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Abstract 

Objective: The purpose of this study was to determine whether executive coaching grounded 

in positive psychology can result in reducing the occurrence of stress in the workplace for C-

Class executives.  

Material and Method: Fifty-eight C-Class executives (97% male, mean age M= 46, SD= 

8.09) participated in the study. Subjects perceived levels of stress were self-reported. Subject 

reported their perceived levels of stress pre-intervention and post intervention. The intervention 

included savouring and strength as central dimensions of the positive psychology approach. 

Cohen’s Perceived Stress Scale was used for data collection. The paired samples t-test was 

used to establish whether there was a significant difference between the pre-intervention and 

post intervention PSS scores.  

Results: The mean value of pre-intervention stress scores was M= 27.36 (SD= 3.37) and the 

mean value of post-intervention stress scores was M= 18.31 (SD= 3.67). The difference 

between the two means was statistically significant. Additionally, a statistically significant 

positive correlation (r= .702, p=.001) was identified between the pre-intervention and post 

intervention scores.  

Conclusions: Savouring and strength positive psychology interventions are perceived as 

beneficial by the C-Class executives who received coaching and the PPI intervention 

contributed to reducing stress levels among the participants.      
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1. Introduction 

Research has long shown that the physical and psychological health of employees is 

tied to workplace stress (Tennant 2001), (workplace in the context of this study refers to a 

corporate one) due to the nature of stressful response to unpleasant external pressures ad 

stimuli: anxiety, irritability, nervousness, fear and even aggression and depression (Mc Elroy, 

& Hevey, 2014). Its effects have been documented extensively, including the tie between 

chronic stress and negative effects on immune response (Segerstrom & Miller, 2004). This, 

naturally, leads to workplace issues, from decreased productivity of individual workers to 

disruptions in the functioning of entire workplaces or organisations, and therefore a need to 

actively counteract all these elements (Seligman & Csikszentmihalyi, 2000). The active, 

deliberate nature of workplace stress management has, consequently, led to the emergence of 

many different psychological, social and psychosocial strategies (Park et al 1996), which have 

come together to be referred under the blanket term positive psychology: this is a science that 

strives to understand and draw benefits from the positive, subjective characteristic of 

individuals and institutions for the purpose of improving and/or maximising quality of life 

(Seligman & Csikszentmihalyi, 2000). More to the point, it has led to the proliferation of the 

term executive coaching, a concept that covers all those forms of organisational learning 

(teaching, skill distribution, collaboration, etc.) that can be transmitted or conveyed from one 

person to another (Biswas-Diener & Dean, 2007).  

At its core, executive coaching is aimed at helping leaders of organisations to solve 

issues in the workplace, via investment of time, skill, attention and teaching into 

psychologically and socially developing individual workers and organisations as a whole 

(Biswas-Diener & Dean, 2007). This is done by developing personnel management skills based 

on the model of a human being as one driven by wisdom, courage, responsibility, hope, 

perseverance, mindfulness, creativity and other positive features (Sheldon, 2004).  
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In other words, executive coaching means to apply the principles of positive psychology 

to the purpose of developing employees, or allowing employees to develop themselves, into 

leadership (executive) positions within the workplace. This as opposed to relying on pathology, 

which has largely driven all psychological research so far (Sheldon, 2004). 

Executive coaching has come to be considered the means towards instilling and 

exhibiting professionalism, insight and commitment into employees (Grant et al 2009), thus 

making them suitable for being granted leadership positions (Biswas-Diener & Dean, 2007). 

In practice, this means forming personal ties and relationships with accredited coaches, 

consultants and even therapists if necessary, in addition to the vast base of educational / 

instructional materials (books, conferences, courses) that various professionals, foundations 

and organisations have published over the years (Biswas-Diener & Dean, 2007). All the while, 

success is measured in how effectively life quality improved through the subjective experiences 

and positive characteristics that are conveyed, instilled or established (Seligman & 

Csikszentmihalyi, 2000). 

Unfortunately, though research exists showing that executive coaching can serve to cut 

down on workplace stress (Gyllensten & Palmer 2005), it is still unclear which factors actually 

lead to success, due to a dearth of empirical evidence on each positive psychology intervention 

and their roles, as well as the aforementioned fact that a definition of stress as a concept has 

proven elusive (Segerstrom & Miller, 2004). This applies to C-Class Executives of large 

businesses in the private sector, C-Class being those executives who hold the title Chief within 

their role, and large businesses being defined as organisations of 250 employees or higher (IoD 

2017; Blanton & Wasylyshyn, 2018). This study has been carried out to shore up this gap in 

research, namely, to investigate whether two specific positive psychology interventions, when 

used in executive coaching, can reduce workplace stress (i.e., reduce the frequency with which 

situations charged with workplace stress occur). 
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1.1. Aims and Objectives 

The overall aim of this study is to establish if specific executive coaching grounded in 

positive psychology within C-Class executives can reduce the occurrence of stress and 

depression in the workplace. To achieve this aim, two research questions require exploration: 

• “Are savouring and strength positive psychology interventions perceived as beneficial 

and effective by C-Class executives that had received the coaching?” 

• “Did the interventions result in decrease in the instances (and/or severity) of stress in 

the C-Class executives’ life?” 

To answer these questions, participants of this study will be posed questions concerning 

their perceived stress levels after coaching. Job demand will be looked upon as a primary 

stressor, due to the work overload and time pressures associated with it (Gyllensten & Palmer 

2005) - it is assumed that coaching will reduce the strain associated with the workplace thanks 

to improved planning and organisation skills of coached executives (Gyllensten & Palmer 

2005). Additionally, as suggested by the transactional theory of stress (Mühlberger & Traut-

Mattausch, 2015), subjective perceptions of work pressures will theoretically be changed due 

to coaching. 

The following hypotheses thus are:  

• H1: C-Class executives who receive executive coaching delivered through positive 

psychology interventions experience reduced levels/instances of stress. 

• H2: C-Class executives who report enhanced control and focus as a result of coaching 

report lower perceived stress levels. 
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1.2. Rationale 

In practical terms, current research points to executive coaching as a potential method 

for carrying out organisational change, but there is no way to know what “ingredients” make 

up the recipe for effective executive coaching. The character of the coaching relationship, 

(dyadic/one-on-one vs. group coaching approach) and the use of transformational and/or 

transactional leadership on the part of the coach are two likely options (Mühlberger & Traut-

Mattausch, 2015). Prior to this, executive coaching has been exclusively seen as the domain of 

effective goal attainment, or for purely situational uses (Grant & Spence, 2010). More 

precisely, they need to be examined in the context of positive psychology interventions, 

otherwise it will remain impossible to design the sort of integrated approach that the little 

research that does exist has found to be critical to addressing workplace stress of C-Class 

executives (LaMontagne et al., 2014).  

Previously, research (theoretical and empirical alike) centred on methodologies or the 

nature of relationship between the coach and executive client, despite evidence that other senior 

staff members, or even the C-Class executive Chair / coach themselves, create, affect or are 

affected by workplace stress, and therefore have significant impact on any coaching process 

(Blanton & Wasylyshyn, 2018). Knowledge is required of C-Class executive individuals who 

were or are involved in this process, and more specifically of stress (and its scale) among C-

Class executives from large private businesses. 

1.3. Methodology 

This study employs a mixed methods approach, specifically a questionnaire survey 

composed of scale-based questions, to examine the personal experiences of a representative 

sample of 58 participants that currently participate in, or have recently completed, executive 

coaching, as well as undertaken one or both positive psychology interventions outlined 
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previously. Recollection prior to the intervention was evaluated via the Perceived Stress Scale 

(PSS) questionnaire. The PSS was used again after the completion of the intervention. SPSS 

analysis was then used to identify, analyse and report patterns emerging from collected data, 

as detailed in the Findings and Analysis sections of this study. 

1.4. Study Structure 

This study has been structured in six chapters, not including the bibliography. 

• Introduction – the present chapter; 

• Literature review – before a critical examination becomes possible for the current 

body of research evidence pertaining to positive psychology as related to workplace 

stress, the phenomena and psychological concepts will be properly defined. 

• Methodology – a more in-depth description than the prior, brief overview of the 

research methodology will be provided here. 

• Findings – here, the data from the questionnaire and subsequent SPSS statistics 

will be described. 

• Data Analysis – the findings summarised in the prior section will be critically 

analysed here, based on the theory in the literature review and the techniques laid 

out in the methodology. 

• Conclusion – conclusions are drawn from the study and requisite recommendations 

are formulated in this final chapter of the study, as summarised below. 
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1.5. Preliminary Summary of Findings 

The study sheds light that positive psychology interventions are indeed effective in 

reducing workplace stress, and even identified the major influencers that affect the success of 

executive coaching. This provides a blueprint (ICF. 2016) for coaching practitioners and 

researchers to study and apply executive coaching and positive psychology in the context of 

workplace mental health. This empirical evidence should lead to improvements to workplace 

effectiveness and employee performance and retention, all direct benefit to any organisational 

stakeholders and a testament to the usefulness of striving towards designing more and more 

effective approaches to workplace stress management. 
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2. Literature Review 

As noted, much has been done in an attempt to define stress, but the closest thing to a 

universal definition continues to be vague at best: stress is defined as the range of responses to 

unpleasant pressures and external stimuli, making it a blanket term for anxiety. Nervousness, 

irritability, fear, aggression and depression (Mc Elroy, & Hevey, 2014). The lack of a medical 

definition for the term persist, however, due to the ongoing disagreement among medical 

professionals on whether stress is a cause or a manifestation of these responses (Segerstrom & 

Miller, 2004). Some consensus does exist, however, even if stress continues to not fall under 

the classification of psychiatric diagnosis: stress is a potential cause for many issues, not just 

anxiety and depression but actual, physical health problems such as impairment to immune 

response (Segerstrom & Miller, 2004). The phenomenon appears to have a transactional nature. 

Considered by some medical practitioners to be a consequence of imbalance in the staff-

workplace relationship (the interaction between employees and the working environment) 

(Smith, & Lazarus, 1990; Cox, 1993). 

Existing research, as the literature review will later show, does not have enough 

empirical material on the best coaching methods for reducing workplace stress symptoms. That 

same research does nevertheless indicate the existence of several individual and organisation-

wide benefits to executive coaching. This highlights the necessity to carry out research on these 

issues, hence this study and its focus on how positive psychology interventions can be achieved 

via executive coaching, whether at individual level or on a broader, organisation-wide scale. 

Without this, the various benefits of executive coaching, especially at C-Class level, will elude 

most executive coaches and their subjects alike, simply due to the inability to design a proper 

approach (Biswas-Diener & Dean, 2007). To provide a foundation for finally conducting 

primary research on the topic, several topics must be outline and a number of terms defined. 
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2.1. Relevant Definitions 

To expand on the brief overview given before, executive coaching is an umbrella 

concept for those forms of organisational learning instilled in employees for the purpose of 

developing and growing employees into leadership positions via one-one-one coaching 

interactions (Biswas-Diener & Dean, 2007). Originally, the concept was centred purely around 

enabling such leaders to solve or overcome issues in the workplace, but has since evolved to 

instilling professionalism, commitment and insight into these individuals, making it a form of 

resource investment, albeit with abstract, immaterial resources (Biswas-Diener & Dean, 

2007.). Thus, the goals of professional relations with coaches, consultants and therapists are no 

longer purely pragmatic, even if they are ultimately measured by practical impact on 

organisational performance. Instead, the education materials have become more varied in 

recent years, depending on what sort of organisation, foundation or individual professional 

conceives a new conference, course or even book on the topic of executive coaching (Biswas-

Diener & Dean, 2007.). At the heart of all tis lies the field of positive psychology (Seligman & 

Csikszentmihalyi, 2000). 

The science of positive psychology deals with the positive individual, institutional and 

their subjective experiences that contribute to a good, high quality life (Seligman & 

Csikszentmihalyi, 2000). Its goal is to retrieve or develop the model human being, or rather a 

model for a human being whose actions are determined by wisdom, courage, responsibility, 

perseverance, mindfulness, creativity, hope and other positive features. Through this, it is 

believed, an individual will always be able to act in a fashion conductive to happiness ad 

optimism, incidentally, allowing for greater success in studying how individuals and societies 

achieve and/or develop happiness (Sheldon, 2004).  

Stress is of import to positive psychology, being the reaction (response) to external and 

internal pressures or stimuli that are unpleasant (even negative) in nature, making it the prime 
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obstacle to achieving the model of a positive human being described above. It leads to (and in 

turn is caused by) anxiety (even fear), irritability, nervousness, aggression and depression, all 

of which lead to the opposite of happiness and optimism, depression being an especially 

egregious case (Mc Elroy, & Hevey, 2014). Conceptually, even though stress falls short of a 

psychiatric diagnosis and (as previously mentioned) is subject to disagreement between 

professionals on whether it is a cause or consequences of other issues, it shares many traits with 

such diagnoses, chief among them the extended duration it tends to last (Segerstrom & Miller, 

2004). It is quite telling that there is such a term as chronic stress – effectively placing it in the 

same category as chronic health conditions – and it is doubly telling that chronic stress has 

been consistently correlated with mental health problems (Segerstrom & Miller, 2004). This 

includes not only the depression and anxiety, but even physical health issues (immune 

response, or failure thereof) which only tend to worsen or add to existing stress symptoms in a 

vicious cycle (Baldwin et al., 2002). It has proven enough for those in the field to set aside 

scholarly disagreements over how to define stress, as happened for depression and anxiety, 

whose boundaries are similarly nebulous (Baldwin et al., 2002). Ultimately, emphasis has come 

to be placed on the transactional nature of stress and seeing it as a disequilibrium between a 

person and their environment (Smith & Lazarus, 1990). This, in the context of the workplace, 

means that workplace stress is tied to the relationship between staff and the workplace as 

environment (Smith & Lazarus, 1990; Cox, 1993). 

All told, workplace stress can be defined as any significant negative change in the 

mental and/or physical wellbeing of an employee due to workplace challenges or pressures 

(Thomas et al., 2006). Given the serious effects of chronic stress on health, both psychological 

and physical, eliminating or at least minimizing workplace stress should be a prime goal of any 

organisation, and all measures to do this should be preventative (as opposed to ameliorative) 

according to the Health & Safety Executive UK (HSE) (Cousins et al., 2004). In other words, 
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rather than try to institute programs, policies or even sanctions for absenteeism, drops in 

productivity or dysfunctional interpersonal relationships, the aim should always be to reduce 

or remove the workplace stress that leads to these behaviours (Tarafdar et al., 2007). Among 

other things, this should cover management, development and changes in organisational culture 

that can eliminate workplace stress, which is to say eliminate the issues that caused it to begin 

with (Tarafdar et al., 2007). Coaching-based approaches have, thus far in research, proven to 

be the most effective means of achieving all this, and also benefit from higher predictability of 

results compared to group interventions, which was a big factor in choosing this area to be the 

focus of this study (Cooper & Cartwright, 1997; Wright, 2007).  

 

2.2. The effectiveness of executive coaching in reducing stress: evidence from the 

current empirical research 

Practically speaking, the role of executive coaching is to confer upon executives and 

managers those skills they need to provide leadership to employees, especially during times of 

change and stress (as they are often connected), frequently with emphasis on increasing 

managers’ and executives’ ability to measure their actions’ effect on the other workers. Which 

is to say, executive coaching instils increased respect for other opinions, educates them on what 

constitutes wellness, and generally encourages empathy (Wright, 2007). Currently, according 

to evidence from the British Psychological Society (Page & Haan, 2014), executive coaching 

is treated as a status symbol for private organisations, being considered a staple of insightful 

investment in executive development (Page & Haan, 2014). This was not always the case, 

however. Indeed, originally executive coaching was just another path to attempt the solving of 

problems in an organisation, making it exclusive outcome-focused (Cooper and Cartwright, 

1997; Passmore & Gibbes; 2007). 
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To understand where executive coaching started and how it has changed over the past 

fifteen years, it serves to give at least a cursory overview to its roots, starting with the study by 

Cooper and Cartwright in 1997, when the effectiveness of workplace coaching towards cutting 

workplace stress was first proven empirically (Cooper and Cartwright; 1997). It was they that 

found evidence for the usefulness of reducing stress and helping individual employees develop 

their own ways and skills for managing their stress. Later, a quasi-experimental study by 

Gyllensten and Palmer (2005), stress and anxiety levels were seen dropping in a group that 

received coaching, compared to the controlled group, even though the coaching had no 

observable impact on depression. This indicates that the observations of the researchers and 

the experiences reported by the participants themselves did not match, something that may or 

may not have been due to the way self-reports tend to overestimate effects (Page & Haan, 

2014). 

Regardless of the discrepancy, the two studies were enough foundation for a new path 

of research to solidify, leading to the study by Wright in 2007, which tested various outcomes 

of coaching such as absenteeism. It was found to drop by a quarter (25%) for employees that 

received wellbeing training, or employees working under an executive that received coaching 

for such (Wright, 2007). Teaching executives the skills of insight and planning was later shown 

to be particularly important skills for executives, with Ladegård (2011) confirming a tight 

connection between social support, perceived job demand and control, and the reduction of 

workplace stress. What may be more important than any one of these individual longitudinal 

studies, however, is that all of them confirmed executive coaching as highly effective in 

boosting workplace resilience and wellbeing, something that Grant et al. (2009) corroborated 

in their own research with workplace executives, and then later with high-school students of 

teachers that received executive coaching interventions (Grant et al., 2010). 
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The studies outlined above had one common weakness in that all of them, especially 

the later ones, used the coaching methods that were highly similar, tainting the results (and 

therefore conclusions) with the possibility of researcher bias. Fortunately, later studies that 

used randomised controlled trial methodology provided further, high quality and reliably 

empirical evidence for the positive effect on workplace stress and resilience by executive 

coaching (De Haan & Page, 2013). Among the most recent such studies are two metaanalyses 

by Theeboom et al. (2014) and Jones et al. (2014). According to the research by Theeboom et 

al. (2014), executive coaching can have positive effects on individual wellbeing, performance, 

self-regulation, and generally coping with work pressures (i.e. workplace stress). Admittedly, 

the study only found moderate impact, but it was nevertheless a positive, consistent effect for 

the study sample. This held true for the research by Jones et al. (2014), who confirmed the 

positive connection between executive coaching and individual wellbeing, as well as 

performance at work. Given these trends in research, it is no surprise that executive coaching 

approach to employee and organisational management, has expanded rapidly during the past 

decade and a half. That being said, the field of research of executive coaching has not advanced 

as quickly if the body of research available to this study is any indication, echoing prior 

observations made by Passmore & Gibbes (2007) and Grant et al. (2010). As of 2007, most 

other than the few cited so far on executive coaching have been low-quality, with qualitative 

approaches instead of quantitative, empirical or statistical analysis used (Passmore & Gibbes, 

2007). Moreover studies tend to lack proper randomisation or control group use, or they have 

too small sample sizes, or the methodology is insufficiently reported upon, with postgraduate 

theses being the bulk of the available body of research, hardly the most reliable or valid of 

sources (Passmore & Gibbes, 2007) and usually left unpublished even when they were 

sufficiently reliable or valid (Evers et al., 2006; Passmore & Gibbes, 2007). Most studies were 

also done by people other than psychologists, which is unfortunate since psychologists are the 
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ones uniquely capable of conducting reflective, in-depth research on the efficacy and use of 

coaching methodologies, even if they are not the only professionals involved in executive 

coaching (Evers et al., 2006). All told, the studies by Ladegård (2011), Grant et al. (2010), 

Theeboom et al. (2014) and Jones et al. (2014) are anomalies in a nebulous, inconsistent and 

unreliable research field, leading to the paucity of empirical research that prompted the 

undertaking of the present study. 

Why this paucity of empirical evidence on what approach works better than another is 

unclear: it could be due to costs of coaching programs (and research thereof), it could be due 

to the challenges inherent in randomized controlled trials in workplaces, or other such 

interventions, it could be due to all of these issues (Grant et al., 2010). Using either as the 

unique experimental condition, such research could be done to finally gain insight into what 

approaches work and why, finally allowing for executive coaching methodologies to be 

improved or even reinvented if needed, in a manner not too dissimilar from how this approach 

has been reliably applied in psychotherapy (Stiles et al., 2008). This study, with its mixd 

methods investigation of C-Class executive coaching in a private business, should be able to 

serve as an example of such a research endeavour. 

 

2.3. Positive psychology interventions in organisational coaching practice (PPI) 

The interventions that fall under the umbrella of positive psychology are many and 

varied, a natural consequence of the multitude of factors and ways in which one might achieve 

optimal functioning, with or without traditional forms of psychotherapy factored in (Seligman, 

2012). The low reliability and validity of the studies carried out in this field (Rusk & Waters 

2013) (Hendriks et al. 2019) is as much a reason for this as it is for executive coaching: most 

research on positive psychology and its uses consists of short-term studies, or ones where all 
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patients were suffering from stress and therefore failed to assess the full effectiveness of 

positive psychology, which is to say it left it unclear if PP is as useful for healthy people as it 

is for stressed ones (Kaufman, 2006). Besides the reliability and validity issues, studies on PP 

usually looked at different interventions for different study groups, leaving no way to determine 

if two or more PP techniques could be combined for extra benefit, or if there could be any 

complementary or supplementary benefits to combining them with other therapeutic 

approaches for that matter (Donaldson et al., 2014). 

Compounding the matter is that there is also no actual, universal formula for building 

positive emotion, or even individual traits in general, which means that there is never a sure-

fire way to restore the sense of purpose in employees or organisations (Donaldson et al., 2014). 

Still, some commonalities have distinguished themselves through their effectiveness, even if 

they are still being researched: randomized controlled trials have found that major PPIs, 

especially those designed to identify individual strengths, are consistently successful in 

alleviating stress, or at least symptoms of stress, similarly for identifying and using three 

positive things that occur daily (Kaufman, 2006; Seligman et al., 2005). 

That said, the past ten years have seen a considerable growth in peer-reviewed literature 

on PP, with higher-quality methodology and a growing variety of tested interventions, allowing 

for something approaching a consensus to be created in the field, not only for patients/recipients 

of positive psychology but also for clients coached using approaches derives from PP 

(Donaldson et al., 2014). PPIs were also confirmed to boost not only wellbeing but also reduce 

symptoms of depression, as confirmed by randomised controlled trials (Bolier et al., 2013). 

Even these studies, however, have their foibles, with reviews being critical of them for thee 

heterogeneity of research material, and the diversity in study populations that muddled results 

to the point where the only guarantee given was that more research was necessary (Donaldson 

et al., 2014; Bolier et al., 2013). Nevertheless, studies such as the one by Meyers et al. (2012) 
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continue to push forward into the field. In the research, the authors looked at what data was 

available on how PP could be applied in organisations, with focus on measurable variables and 

how they were affected by PPIs based on professional performance and wellbeing. The study 

found that lowered stress and burnout levels were prevalent “side-effects” of the PPIs, with 

anxiety and depression also experienced a drop-in occurrence (Meyers et al. 2012) 

Unfortunately, even though research continues to stress the importance of developing PP 

theory by PP coaches (Mills et al., 2013), there is little practical guidance to be gained 

considering the diversity and inconsistency of the methods and study samples involved, to the 

point where the only consensus seems to be that there needs to be a good relationship between 

a coach and the client (Page & Haan, 2014). As this is too subjective a matter to statistically 

measure through the chosen methodology, emphasis will instead be placed on PPIs themselves 

and their (perceived) outcomes, since PPIs have at least been proven to enable stress reduction 

(Meyers et al., 2012). More specifically, strengths interventions (Aspinwall et al. 2004) will 

be factored in, these being PPIs with a focus on acknowledging physical, social, and mental 

resources as a means to build strengths and developing personal growth and success (Aspinwall 

et al. 2004.). Secondly, the PPI of “savouring” will be used as a pre-requisite as well, which 

Fred Bryant and Joseph Veroff describe as “noticing and appreciating the positive aspects of 

life – the positive counterpart to coping. Savouring is more than pleasure – it also involves 

mindfulness and “conscious attention to the experience of pleasure” (Bryant & Veroff 2007). 

Since positive psychology seeks to translate research evidence into practice, it is important to 

determine if either of these coaching methods (if not others) could play the role of platform for 

incorporating PP knowledge into application on an individual, professional and social basis 

within executive contexts (Grant & Spence, 2010; Foster & Lloyd, 2007). If nothing else, the 

field of positive psychology has provided a classification of human character strengths 

(Peterson & Park, 2004), which can be the foundation on which the practice of workplace 
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coaching can be constructed, that it may be practiced as researchers suggest - a form of applied 

psychology grounded in deep understanding of theory (Seligman, 2007; Sheldon, 2011). 

Research has already highlighted that coaches can potentially play the role of developers of PP 

theory (Grant, & Cavanagh, 2011). This points to an inherence importance of accounting for 

coaches’ perceptions and experiences in future studies, not just those of the clients. As such, 

this study sets out to assess the effect of savouring and/or strengths interventions on not just 

any employees and executives, but the coaches themselves. Specifically, the study involved 

people in C-Class executive positions for organisations where executive coaching utilising 

positive psychology interventions are utilised or have been recently completed. The following 

section details the particularities of the methodology. 
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3. Methodology 

 

3.1. Design 

A non-experimental mixed methods approach was used, based around a questionnaire 

whose questions were formulated based on the focus of positive psychology: subjective 

perceptions of individuals on what benefits their wellbeing (Baker et al., 2002; Briner, 1997). 

The limited sample eliminated the possibility of broad, generalizable statistics, so the study 

instead employed a within-subjects approach where participants were asked to describe their 

experiences pre- and post-completion of the PPI-based executive coaching course they had 

undergone. This way, even if the same set of data could lead to different conclusions if it were 

to be analysed by another individual (Charmaz, 2006), a measure of reflexivity could still be 

incorporated in the analytic aspects of this project. Thought processes and associated biases 

and assumptions of participants were also recorded by the researcher, forming a research diary 

(Blaxter et al., 2001). This measure is no guarantee of objectivity but helped determine if and 

how potential biases affected findings. This way, other researchers will be able to assess the 

analytic process that informed this study’s conclusions, which conferred upon this study a 

higher measure of methodological reliability and validity than its small sample would 

otherwise allow (Charmaz, 2006; Blaxter et al., 2001). 

3.2. Participants  

This study involved 58 participants, a greater number than the 50 originally planned. 

All participants held C-Class executive positions with large private business organisations that 

use or had recently used executive coaching based around positive psychology interventions. 

To ensure that participants were suitable for the study, they were all initially contacted to 

ascertain the nature of the positive psychology intervention they had experienced. Purposeful 
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sampling enacted based on the researcher’s theoretical knowledge of the studied population 

then served to pick out the final study sample, an approach validated as efficient and reliable 

by prior studies of this type (Tongco, 2007). Once the sample was identified, the researcher 

contacted the viable participants either through a designated organisational intermediary or 

directly as each case required. Consent forms (Appendix 6) were then supplied, containing 

information sheets outlining the study’s aim, methodology and dissemination plans. Only 

participants that gave their written consent were supplied an electronic copy of the 

questionnaires (Appendix 7) used to inform the statistical analysis. 

 

3.3. Measures 

 Several independent variables were used, each measuring one facet of the effectiveness 

of C-Class executive coaching in reducing workplace stress influencers of that have been 

identified by existing literature (De Haan & Page, 2013). The questionnaires were designed to 

explore the personalities of respondents, what efficacy they saw in the outcome of coaching (if 

any), and the occurrence of stress and depression before and after PPI (Beehr & O'Hara, 1987). 

Issues of power were considered, as well as context since they are intertwined (Aléx & 

Hammarström, 2008). Reflexive practice was employed extensively to maximise researcher 

awareness of potential dominance issues, ensuring that the questionnaire did not guide the 

questionnaire participants towards certain issues while repressing others. 

 

3.4. Research procedure and data analysis 

Mixed method methodology was used to generate raw statistical data via closed 

questions delivered via a questionnaire, providing precise guidance for respondents to 

grade their views, personal opinions, perceptions and biases on the issues presented 
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(Baker et al., 2002). The findings were then subjected to thematic analysis, whereby 

patterns within gathered evidence were identified through structured analytical data 

examination (Nowell et al., 2017). Each questionnaire was analysed manually to 

identify keywords that helped identify subthemes and capturing relevant details. These 

subthemes were then grouped into broader themes, allowing the researcher to formulate 

and report the general or even universal patterns that the gathered evidence identified. 

Based on all this, conclusions could finally be drawn on whether the hypotheses 

presented in this proposal can be accepted or should be rejected. 

3.5. Ethical considerations and risk assessment 

 No personal risks to the researcher were identified as inherent to conducting the 

proposed research project. However, any research involving real people always carried some 

ethical risks. The author followed the guidance in the Code of Ethics and Conduct (BPS, 2018) 

which demands obeisance of principles of respect, competence, responsibility and integrity. 

Respect for participants’ dignity was ensured by protecting their privacy and confidentiality, 

through anonymity of all questionnaires. Written consent was sought from all potential 

respondents as well, before the study was even begun. Self-determination was protected as 

well, by pairing the consent forms with information sheets that informed the participants of the 

aim and methods of research and dissemination. The complexity of relationships between 

organisation executives and their impact on coaching efficacy was a particularly sensitive 

matter here, meaning that extra efforts were needed to avoid a breach of trust, respect and 

confidentiality within those organisations.  

 To ensure data was analysed and interpreted accurately, the researcher strove to exhibit 

the best academic and personal integrity, honesty and accuracy, with caution taking precedence 

even when presenting research claims fully supported by empirical evidence. Bias was 

minimised and professionalism maximised by referring to this research methodology 
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throughout the entire course of the project, with mindfulness towards any areas where their 

expertise might be limited, in which case assistance and further theoretical knowledge were 

sough as needed.   

Finally, the ethical board of the researcher’s academic institution was consulted for 

approval, which was provided before the present study was commenced. 
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4. Findings 

4.1. Descriptive statistics 

4.1.1. Demographic characteristics 

The descriptive statistics analysis helped observed the demographic characteristics of 

the sample considered in the study. Most of the participants were male, approximately 97% 

(Figure 1 Appendix 1). 

Age-wise the sample consisted mostly of individuals ranging from 41 to 50-year olds 

(40%). The following highest category was that of those above 51 years old (35%) and the third 

highest ranking percentage was that of those between 31 and 40 years old (22%). Individuals 

below 31 years old represented only 3% of the sample (Figure 2 Appendix 1).    

The mean age was M=46 (SD=8.09) and the most often encountered age among 

participants was of 54. Ages were encompassed within a range of 33 years (Table 1 Appendix 

1).  

 

4.1.2. Descriptive statistics 

Since the analysis entails comparing participants’ results on the PSS pre-intervention 

and post-intervention, it was decided that the most appropriate statistical test would be the 

paired samples t test. This test helps establish whether there is a statistically significant 

difference between scores obtained by the same subjects on a specific dependent variable 

(Cramer and Howitt, 2004; Heyman, 2011). Here, we considered whether there was a 

statistically significant difference between the scores obtained by the 58 participants on the 

PSS before the positive psychology coaching intervention as compared to the PPS scores after 

the intervention. In order to perform the desired inferential statistics analysis, it was important 

to confirm that all four assumptions of a paired samples t test were met (Heyman, 2011).  
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The first assumption is that the dependent variable is a continuous variable, interval or 

ratio variable (Heyman, 2011). Here the dependent variable is the PSS score which is indeed 

an interval variable (Minium, King & Bear, 1993). The second assumption is that the 

observations are independent (Heyman, 2011). In this study there were 58 independent 

observations, with none of the participants being measured twice on the same time reference 

(i.e. pre-intervention or post-intervention). The third assumption for correctly performing a 

paired sample t test is that the dependent variable is approximately normally distributed. This 

was checked using the histograms generated through SPSS for both Pre PPI and Post PPI.  

Figure 3 (Appendix 1) indicates a normal distribution for the Pre PPI variable 

(M=27.36, SD=3.37). This is also confirmed by the low skewedness value (.064) reported in 

Table 2 Appendix 1). 

The Post PPI (Figure 4 appendix 1) variable also indicated and approximately normal 

distribution, with a skewedness value of .292 (Table 2 Appendix 1).   

The kurtosis values for the variables indicate that both Pre PPI (2.84) and Post PPI 

(2.41) have a leptokurtic distribution, with most of the values being distributed closely around 

the mean value (Beneviste, Goursat & Ruget, 1980).     

The fourth and final assumption that needed to be checked prior to performing the 

paired samples t test was that the dependent variable did not contain any outliers (Heyman, 

2011). In order to check for outliers, the Stem and Leaf plots were produced in SPSS for both 

Pre PPI (Figure 5 Appendix 1) and Post PPI (Figure 6 Appendix 1). 

Five outliers were identified in the Pre PPI distribution. These were scores higher than 

or equal to 34 or lower than or equal to 18.  

Two outliers were identified in the Post PPI distribution. These were scores higher than 

or equal to 31 or lower than or equal to 7. 
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In order to ensure that the paired samples t test was conducted correctly the outliers 

were eliminated through winsorization, namely by transforming the extreme values to 

eliminate the effect of the outliers (Turkey, 1962). Each extreme value was replaced by the 

following closest ranking value. For the Pre PPI variable scores for participants number 1 and 

43 were replaced with the value 23 and scores from participants number 16, 34 and 36 were 

replaced with value 31. For the Post PPI variable, the score for participant number 1 was 

replaced with value 13 and the score for participant number 36 was replaced with value 25.  

4.2. Inferential statistics 

After ensuring that all assumptions of the paired sample t test were met SPSS was used 

to conduct the test. The paired sample t test was used to evaluate the null hypothesis that there 

is no change in participants perceived stress level before and after being exposed to executive 

coaching delivered through positive psychology interventions in a C-Class Executives group 

(N=58). As reported in Table 3 below, the mean value for the Pre PPI was M=27.33(SD=2.39) 

and the mean value for Post PPI was M=18.31(SD=.41).  

 

Table 3. Paired sample statistics 

Table 4 indicates a statistically significant (p=.001) positive correlation (.764) between 

the two dependent variables. This suggests that the participants who scored a lower than 

average PSS score pre-intervention also scored a lower than average PPS score post-

intervention, and that participants who scored a higher than average PSS score pre-intervention 

also scored a higher than average PPS score post-intervention. The mean value of the Post PPI 
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is lower than that of the Pre PPI (Table 3). This, together with the statistically significant 

positive correlation identified between the two scores (Table 4), proves that coaching organised 

according to positive psychology principles resulted in reducing the level of perceived stress 

of the C-Class executives exposed to the intervention.       

  

Table 4. Paired sample correlations 

The mean difference of Pre PPI and Post PPI was M=9.02 (SD=2.23), and the t=30.82 

significant at p=.01 (Table 5). The results of the test indicated a statistically significant 

difference between the samples means, therefore providing sufficient evidence to reject the null 

hypothesis.     

 

Table 5. Paired sample t test   
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5. Data Analysis 

5.1. Discussion 

The results presented in the Findings chapter indicated that positive psychology 

interventions delivered within an executive coaching context contribute to changing C-Class 

Executives perceptions of stress. Additionally, the results demonstrated that all participants 

indicated a lower level of perceived stress post-intervention.  

Descriptive statistics indicated that, as anticipated, C-Class Executives experience high 

levels of stress (IoD, 2017). Pre-PPI levels of stress recorded a mean value of M=27.36 

(SD=3.36). This value suggests that most participants reported high levels of perceived stress 

(Cohen, 1994). Post-intervention reports had a mean value of M=18.31 (SD=3.67), therefore 

proving that the perceived stress levels decreased from low to moderate (Cohen, 1994).  

As mentioned before, scholars (Cooper & Cartwright, 1997; Wright, 2007) have stated 

that coaching-based approached are among the most effective means of reducing workplace 

stress. As this study has tested the effect of such interventions, its positive results confirm those 

of previous researchers (Cooper & Cartwright, 1997; Wright, 2007). This suggests that the 

intervention whose effects were analysed here should be considered as a relevant alternative to 

programs and policies focused on sanctioning employees’ misbehaviour. Tarafdar et al. (2007) 

have argued that replacing punishment for negative behaviour with preventive measures that 

are proven to contribute to reduce employees’ negative behaviour is a more effective approach. 

Considering the results reported here executive coaching through positive psychology 

interventions, can be such a preventive measure.      

This study focused on executive coaching as opposed to group coaching so as to follow 

the direction indicated by previous research (Grant et al., 2009; 2010; Gyllensten and Palmer, 

2005; Jones et al., 2014; Ladegård, 2011; Theeboom et al., 2014) which suggested that the 
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latter is more effective than the former. One of this study’s limitations is that it does not test 

for the difference between the effect of executive coaching as compared to that of group 

coaching, but the significant decrease in perceived stress levels from low to moderate, is a 

significantly powerful argument that executive coaching is indeed an effective approach.   

Past studies (Bolier et al., 2013; Kaufman, 2006; Meyers et al., 2012; Seligman et al., 

2005) have proven that PPIs contribute to reducing stress. The current study confirmed these 

results by testing the effect of PPI delivered through executive coaching. The reduced levels of 

perceived stress post-intervention confirmed that indeed PPIs are effective in reducing stress 

for C-Class Executives. Although the relevance of the results obtained in the current study 

cannot be contested, it is however important to note another limitation that could be addressed 

in future research. Based on two assumptions derived from previous research (1- executive 

coaching is effective, 2- PPIs are effective) the current study explores the cumulated effect of 

executive coaching and PPI without analysing the extent to which each of these contribute to 

the final result. Future research could consider exploring this aspect.  

The PPI used here relied on strength intervention and ‘savouring’. Individuals were 

coached to focus on their physical, social and mental resources and to recognise these as 

contributing factors to their success (Aspinwall et al., 2004). The strength intervention taught 

C-Class executives to acknowledge their potential for personal growth and to use their 

resources to further develop their strengths. Additionally, “savouring” was also introduced as 

a component of the PPI. Research participants were taught to appreciate the positive aspects of 

life (Bryant & Veroff 2007). They were guided to become mindful of their pleasant 

experiences, so as to be able to truly savour it.  There were no items in the scales directly 

measuring the participants’ perceptions of strength interventions and savouring. Despite this it 

can be inferred that the C-Class executives appreciated these as being beneficial and effective 

considering that both pre-intervention and post-intervention measures relied on the participants 
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recollections. The perceived positive effects of the intervention on reducing stress, stand as 

proof that the C-Class executives appreciated the strength and savouring positive psychology 

interventions as being effective and beneficial.  

    

5. 2. Study limitations 

Most of the current study’s limitations are consequences of the limited resources (i.e. 

time) available for conducting the research. These are pointed out here rather as premises for 

future research, than as points of criticism for the current one.  

As mentioned before the research does not compare the impact of executive coaching 

with that of group coaching, nor does it compare the effect of PPIs to that of alternative 

interventions on reducing the stress perceived by C-Class executives.  

The results showed a significant reduction in perceived stress levels (from low to 

moderate) in the post-intervention condition as compared to the pre-intervention condition, 

however, there was no control group to observe whether the same effect would have been noted 

without the intervention, as a consequence of time passing. The systematic decrease (confirmed 

by the positive correlation observed) suggests that the effect was due to the intervention, 

however, solid empirical evidence, which could be obtained by introducing a control group in 

the research design would help prove this.  

Another limitation is that for the pre-intervention condition the research relies on data 

collected based on participants’ recollections. Their perceptions of past experiences of stress 

may be altered and are therefore less reliable than data that would have really been collected at 

the time.  
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6. Conclusion 

6.1. Conclusions 

The most salient conclusion of the current research is that indeed executive coaching 

delivered as a positive psychology intervention is a measure worth considering when devising 

programs or policies meant to reduce employees’ levels of perceived work stress.  

For the purpose of clarity, it is worth discussing the study’s conclusions in relation to 

its initially announced research questions.  

The following research questions were considered:  

(1) Are savouring and strength positive psychology interventions perceived as beneficial and 

effective by C-Class executives that had received the coaching? 

The executive coaching intervention was designed to incorporate savouring and 

strength positive psychology approaches. There are three empirically based arguments to 

support a positive answer for this first research question: (1) there was a statistically significant 

positive correlation between the pre-intervention and post-intervention PSS scores, (2) there 

was a statistically significant difference between the men values of pre-intervention and post-

intervention scores and (3) the mean value of the post intervention scores was lower than the 

mean value of the pre-intervention scores. Additionally, although collected with a standardised 

instrument, the PSS (Cohen, 1994) the scores are self-reported measures, therefore proving that 

it was the subjective perception of the participants which suggested that the savouring and 

strength positive psychology interventions are beneficial and effective. In conclusion, the C-

Class executives who received executive coaching perceived the savouring and strength 

positive psychology interventions perceived as beneficial and effective.    

(2) Did the interventions result in decrease in the instances (and/or severity) of stress in the C-

Class executives’ life? 
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The pre-intervention PSS scores had a higher mean value (high stress) than the post 

intervention ones (moderate stress) and the values of the two scores were significantly 

correlated. This suggests that the intervention resulted in decreased levels of perceived stress.  

  

6.2. Recommendations for practice 

Considering the positive effects of the PPI used here it is recommended that future 

programmes and policies aiming to address stress related work programmes (i.e. absenteeism, 

low productivity etc.) to consider the option of using similar interventions. These could be used 

both to reduce the severity of such problems once observed, as well as to mitigate the risk of 

being confronted with such problems, therefore as preventive measures. The focus of the 

current research makes it evident that such interventions can be used with employees who carry 

significant responsibilities and who are consequently exposed to high levels of stress such as 

C-Class executives. There is no reason to believe that the effects would be less significant for 

employees handling fewer responsibilities.      

 

6.3. Recommendations for future research 

The limitations of the current research highlighted in the previous chapter serve as 

relevant starting points for recommending some possible directions for future research. As such 

future studies interested in the same subject could: 

- explore the effect of PPI in a comparative approach between executive coaching and group 

coaching; 

- explore whether the difference in PSS scores pre and post intervention is significantly 

different than those of a control group measured at similar time differences; 
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- explore the effect of the intervention in a more reliable context, namely measuring the 

participants’ perceived stress prior to the intervention and then again after it, rather than relying 

on their memory for data collection. This would enhance the accuracy of the measures and 

would help address potential criticism targeting this aspect.     
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8. Appendices  

Appendix 1: Supporting tables & Figures 

 

 

Figure 1. Gender distribution of participants 

 

 

 

 

Figure 2. Age distribution of participants 
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Table 1. Descriptive statistics age 

 

 

 

 

Figure 3. Histogram for Pre PPI variable 
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Figure 4.  Histogram for Post PPI variable 

 

 

 

 

Table 2. Descriptive statistics for Pre PPI and Post PPI  
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Figure 5. Stem and Leaf plot for Pre PPI 

 

 

Figure 6.  Stem and Leaf plot for Post PPI 
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Appendix 2: Journal Selection Rationale  

Title of Work: Is there any impact of positive psychology interventions across UK large 

business private sector C-Class Coaching, in reducing stress? 

Journal Title: Journal of Business and Psychology 

https://www.springer.com/psychology/journal/10869 

Editor in Chief: Steven G Rogelberg. 

Rationale: 

Scope & Aims: Having researched several journals for submission, I selected the Journal of 

Business and Psychology for the following reasons: 

• the journal accepts empirical studies in the area of positive psychology is a peer-reviewed 

academic journal, which focuses on areas including organisational behaviour which sits well 

in relation to my research on stress in the C-class environment 

• the journal encourages research within my chosen field and is business related 

• the length of manuscript, which is up to 10, 000 words. 

• the submission guidelines are clear. 

• the journal has a reasonable impact factor 1.730 (2012) 

Alternative Choices: 

The International Journal of Stress Management 

The journal covers all aspects of stress management which at face value would make it a good 

first choice, however the submission guidelines restrict study papers to 35 double spaces pages 

which would leave my word count short of the minimum submission criteria for the dissertation 

 

https://www.springer.com/psychology/journal/10869
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Appendix 3: Journal submission requirements  

Taken from https://www.springer.com/psychology/journal/10869 

Instructions for Authors 

General Inquires 
Inquiries regarding journal policy and other general topics should be sent to the Editor: 

Stefan G. Hofmann e-mail: shofmann@bu.edu 

Department of Psychology 

Boston University 

648 Beacon Street, 6th Fl 

Boston, MA 02215 

MANUSCRIPT SUBMISSION 

Manuscripts in English, should be submitted to the Editor via the journals web−based online manuscript submission 

and peer−review system – Editorial Manager. Click on Submit Online 

• https://www.editorialmanager.com/cotr/ 

ORIGINALITY OF WORK AND COPYRIGHT 

Submission of a manuscript assumes that the paper is original to the authors; that it has not been published before; 

that it is not under consideration for publication anywhere else; that its publication has been approved by all co-

authors, if any, as well as by the responsible authorities – tacitly or explicitly – at the institute where the work has 

been carried out. The publisher will not be held legally responsible should there be any claims for compensation. 

A statement transferring copyright from the authors (or their employers, if they hold the copyright) to Springer 

Science+Business Media, LLC will be required before the manuscript can be accepted for publication. This written 

transfer of copyright is necessary under U.S. Copyright Law in order for the publisher to carry through the 

dissemination of research results and reviews as widely and effectively as possible. Upon acceptance of your article 

you will receive a link to the special Author Query Application at Springer’s web page where you can sign the 

Copyright Transfer Statement online. Once the Author Query Application has been completed, your article will be 

processed and you will receive the proofs. 

Authors wishing to include figures, tables, or text passages that have already been published elsewhere are required 

to obtain permission to use such material from the copyright holder. 

MANUSCRIPT STYLE AND FORMAT 

Manuscripts should be prepared in APA style according to the 6th Edition of the APA Publication manual. Please note, 

that Springer will use a slightly modified version of APA style which conforms to Springer House Style. 

All pages should be typed double−spaced and numbered (including pages containing the title, authors names and 

affiliation footnotes, abstract, acknowledgments, references, tables, and figure caption list). 

A title page is to be provided and should include the title of the article, authors’ names (no degrees), authors’ 

affiliations, and suggested running head. The affiliation should comprise the department, institution (usually 

university or company), city, and state (or nation) and should be typed as a footnote to the authors name. The 

suggested running head should be less than 80 characters (including spaces) and should comprise the article title or 

an abbreviated version thereof. For office purposes, the title page should include the complete mailing address, 

telephone number, fax number and e−mail address of the one author designated to review proofs. 

An abstract following APA guidelines is to be provided, preferably no longer than 75–150 words. 

 

 

https://www.springer.com/psychology/journal/10869
https://www.editorialmanager.com/cotr/


47 

RUNNING HEAD    IMPACT OF PPI’S ON C-CLASS STRESS 

BLIND REVIEW 

CTR does only blind reviews (see the APA Publication Manual). Every effort will be made to expedite feedback to the 

author and to effect rapid publication of accepted manuscripts. 

ETHICAL RESPONSIBILITIES OF AUTHORS 

This journal is committed to upholding the integrity of the scientific record. As a member of the Committee on 

Publication Ethics (COPE) the journal will follow the COPE guidelines on how to deal with potential acts of 

misconduct. 

Authors should refrain from misrepresenting research results which could damage the trust in the journal, the 

professionalism of scientific authorship, and ultimately the entire scientific endeavour. Maintaining integrity of the 

research and its presentation is helped by following the rules of good scientific practice, which include*: 

• The manuscript should not be submitted to more than one journal for simultaneous consideration. 

• The submitted work should be original and should not have been published elsewhere in any form or 

language (partially or in full), unless the new work concerns an expansion of previous work. (Please 

provide transparency on the re-use of material to avoid the concerns about text-recycling (‘self-

plagiarism’). 

• A single study should not be split up into several parts to increase the quantity of submissions and 

submitted to various journals or to one journal over time (i.e. ‘salami-slicing/publishing’). 

• Concurrent or secondary publication is sometimes justifiable, provided certain conditions are met. 

Examples include: translations or a manuscript that is intended for a different group of readers. 

• Results should be presented clearly, honestly, and without fabrication, falsification or inappropriate data 

manipulation (including image based manipulation). Authors should adhere to discipline-specific rules 

for acquiring, selecting and processing data. 

• No data, text, or theories by others are presented as if they were the author’s own (‘plagiarism’). Proper 

acknowledgements to other works must be given (this includes material that is closely copied (near 

verbatim), summarized and/or paraphrased), quotation marks (to indicate words taken from another 

source) are used for verbatim copying of material, and permissions secured for material that is 

copyrighted. 

Important note: the journal may use software to screen for plagiarism. 

• Authors should make sure they have permissions for the use of software, questionnaires/(web) surveys and 

scales in their studies (if appropriate). 

• Authors should avoid untrue statements about an entity (who can be an individual person or a company) or 

descriptions of their behavior or actions that could potentially be seen as personal attacks or allegations 

about that person. 

• Research that may be misapplied to pose a threat to public health or national security should be clearly 

identified in the manuscript (e.g. dual use of research). Examples include creation of harmful consequences 

of biological agents or toxins, disruption of immunity of vaccines, unusual hazards in the use of chemicals, 

weaponization of research/technology (amongst others). 

• Authors are strongly advised to ensure the author group, the Corresponding Author, and the order of 

authors are all correct at submission. Adding and/or deleting authors during the revision stages is generally 

not permitted, but in some cases may be warranted. Reasons for changes in authorship should be explained 

in detail. Please note that changes to authorship cannot be made after acceptance of a manuscript. 

*All of the above are guidelines and authors need to make sure to respect third parties rights such as copyright 

and/or moral rights. 

Upon request authors should be prepared to send relevant documentation or data in order to verify the validity of the 

results presented. This could be in the form of raw data, samples, records, etc. Sensitive information in the form of 

confidential or proprietary data is excluded. 

If there is suspicion of misbehavior or alleged fraud the Journal and/or Publisher will carry out an investigation 

following COPE guidelines. If, after investigation, there are valid concerns, the author(s) concerned will be contacted 
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under their given e-mail address and given an opportunity to address the issue. Depending on the situation, this may 

result in the Journal’s and/or Publisher’s implementation of the following measures, including, but not limited to: 

• If the manuscript is still under consideration, it may be rejected and returned to the author. 

• If the article has already been published online, depending on the nature and severity of the infraction: 

- an erratum/correction may be placed with the article 

- an expression of concern may be placed with the article 

- or in severe cases retraction of the article may occur. 

The reason will be given in the published erratum/correction, expression of concern or retraction note. Please note 

that retraction means that the article is maintained on the platform, watermarked “retracted” and the explanation 

for the retraction is provided in a note linked to the watermarked article. 

• The author’s institution may be informed 

• A notice of suspected transgression of ethical standards in the peer review system may be included as part of 

the author’s and article’s bibliographic record. 

Fundamental errors 

Authors have an obligation to correct mistakes once they discover a significant error or inaccuracy in their published 

article. The author(s) is/are requested to contact the journal and explain in what sense the error is impacting the 

article. A decision on how to correct the literature will depend on the nature of the error. This may be a correction or 

retraction. The retraction note should provide transparency which parts of the article are impacted by the error. 

Suggesting / excluding reviewers 

Authors are welcome to suggest suitable reviewers and/or request the exclusion of certain individuals when they 

submit their manuscripts. When suggesting reviewers, authors should make sure they are totally independent and 

not connected to the work in any way. It is strongly recommended to suggest a mix of reviewers from different 

countries and different institutions. When suggesting reviewers, the Corresponding Author must provide an 

institutional email address for each suggested reviewer, or, if this is not possible to include other means of verifying 

the identity such as a link to a personal homepage, a link to the publication record or a researcher or author ID in the 

submission letter. Please note that the Journal may not use the suggestions, but suggestions are appreciated and may 

help facilitate the peer review process. 

COMPLIANCE WITH ETHICAL STANDARDS 

To ensure objectivity and transparency in research and to ensure that accepted principles of ethical and professional 

conduct have been followed, authors should include information regarding sources of funding, potential conflicts of 

interest (financial or non-financial), informed consent if the research involved human participants, and a statement 

on welfare of animals if the research involved animals. 

Authors should include the following statements (if applicable) in a separate section entitled “Compliance with 

Ethical Standards” when submitting a paper: 

• Disclosure of potential conflicts of interest 

• Research involving Human Participants and/or Animals 

• Informed consent 

Please note that standards could vary slightly per journal dependent on their peer review policies (i.e. single or 

double blind peer review) as well as per journal subject discipline. Before submitting your article check the 

instructions following this section carefully. 

The corresponding author should be prepared to collect documentation of compliance with ethical standards and 

send if requested during peer review or after publication. 

The Editors reserve the right to reject manuscripts that do not comply with the above-mentioned guidelines. The 

author will be held responsible for false statements or failure to fulfill the above-mentioned guidelines. 

DISCLOSURE OF POTENTIAL CONFLICTS OF INTEREST 

Authors must disclose all relationships or interests that could influence or bias the work. Although an author may not 

feel there are conflicts, disclosure of relationships and interests affords a more transparent process, leading to an 

accurate and objective assessment of the work. Awareness of real or perceived conflicts of interests is a perspective 
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to which the readers are entitled and is not meant to imply that a financial relationship with an organization that 

sponsored the research or compensation for consultancy work is inappropriate. Examples of potential conflicts of 

interests that are directly or indirectly related to the research may include but are not limited to the following: 

• Research grants from funding agencies (please give the research funder and the grant number) 

• Honoraria for speaking at symposia 

• Financial support for attending symposia 

• Financial support for educational programs 

• Employment or consultation 

• Support from a project sponsor 

• Position on advisory board or board of directors or other type of management relationships 

• Multiple affiliations 

• Financial relationships, for example equity ownership or investment interest 

• Intellectual property rights (e.g. patents, copyrights and royalties from such rights) 

• Holdings of spouse and/or children that may have financial interest in the work 

In addition, interests that go beyond financial interests and compensation (non-financial interests) that may be 

important to readers should be disclosed. These may include but are not limited to personal relationships or 

competing interests directly or indirectly tied to this research, or professional interests or personal beliefs that may 

influence your research. 

The corresponding author collects the conflict of interest disclosure forms from all authors. (Please note that each 

author should complete a disclosure form.) Examples of forms can be found 

• here: 

The corresponding author will include a summary statement on the title page that is separate from their 

manuscript, that reflects what is recorded in the potential conflict of interest disclosure form(s). 

Please make sure to submit all Conflict of Interest disclosure forms together with the manuscript. 

See below examples of disclosures: 

Funding: This study was funded by X (grant number X). 

Conflict of Interest: Author A has received research grants from Company A. Author B has received a speaker 

honorarium from Company X and owns stock in Company Y. Author C is a member of committee Z. 

If no conflict exists, the authors should state: 

Conflict of Interest: Author A, Author B, and Author C declare that they have no conflict of interest. 

 

 

 

 

 

 

 

 

https://www.springer.com/gp/authors-editors/journal-author/journal-author-helpdesk/publishing-ethics/14214
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Appendix 4: Participation Invitation Letter 

 

 

 
 

PARTICIPANT INVITATION LETTER 
 
 
Thank you for showing initial interest in supporting my research study. Before you agree it is 
important that you understand what your participation would involve. Please take time to 
read the following information carefully.   
 
Who am I? 
 
My name is Alan Ball and I am a postgraduate student in the School of Psychology at the 
University of East London and am studying for a MAPPCP (MSc Applied Positive 
Psychology & Coaching Psychology). As part of my studies I am conducting the research 
you are being invited to participate in. 
 
What is the research? 
 
I am conducting research into the effect of positive psychological interventions and the 
reduction of stress in C-Class Executives in large businesses in the private sector. The title 
of my research is  
 
“Is there any impact of positive psychology interventions across UK large business 
private sector C-Class Coaching, in reducing stress”? 
 
Positive Psychological Interventions (PPI’s) have been used successfully in recording a 
reduction in stress, however, few studies exist specifically for C-Class Executives. 
 
The research will collate responses via anonymous questionnaires and combine these 
responses in order to gain knowledge in the first-hand experience of C-class Executives who 
have undertaken PPI’s, and what evidence is there to answer the question raised in my 
research title. 
 
My research has been approved by the School of Psychology Research Ethics Committee. 
This means that my research follows the standard of research ethics set by the British 
Psychological Society.  
 
Why have you been asked to participate?  
 
You have been invited to participate in my research as someone who fits the kind of person, 
I am looking for to help me explore my research topic. The criteria for participation are that 
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• You are a C-Class Executive, in that you have a title of CEO, CFO, CIO, COO 

• You are employed in the private sector 

• You are classed as a large business, in that you have more than 250 employees 

• You have received executive business coaching in the last 12 months 

• As part of your executive business coaching, you participated in either a “savouring” 
or “strengths” based positive psychological intervention (PPI). 

 
I emphasise that I am not looking for ‘experts’ on the topic I am studying. You will not be 
judged or personally analysed in any way and you will be treated with respect.  
 
You are quite free to decide whether to participate and should not feel coerced. 
 
You will not be eligible for the study if you are currently receiving any treatment for 
psychiatric or psychological support; nor have received such support for the two years prior 
to the completing of the study. 
 
 
What will your participation involve? 
 
If you agree to participate you will be asked to participate in the following way 
 

• Agree to participate in the research 

• Sign a consent form for data to be used (this can be withdrawn, please see below) 

• Complete an online questionnaire via a program “survey method”, this will take 
approx. 15 minutes to complete and is in the form of multiple scale questions. 

• The completion of the questionnaire will require you to have access to a computer, 
smart phone or tablet device. 

 
I am unable to pay you for participating in my research, but your participation would be very 
valuable in helping to develop knowledge and understanding of my research topic. 
 
Your taking part will be safe and confidential  
 
Your privacy and safety will always be respected. This will be achieved by: 
 

• You will not be identified by the data collected, on any written material resulting from the 
data collected, or in any write-up of the research.  

• Participants do not have to answer all questions asked of them and can stop their 
participation at any time before submission of your completed questionnaires 

• Any free form text that you provide, may be used in my research but your name and 
identification will be anonymised by using a pseudonym. 

• Your safety is of paramount importance, should answering the questions cause you any 
difficulties, you can stop at any time, you can also email me if you are unsure of any 
questions or how to complete the questionnaires at u1628061@uel.ac.uk 

 
 
What will happen to the information that you provide? 
 
What I will do with the material you provide will involve the following 
 

• The questions answered online will be collated anonymously and I will have access 
to the collated data from all responses. 
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• The completed data set will be used as part of my research to analyse the results 
from all participants. I will not be referring to any named individual or make any 
comment that will identify who you might be 

• The completed research will be presented as part of my final dissertation and 
potentially published in one of the psychology journals or any other publication who 
shows an interest in publishing it with my permission. 

• Once my data set is completed and the study results compiled, all your data, contact 
details, will be destroyed. The completed data set will be retained as evidence of my 
research and the statistical credibility. 

 
 
What if you want to withdraw? 
 
You are free to withdraw from the research study at any time without explanation, 
disadvantage or consequence. However, if you withdraw, I would reserve the right to use 
material that you provide up until the point of my analysis of the data. I expect this to be 
three weeks from the point of submission of your completed questionnaire.  
 
 
Contact Details 
 
If you would like further information about my research or have any questions or concerns, 
please do not hesitate to contact me.  
 
Alan Ball – Email   u1628061@uel.ac.uk 
 
If you have any questions or concerns about how the research has been conducted please 

contact the research supervisor Sok-Ho Trinh, School of Psychology, University of East 
London, Water Lane, London E15 4LZ,  

Email: t.sok-ho@uel.ac.uk 
 
 

or  
 

Chair of the School of Psychology Research Ethics Sub-committee: Dr Tim Lomas, School 
of Psychology, University of East London, Water Lane, London E15 4LZ. 

(Email: t.lomas@uel.ac.uk) 
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Appendix 5: Participation Debrief Sheet 

 

 

 
 

PARTICIPANT DEBRIEF LETTER 
 

University Of East London 
 
“Is there any impact of positive psychology interventions across UK large business 
private sector C-Class Coaching, in reducing stress”? 
 
I’d like to take the time to sincerely thank you for participating in this study. Despite the 
importance of the topic, there has been very little research and, subsequently a lack of clarity 
and theory with regards to the ability for Executive Coaching, and in particular Positive 
Psychological Interventions (PPI’s), in supporting executives in managing stress.  
 
With this research study I hope to be able to identify the impact of Executive Coaching and 
PPI’s across large business, private sector C-Class Executives and what success has been 
delivered through this method. It is envisaged that the research will be published and open 
up the discussion and action amongst Chairs and Stakeholders in organisations in support of 
our C-Class Executives and the challenges they face. 
 
Please keep your Unique Participant Number safe in case you wish to withdraw from the 
study. You can do this up until 3 weeks after you have submitted the questionnaire by 
contacting me on the email addresses shown on the consent letter ( u1628061@uel.ac.uk ). 
 
Please don’t hesitate to contact me if you have any questions or concerns with regards to 
the study. If any challenging material did surface during the completion of the 
questionnaires, I would encourage you to discuss this with your Executive Coach, your GP 
or by contacting MIND on 0300 123 3393 or the Samaritans on 116 123 
 
 
One last big thank you for your input 
 
Alan Ball LLB MBA 

 

 

 

mailto:u1628061@uel.ac.uk
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Appendix 6: Consent Forms 

UNIVERSITY OF EAST LONDON 

 

Consent to participate in a research study 

 

“Is there any impact of positive psychology interventions across UK large 

business private sector C-Class Coaching, in reducing stress”? 

 

I have the read the participation invitation letter relating to the above research study and 

have been given a copy to keep. The nature and purposes of the research have been 

explained to me, and I have had the opportunity to discuss the details and ask questions 

about this information. I understand what is being proposed and the procedures in which I 

will be involved have been explained to me. 

 

I understand that my involvement in this study, and data from this research, will remain 

strictly confidential. Only the researcher involved in the study will have access to identifying 

data. It has been explained to me what will happen once the research study has been 

completed. 

 

I hereby freely and fully consent to participate in the study which has been fully explained to 

me. Having given this consent I understand that I have the right to withdraw from the study 

at any time without disadvantage to myself and without being obliged to give any reason. I 

also understand that should I withdraw; the researcher reserves the right to use my 

anonymous data after analysis of the data has begun. 

 

Participant’s Name (BLOCK CAPITALS)  

 

………………………………………………………………………………………. 

 

Participant’s Signature  

 

……………………………………………………………………………………….. 

 

Researcher’s Name (BLOCK CAPITALS)  

 

……………………………………………………………………………………….. 

 

Researcher’s Signature  

 

………………………………………………………………………………………… 

 

 

Date: ……………………..……. 
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Appendix 7: Questionnaires  

A) Perceived Stress scale (Cohen, Kamarck & Mermelstein, 1983) 

 

 

The questions in this scale ask you about your feelings and thoughts during the period before 

you undertook the positive psychological interventions noted. In 

each case, you will be asked to indicate by circling how often you felt or thought a certain 

way. 

 

Name __________________________________________Date _________ 

Age ________                                                                       Gender (Circle): M F  

 

0 = Never 1 = Almost Never 2 = Sometimes 3 = Fairly Often 4 = Very Often 

 

 

1. In the last month, how often have you been upset because of  

something that happened unexpectedly?      0 1 2 3 4 

 

2. In the last month, how often have you felt that you were unable 

to control the important things in your life?       0 1 2 3 4 

 

3. In the last month, how often have you felt nervous and “stressed”?  0 1 2 3 4 

 

4. In the last month, how often have you felt confident about your ability 

to handle your personal problems?        0 1 2 3 4 

 

5. In the last month, how often have you felt that things 

were going your way?         0 1 2 3 4 

 

6. In the last month, how often have you found that you could not cope 

with all the things that you had to do?       0 1 2 3 4 

 

7. In the last month, how often have you been able 

to control irritations in your life?       0 1 2 3 4 

 

8. In the last month, how often have you felt that you were on top of things? 0 1 2 3 4 

 

9. In the last month, how often have you been angered 

because of things that were outside of your control?      0 1 2 3 4 

 

10. In the last month, how often have you felt difficulties 

were piling up so high that you could not overcome them?     0 1 2 3 4 
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B) Perceived Stress scale (Cohen, Kamarck & Mermelstein, 1983) 

 

 

The questions in this scale ask you about your feelings and thoughts during the last month. 

In each case, you will be asked to indicate by circling how often you felt or thought a certain 

way. 

 

Name __________________________________________Date _________ 

Age ________                                                                       Gender (Circle): M F  

 

0 = Never 1 = Almost Never 2 = Sometimes 3 = Fairly Often 4 = Very Often 

 

 

2. In the last month, how often have you been upset because of  

something that happened unexpectedly?      0 1 2 3 4 

 

2. In the last month, how often have you felt that you were unable 

to control the important things in your life?       0 1 2 3 4 

 

3. In the last month, how often have you felt nervous and “stressed”?  0 1 2 3 4 

 

4. In the last month, how often have you felt confident about your ability 

to handle your personal problems?        0 1 2 3 4 

 

5. In the last month, how often have you felt that things 

were going your way?         0 1 2 3 4 

 

6. In the last month, how often have you found that you could not cope 

with all the things that you had to do?       0 1 2 3 4 

 

7. In the last month, how often have you been able 

to control irritations in your life?       0 1 2 3 4 

 

8. In the last month, how often have you felt that you were on top of things? 0 1 2 3 4 

 

9. In the last month, how often have you been angered 

because of things that were outside of your control?      0 1 2 3 4 

 

10. In the last month, how often have you felt difficulties 

were piling up so high that you could not overcome them?     0 1 2 3 4 
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Appendix 8: Research Timetable 

 

 

 

 

Oct Nov Dec Jan Feb Mar Apr May June

Finalise Research subject matter 10/1 10/31

Litterature search 10/10 11/30

Prepare assessed workshop document 11/1 11/14

Submit assessed workshop document 12/1 12/31

Complete 2 assessed workshop feedback 12/20 12/20

Progress session with supervisor 1/1 1/23

Complete ethics form for submiossion 11/7 11/24

Identify potetntial participants 2/1 3/31

Build questionaire and idenify provider 11/1 12/31

Write research proposal 10/1 1/1

Submit research proposal 1/5 1/5

Recruit participants 3/1 3/20

Send out questionaires 3/21 3/31

Analyse results 4/1 4/20

Diseminate results for publication 1/24 2/10

Write dissertation 12/1 5/7

Supervisor Review 5/4 5/8

Submit dissertation 5/9

Qtr 3Qtr 2

Research Timetable

TASK NAME
START 

DATE
END DATE

Qtr 1


