, D., Stigsdotter, U., Dahlgaard, J., & O’Toole, M. (2019). A Syste-
matic Review and Meta-Analysis of Nature-Based Mindfulness: Effects of Moving Mindfulness Trai-
ning into an Outdoor Natural Setting. International Journal of Environmental Research and Public 
Health, 16(17), 3202. https://doi.org/10.3390/ijerph16173202 

 EU-OSHA (2014). Calculating the cost of work-related stress and psychosocial risks. Luxem-
bourg: Publications Office of the European Union. ISBN: 978-92-9240-420-8 

 Glomb, T. M., Duffy, M. K., Bono, J. E., & Yang, T. (2011). Mindfulness at work. In Research in 
Personnel and Human Resources Management (Vol. 30). Emerald Group Publishing Ltd. 
https://doi.org/10.1108/S0742-7301(2011)0000030005 

 Good, D. J., Lyddy, C. J., Glomb, T. M., Bono, J. E., Brown, K. W., Duffy, M. K., … Lazar, S. W. 
(2016). Contemplating Mindfulness at Work: An Integrative Review. Journal of Management, 42(1), 
114–142. https://doi.org/10.1177/0149206315617003

 Hassard, J., Teoh, K. R., Visockaite, G., Dewe, P., & Cox, T. (2018). The cost of work-related 
stress to society: A systematic review. Journal of occupational health psychology, 23(1), 1. 

 Hofmann, M., Young, C., Binz, T. M., Baumgartner, M. R., & Bauer, N. (2018). Contact to Nature 
Benefits Health: Mixed Effectiveness of Different Mechanisms. International Journal of Environmental 
Research and Public Health, 15(1), 31. https://doi.org/10.3390/ijerph15010031 
 
 Holton, M. K., Barry, A. E., & Chaney, J. D. (2016). Employee Stress Management: An Examina-
tion of Adaptive and Maladaptive Coping Strategies on Employee Health. Work, 53, 299-305.

 

References 



31

 Hülsheger, U. R., Alberts, H. J. E. M., Feinholdt, A., & Lang, J. W. B. (2013). Benefits of mindful-
ness at work: The role of mindfulness in emotion regulation, emotional exhaustion, and job satisfac-
tion. Journal of Applied Psychology, 98(2), 310–325. https://doi.org/10.1037/a0031313 

 Hülsheger, U. R., Lang, J. W. B., Depenbrock, F., Fehrmann, C., Zijlstra, F. R. H., & Alberts, H. J. 
E. M. (2014). The power of presence: The role of mindfulness at work for daily levels and change trajec-
tories of psychological detachment and sleep quality. Journal of Applied Psychology, 99(6), 1113–1128. 
https://doi.org/10.1037/a0037702 

 Jain, S., Shapiro, S. L., Swanick, S., Roesch, S. C., Mills, P. J., Bell, I., & Schwartz, G. E. R. (2007). 
A randomized controlled trial of mindfulness meditation versus relaxation training: Effects on 
distress, positive states of mind, rumination, and distraction. Annals of Behavioural Medicine, 33(1), 
11–21. https://doi.org/10.1207/s15324796abm3301_2

 Kang, S., Ou, D., & Mak, C.M. (2017). The impact of indoor environmental quality on work 
productivity in university open-plan research offices. Build Environment, 124, 78-89. 
https://doi:10.1016/j.buildenv.2017.07.003 

 Kaplan, S. (2001). Meditation, Restoration, and the Management of Mental Fatigue. Environ-
ment and Behaviour, 33(4), 480–506. https://doi.org/10.1177/00139160121973106 

 Karremans, J. C., Schellekens, M. P. J., & Kappen, G. (2017). Bridging the Sciences of Mindful-
ness and Romantic Relationships: A Theoretical Model and Research Agenda. Personality and Social 
Psychology Review, 21(1), 29–49. https://doi.org/10.1177/1088868315615450

 Kondo, M. C., Jacoby, S. F., & South, E. C. (2018). Does spending time outdoors reduce stress? 
A review of real-time stress response to outdoor environments. Health & Place, 51, 136–150. 
https://doi.org/10.1016/j.healthplace.2018.03.001 

 Korpela, K., De Bloom, J., Sianoja, M., Pasanen, T., & Kinnunen, U. (2017). Nature at home and 
at work: Naturally good? Links between window views, indoor plants, outdoor activities and employee 
well-being over one year. Landscape and Urban Planning, 160, 38–47. 
https://doi.org/10.1016/j.landurbplan.2016.12.005 

 Lazarus, R. S., & Folkman, S. (1984). Stress, appraisal, and coping. New York: Springer.

 Leka, S., Griffiths, A., & Cox, T. (2003). Work organisation and stress: systematic problem 
approaches for employers, managers and trade union representatives. Switzerland: World Health 
Organisation.

 Lomas, T., Medina, J. C., Ivtzan, I., Rupprecht, S., & Eiroa-Orosa, F. J. (2019). Mindfulness-ba-
sed interventions in the workplace: An inclusive systematic review and meta-analysis of their impact 
upon wellbeing. Journal of Positive Psychology, 14(5), 625–640. 
https://doi.org/10.1080/17439760.2018.1519588

 Lymeus, F., Lindberg, P., & Hartig, T. (2018). Building mindfulness bottom-up: Meditation in 
natural settings supports open monitoring and attention restoration. Consciousness and Cognition, 59, 
40–56. https://doi.org/10.1016/j.concog.2018.01.008 

 Lymeus, F., Lundgren, T., & Hartig, T. (2017). Attentional Effort of Beginning Mindfulness Trai-
ning Is Offset With Practice Directed Toward Images of Natural Scenery. Environment and Beha-
viour, 49(5), 536–559. https://doi.org/10.1177/0013916516657390 

 McMahan, E. A., & Estes, D. (2015). The effect of contact with natural environments on positi-
ve and negative affect: A meta-analysis. The Journal of Positive Psychology, 10(6), 507–519. 
https://doi.org/10.1080/17439760.2014.994224 



32

 Menardo, E., Brondino, M., Hall, R., & Pasini, M. (2019). Restorativeness in Natural and Urban 
Environments: A Meta-Analysis. Psychological Reports, 003329411988406. 
https://doi.org/10.1177/0033294119884063 

 Mesmer-Magnus, J., Manapragada, A., Viswesvaran, C., & Allen, J. W. (2017). Trait mindful-
ness at work: A meta-analysis of the personal and professional correlates of trait mindfulness. Human 
Performance, 30(2–3), 79–98. https://doi.org/10.1080/08959285.2017.1307842

 Neboit, M., & Vézina, M. (2002). Stress au travail et santé psychique. Toulouse: Octares 
Editions.

 Nekoranec, J., & Kmošena, M. (2015). Stress in the workplace: sources, effects and coping 
strategies. Review of the Air Force Academy, 1 (28), 163-170.

 Nelson, D. L., & Simmons, B. L. (2003). Health psychology and work stress: A more positive 
approach. In J. C. Quick & L. E. Tetrick (Eds.), Handbook of occupational health psychology (97–119). 
American Psychological Association. 

 Ohly, H., White, M. P., Wheeler, B. W., Bethel, A., Ukoumunne, O. C., Nikolaou, V., & Garside, R. 
(2016). Attention Restoration Theory: A systematic review of the attention restoration potential of 
exposure to natural environments. Journal of Toxicology and Environmental Health, Part B, 19(7), 
305–343. https://doi.org/10.1080/10937404.2016.1196155 

 Polusny, M. A., Erbes, C. R., Thuras, P., Moran, A., Lamberty, G. J., Collins, R. C., … Lim, K. O. 
(2015). Mindfulness-based stress reduction for posttraumatic stress disorder among veterans a 
randomized clinical trial. JAMA - Journal of the American Medical Association, 314(5), 456–465. https://-
doi.org/10.1001/jama.2015.8361 

 Reb, J., Narayanan, J. (2014). The influence of mindful attention on value claiming in distri-
butive negotiations: Evidence from four laboratory experiments. Mindfulness, 5, 756–766. 
https://doi.org/10.1007/s12671-013-0232-8

 Reuter, T., & Schwarzer, R. (2012). Manage Stress at Work through Preventive and Proactive 
Coping. In Locke, E. (Ed.). Handbook of Principles of Organisational Behaviour: Indispensable Know-
ledge for Evidence‐Based Management (499-515). New York: Wiley.

 Rigó, M., Dragano, N., Wahrendorf, M., Siegrist, J., & Lunau, T. (2021). Work stress on rise? 
Comparative analysis of trends in work stressors using the European working conditions survey. Inter-
national Archives of Occupational and Environmental Health, 94(3), 459-474. 

 Schultz, P. P., Ryan, R. M., Niemiec, C. P., Legate, N., & Williams, G. C. (2015). Mindfulness, 
Work Climate, and Psychological Need Satisfaction in Employee Well-being. Mindfulness, 6(5), 
971–985. https://doi.org/10.1007/s12671-014-0338-7 

 Siegrist, J., & Rödel, A. (2006). Work stress and health risk behaviour. Scandinavian Journal of 
Work, Environment and Health, 473-481.

 Stanislawski, K. (2019). The coping circumplex model: an integrative model of the structure of 
coping with stress. Frontiers in Psychology, 10, 694.

 Strauss, C., Cavanagh, K., Oliver, A., Pettman, D. (2014). Mindfulness-based interventions for 
people diagnosed with a current episode of an anxiety or depressive disorder: a meta-analysis of 
randomised controlled trials. Plos One, 9(4):e96110 
 



33

 Sutcliffe, K. M., Vogus, T. J., & Dane, E. (2016). Mindfulness in Organisations: A Cross-Level 
Review. Annual Review of Organisational Psychology and Organisational Behaviour, 3, 55–81. https://-
doi.org/10.1146/annurev-orgpsych-041015-062531

 Van der Klink, J. J., Blonk, R. W., Schene, A. H., & Van Dijk, F. J. (2001). The benefits of interven-
tions for work-related stress. American journal of public health, 91(2), 270.

 Varjo, J., Hongisto, V., Haapakangas, A., Maula, H., Koskela, H., & Hyönä, J. (2015). Simulta-
neous effects of irrelevant speech, temperature and ventilation rate on performance and satisfac-
tion in open-plan offices. Journal of Environmental Psychology, 44, 16-33.

 Wijnen, B. F., Lokkerbol, J., Boot, C., Havermans, B. M., van der Beek, A. J., & Smit, F. (2020). 
Implementing interventions to reduce work-related stress among health-care workers: an invest-
ment appraisal from the employer’s perspective. International archives of occupational and environ-
mental health, 93(1), 123-132. 

 Zhang, Y., Zhang, Y., Ng, T. W., & Lam, S. S. (2019). Promotion-and prevention-focused coping: 
A meta-analytic examination of regulatory strategies in the work stress process. Journal of Applied 
Psychology, 104(10), 1296.



34

Annexes

2.1. Health and Safety Executive (HSE) Stress Indicator Tool

HSE has developed the HSE Management Standards Analysis Tool to interpret the 
data generated from the HSE Management Standards Indicator Tool. The scores 
provided by the HSE Management Standards Analysis Tool are based on employee 
responses to HSE’s HSE Management Standards Indicator Tool. It provides summary 
information of how you are performing against each of the Management Standards 
stressors. The scores range from 1 (poor) to 5 (desirable). The information is presented 
in the form of bar charts providing your organisation’s score on each of the six 
Management Standards areas. The tool is designed to accept data from up to three 
surveys, the current one and two previous sets of data. This allows an organisation to 
assess how its performance has changed over the period, identifying where 
improvement has occurred, which measures have provided the best. 

Available at: https://www.hse.gov.uk/stress/standards/downloads.htm

Instructions: It is recognised that working conditions affect worker well-being. Your responses to the 
questions below will help us determine our working conditions now, and enable us to monitor 
future improvements. In order for us to compare the current situation with past or future situations, 
it is important that your responses reflect your work in the last six months.

1. I am clear what is expected of me at 
work

 
2. I can decide when to take a break

 
3. Different groups at work demand 
things from me that are hard to 
combine

4. I know how to go about getting my 
job done 

1.
Never

3.
Sometimes

5.
Always

4.
Often

2. 
Seldom

5. I am subject to personal harassment 
in the form of unkind words or behaviour

6. I have unachievable deadlines

7. If work gets difficult, my colleagues 
will help me
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The main focus of the Management Standards approach described in the pre-
vious sections is on issues that are potential sources of stress for groups of em-
ployees, the mindfulness practices and the nature at work. Surveys, focus groups 
or other assessment tools/methods may identify that some individuals are expe-
riencing problems that the majority of the others are not. Nevertheless, the health 
and welfare of these individuals need to be cared for as well. In this sense, it is vital 
that organisations can develop ways for employees to raise their concerns. These 
could include the following:

 Create an environment where employees are encouraged to talk, both 
formally and informally, to their manager or another person in their management 
chain;

 

2.2. Toronto Mindfulness Scale

Scoring
Key: All items were written in the positively keyed direction, so no reverse scoring of items is required. 
Curiosity score: The following items are summed: 3, 5, 6, 10, 12, 13
Decentering score: The following items are summed: 1, 2, 4, 7, 8, 9, 11

Source: Lau, M., Bishop, S., Segal, Z., Buis, T., Anderson, N., Carlson, L., Shapiro, S., Carmody, J., Abbey, S. & 
Devins, G. (2006). The Toronto Mindfulness Scale: Development and Validation. Journal of Clinical Psycho-
logy, 62(12), 1445-1467.

1. I experienced myself as separate from my changing thoughts and feelings.

 
2. I was more concerned with being open to my experiences than controlling 
or changing them.

 
3. I was curious about what I might learn about myself by taking notice of 
how I react to certain thoughts, feelings or sensations.

 
4. I experienced my thoughts more as events in my mind than as a necessa-
rily accurate reflection of the way things ‘really’ are.

 
5. I was curious to see what my mind was up to from moment to moment.

 
6. I was curious about each of the thoughts and feelings that I was having.

 
7. I was receptive to observing unpleasant thoughts and feelings without 
interfering with them.

 
8. I was more invested in just watching my experiences as they arose, than in 
figuring out what they could mean.

 
9. I approached each experience by trying to accept it, no matter whether it 
was pleasant or unpleasant.

 
10. I remained curious about the nature of each experience as it arose.

 
11. I was aware of my thoughts and feelings without overidentifying with 
them.

 

13. I was curious about what I might learn about myself by just taking notice 
of what my attention gets drawn to.

 

12. I was curious about my reactions to things.
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Instructions: We are interested in what you just experienced. 
Below is a list of things that people sometimes experience. Please 
read each statement. Next to each statement are five choices: “not 
at all,” “a little,” “moderately,” “quite a bit,” and “very much.” Please 
indicate the extent to which you agree with each statement. In 
other words, how well does the statement describe what you just 
experienced, just now?
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NA

2.3. Nature Contact Questionnaire 

Part 1.

The following questions are about your contact with the outside environment near your office (choose 
N/A if you did NOT have a work break or lunch break last week).

a. spend a morning or afternoon work break outside?

 
b. eat your lunch outside?

 
c. exercise outside during your lunch break?

 
d. go outside for work related task such as delivery or errands?

 

0 1 2 3 4 5 NA1. Last week (Monday-Friday), how many times did you…

Part 2.

The following questions are about your indoor work environment (primary work space only). When com-
pleting the rest of this survey, please do not consider indoor spaces that you sometimes visit during your 
work day. Instead, only consider your primary work space, the one indoor space that you spend most of 
your day at work.

Private office

 
Shared office

 
Reception area (faced to assist or greet visitors)

 
Private cubicle

 

Other (specify)

 

Open design without offices or cubicle dividers between employees (non reception area)

 

Select2. How would you describe your primary work space?

 live plants or flower arrangements

 
artificial plants or flower arrangements

 

 fish aquariums with live fish

 
animals or pets

 

windows (including those on doors) that lead directly to the 
outdoors

 

0 1 2 3 4 5 or more3. Last week (Monday-Friday), how many do you have 
in your primary workspace?
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paintings or drawings that represent realistic natural scenes or 
animals (such as open fields, trees, flowers, rain drop, ocean, 
cats, etc)

paintings or drawings that represent realistic natural scenes or 
animals (such as open fields, trees, flowers, rain drop, ocean, 
cats, etc)

personal or professional photographs of natural scenes or 
animals

 
realistic sculptures or carvings of animals or natural elements 
(such as a bird or sunset)

 

 have sunlight lighting your space? 

listen to recorded nature sounds (such as ocean waves)?

 

watch images of natural places or animals on a T.V. or monitor?

 

have an unobstructed view outside (blinds open and not drawn)?

 

0%
1
-

20%

21
-

40%

41
-

60%

61
-

80%

81
-

100%

4. In your primary workspace last week 
(Monday-Friday), what percentage of the time did you…

Source: Largo-Wight, E., Chen, W. W., Dodd, V., & Weiler, R. (2011). The nature contact questionnaire: A 
measure of healthy workplace exposure. Work, 40(4), 411-423.



38

2.4. Perceived Restorativeness at Work Scale (REST at Work Scale) 

1. I am able to take a little break to think 
or do something pleasant at the place 
where I work 

2. The place where I work has elements 
that allow me to relax my mind from 
time to time (e.g. a poster of a nice place 
etc) 

 
3. In the place where I work I can stay 
focused or if I want I can let my mind 
wander (for example looking out the 
window) 

 

Dimension Being Away Strongly 
disagree

Strongly 
agree

Somewhat 
disagree

Somewhat 
agreeNeutralDisagree Agree

4. In the place where I work the spaces 
are well organized 

5. In the place where I work I can easily 
find the things I need to do my work 

6. The place where I work is messy 

Dimension Coherence Strongly 
disagree

Strongly 
agree

Somewhat 
disagree

Somewhat 
agreeNeutralDisagree Agree

Think of your main place of indoor work. Think of a typical week that was not notice-
ably different. Please do not consider indoor spaces that you sometimes visit during 
your working day. Instead, only consider your primary work space, the one indoor 
space that you spend most of your day at work.

When responding to these questions please think about the time period … 

7. In the place where I work, my atten-
tion can be attracted by many interes-
ting things (e.g. furnishings, a beautiful 
view ...) 

8.  The place where I work has elements 
or characteristics that stimulate my 
curiosity 

 
9.  The place where I work has characte-
ristics that fascinate me 

 

Dimension Fascination Strongly 
disagree

Strongly 
agree

Somewhat 
disagree

Somewhat 
agreeNeutralDisagree Agree
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Instructions:  We would like to ask you some questions about your emotional life, in particular how 
you control (that is, regulate and manage) your emotions. The questions below involve two distinct 
aspects of your emotional life. One is your emotional experience, or what you feel like inside. The 
other is your emotional expression, or how you show your emotions in the way you talk, gesture, or 
behave. Although some of the following questions may seem similar to one another, they differ in 
important ways. For each item, please indicate the extent to which you agree.

2.5. Emotion Regulation Questionnaire

Gross, J.J., & John, O.P. (2003). Individual differences in two emotion regulation processes: Implications for 
affect, relationships, and well-being. Journal of Personality and Social Psychology, 85, 348-362.

1. When I want to feel more positive 
emotion (such as joy or amusement), I 
change what I’m thinking about.

Strongly 
disagree

Strongly 
agree

Somewhat 
disagree

Somewhat 
agreeNeutralDisagree Agree

2.  I keep my emotions to myself.

 
3.  When I want to feel less negative 
emotion (such as sadness or anger), I 
change what I’m thinking about.

4.  When I am feeling positive emotions, 
I am careful not to express them.

 
5.  When I’m faced with a stressful 
situation, I make myself think about it in 
a way that helps me stay calm.

6.  I control my emotions by not expres-
sing them.

 
7.  When I want to feel more positive 
emotion, I change the way I’m thinking 
about the situation.

8.  I control my emotions by changing 
the way I think about the situation I’m in.

 
9.  When I am feeling negative emotions, 
I make sure not to express them.

 
10.  When I want to feel less negative 
emotion, I change the way I’m thinking 
about the situation.
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