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Abstract

:

Burnout, a negative job-related psychological state common with health professionals, results in valuable healthcare research loss. Team mindfulness, promoting work engagement, represents an aspect effective in reducing burnout. In a series of diverse-membership academic meetings intended to reduce research burnout—employing writing prompts, doodling, and continuous developmental feedback—team mindfulness was demonstrated when conducted in person. Therefore, whether team mindfulness is evident when meetings are held online is relevant. During the first eighteen months of COVID-19 limitations requiring these meetings to be online, it was previously reported that team mindfulness was diminished. Question-asking, submitted doodles, and feedback responses were analyzed for the following year of the same group, both quantitively and qualitatively, and with respect to COR theory, to determine if the result persisted. Team mindfulness was also compromised in the second year with respect to the entire group but not regarding the individual relationship with the facilitator. For a diverse-membership group to demonstrate team mindfulness, it is suggested that creating and using avatars similar to those used in online games might be effective. To continue the successful aspect of team mindfulness found online for this group or similarly designed groups, a one-on-one meeting between participant and facilitator is recommended.
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1. Introduction


Burnout is a negative, job-related psychological state first identified in the 1970s and exhibited through physical fatigue, emotional exhaustion, and loss of motivation [1]. It arises from prolonged chronic interpersonal stressors associated with work in three key dimensions: overwhelming exhaustion, negative work-related feelings of cynicism and disassociation, and a sense of futility from perceived job-affiliated failure [2]. It has been particularly associated with health professions [3]. For health researchers and their employers, this equates to a loss of valuable research [4]. As burnout is directly associated with depression and anxiety [5,6], it is important to develop practices with health researchers to diminish their depression and anxiety by reducing burnout.



There have been various approaches taken to assess and mitigate burnout. These have been divided into [7]: (1) interpersonal approaches, including three perspectives: multidimensional [8], existential [9], and those arising from Social Comparison Theory [10]; (2) individual approaches: concerned with the nature and etiology of the phenomenon [11], developing a framework for burning out [12], and the Conservation of Resources (COR)—a general stress theory applied to burnout [13]; and (3) organizational approaches considering the role of professional self-efficacy [14], social support [15], creativity enhancement [16], and of organization healthiness [17]. With respect to COVID-19, a burnout theory that has been particularly employed is the COR theory [18,19]. Basic to COR theory is that individuals strive to obtain and maintain what they value, referred to as resources. When work-related circumstances threaten these resources, stress ensues [13]. In changing the nature of health professionals’ work, the relationships among colleagues and those they service, the hours worked, and the speed at which work has had to be performed, what health professionals are found to value with respect to their work has been significantly stressed as a result of COVID-19 [20].



One component to reduce burnout in health researchers is to encourage team mindfulness, where mindfulness itself can be defined as intentionally paying attention in the present moment and in a non-judgmental way with respect to the flow of experience [21]. Following from this is team mindfulness, a construct first developed in 2017, recognized as “a shared belief among team members that their interactions are defined by a non-judgmental awareness and an attention in processing within-team experiences” [22] (p. 326). With respect to how a meeting environment is created and maintained, team mindfulness is an important consideration in enhancing work-related personal fulfillment [23]. This is evident when the experiences of team members, as well as their objectives, tasks, roles, and structures, are collectively and regularly acknowledged non-judgmentally by team members [24]. Although studies concerning mindfulness as a personal trait have been conducted in relation to COVID-19 limitations, to date [18,25,26], there has been little research related to the value of team mindfulness in reducing burnout in health researchers. The research to be presented here continues with the previous research by the author in this regard [27,28].



Team mindfulness is an important ingredient in reducing burnout within groups [29] by promoting trust among team members. Trust has been found to have positive effects in organizations on employee well-being and performance [30], particularly during COVID-19 [18,31]. Mindfulness is not only a trait particular to certain people but also something that can be learned [25]. As it can be learned and is important to developing trust, team mindfulness represents something that can help people cope effectively with team-related stress during the COVID-19 pandemic. Team mindfulness, like mindfulness itself, can lower burnout by helping team members respond with conscious awareness to pandemic challenges as well as accept the situation and the restrictions to a greater degree. Furthermore, it promotes the belief that the pandemic can be overcome, unlike maladaptive coping strategies such as blaming [26].



In contrast to burnout, work engagement is a positive and fulfilling work-related state of mind characterized by vigor, dedication, and absorption in the task at hand [32]. An essential psychological experience of individuals, work engagement connects resources and performance [33], producing interacting results, including interpersonal trust among team members [34]. Aspects necessary for reengagement by researchers who sustain burnout to experience work engagement include the need for professional autonomy and a feeling of community based on such trust with fair and equitable treatment among members [2].



Researcher burnout worldwide has been particularly affected by COVID-19, yet it is an overlooked area with respect to improving researchers’ mental health [35]. This is so despite approximately 40% of health researchers having been found to feel burnout as a result of COVID-19 and intending to leave their jobs as a consequence [36]. In meeting this global challenge, the importance of online mental health support has been noted [37], and once the pandemic is over, these types of online groups will continue to be prominent [38].



One specific series of in-person academic meetings intended to reduce burnout in health researchers was able to develop team mindfulness and work engagement through the following: prompts provided by the facilitator; questions group members asked of each other in responding to writing prompts; questions asked in relation to their doodles (both encouraged and shared at the end of each session); and feedback provided at the end of each term [39]. This series of academic meetings is the University of Toronto Health Narratives Research Group (HeNReG) facilitated by this author [40]. Two of its important features intended to promote team mindfulness are its diverse membership and the continuous developmental feedback method employed. The purpose of these academic meetings is to reenergize and sustain career-long health-related research and decrease burnout from research-related anxiety and depression.



In the years when the HeNReG was able to meet in person, two dimensions of team mindfulness were evident: receptive, open, and non-judgmental experiential processing and aware attention to present perceptions in relation to the function of the group [22]. However, during the first year and a half of lockdown as a result of COVID-19, when meetings were no longer conducted in person, the aware attention to present perceptions was lost to the group, although the receptive, open, and non-judgmental experiential processing of the group’s interactions remained within the online meetings through the private Facebook group. The key component of aware attention to present perceptions that was lost in online meetings in response to the limitations of COVID-19 was active listening [41] by the participants to other group members regarding their responses to the writing prompts and to each other’s in-person descriptions of their doodles.



COVID-19 is a novel bat-originating coronavirus, SARS CoV-2 [42], first identified as infecting humans 25 November 2019 in Wuhan, China [43]. On 30 January 2020, the World Health Organization (WHO) declared the COVID-19 outbreak a public health emergency of international concern (PHEIC), the WHO’s highest level of alarm. After 41 days, on 11 March 2020, the WHO reclassified the COVID-19 outbreak as a pandemic [44]. In response to the WHO’s declaration of a pandemic, as of 12 March 2020, all academic meetings at the University of Toronto were required to move online to continue [45]. The HeNReG was among the academic meetings throughout the world that made this required transition [46].



During the first full year of COVID-19 restrictions, the 2020/21 academic year, the private Facebook group aspect of the HeNReG—set up yearly for the group—was able to continue most of the pre-COVID-19 interactions of the HeNReG compared with when the group meetings were in-person [28]. Yet, in being unable to replicate the aware attention to present perceptions—one of the two dimensions of team mindfulness—question-asking of other members (regarding their responses to the prompts and their doodling behavior) was unable to support team mindfulness [22].



Given this background, the research questions of this study are as follows. Did a lack of team mindfulness in the online meetings of the HeNReG persist the second full year of COVID-19 restrictions during the 2021/2022 academic year? Based on the result, what recommendations can be made to support team mindfulness in online academic meetings intended to reduce burnout?




2. Materials and Methods


The HeNReG is associated with the Health, Arts Humanities Program of the Department of Psychiatry at the University of Toronto and has been offered since 2015. Between the beginning of October to the end of April each year, the HeNReG provides academic group meetings for researchers who self-identify as experiencing research burnout. It is designed to take each participant’s story that initiated their health interest and evolve it into a narrative with a particular point of view with the help of weekly writing prompts and the questions posed by participants regarding responses to the writing prompts. The features of the group have been reported elsewhere [28].



Once the group was required to meet online as a result of COVID-19 limitations, the meetings were conducted in a yearly-created private Facebook group. While waiting for members to respond to their questions asked online over the two-hour meeting period, the participants were encouraged to doodle on their own, as they would have in person as part of a group in the years before COVID-19. However, there was no requirement to do so. Those doodles produced were sent to the facilitator at the end of the online meeting for interest (not evaluation), who then posted them to the same private Facebook group where the online meeting took place. Participants were encouraged to see doodling as a way to pass the time while waiting to pose questions online to others and respond to questions provided to them, as doodling has been noted to be helpful in decreasing depression and anxiety [28]. At the end of each term, twice a year, participants were asked to formally provide their feedback on the group based on a feedback form common to the Health, Arts and Humanities Program.



Pre-COVID-19 restrictions to academic meetings, when the HeNReG met in person, the group was able to display team mindfulness [39], which was found effective in helping the participating researchers decrease their self-identified burnout. Yet, when the in-person aspect of the group was eliminated and moving online was the only change to the group’s operation during the first year and a half of the COVID-19 pandemic, one aspect of team mindfulness—active listening—was lost. Participants generally did not choose to meet synchronously, preferring to either participate asynchronously or merely observe the participation that had taken place [39]. Some of those who did meet synchronously still chose only to answer questions put to them rather than ask others questions, as was expected in their joining the group.



The number of sessions that participants asked each other questions during each of the 28-meeting sessions of the HeNReG has been compiled and compared to discover if this effect persisted during the second full year of restrictions, both with when the group met in person the year before COVID-19 limitations were imposed and the three years when the group met only online for at least part of the year.



Regarding the doodling aspect of the group meetings, after the group met solely online, there were no longer questions posed to group members about their doodles as there had been when the group met in person. As a result, the doodling aspect of the group’s meetings cannot be considered in relation to the questions asked. Instead, investigated is a comparison of the number of doodles produced online the year before the COVID-19 restrictions came into effect (when the group still met in person) with each of the three years when the group met online-only (for at least part of the year).



Whether or not team mindfulness was preserved during the second full year of online meetings for the HeNReG, it is important to note if the participants identified something lacking in meetings that might have been helpful to them in reducing their burnout. This will be determined by comparing the three narrative answers of the April feedback form responses completed by participants in four years—the first year, when the group still met in person, with the three years when the group met for at least part of the year online. As well the responses to a final fourth narrative question, asked exclusively during the last two years specific to the doodling aspect of the group’s activities, will be summarized.




3. Results


3.1. Question-Asking by Participants


The question-asking by participants to others related to their response to the weekly prompts is represented in Table 1.



During the 2018/2019 academic year, the last full year before the COVID-19 lockdown, most participants attended the weekly in-person meetings. That year, there were seventeen participants. Of those, thirteen engaged in question-asking, with four stopping at some point in the year before the process was complete. Of the remainder, participation in question-asking was fairly regular. It was during this time when the group met in-person that team mindfulness was evident.



Examining the 2019/2020 academic results of question-asking, it is evident that a change in participation occurred as a result of the COVID-19 lockdown that happened after week 21. That year, there were twenty-three participants. Of these, sixteen asked others questions. However, before week 22, the question-asking that took place generally happened in person, with few participants ever asking questions only on the private Facebook group (although such online participation was always available as an option). With the group moving to online-only after 12 March 2020, seven of those who had been participating in question asking before this time stopped asking questions (for two of these participants, they had stopped asking questions before the lockdown).



This low rate of question-asking after the lockdown began can be compared with the results from the 2020/2021 academic year, the first full year of online meetings only of the HeNReG as a result of COVID-19 limitations. That year, with twenty participants, sixteen participants asked questions of others at some point throughout the year. However, although this represents a greater percentage of participants than the 2021/2022 academic year, ten of those participants were engaged in question-asking for ten weeks or less, with seven of those ten for fewer than five weeks.



In the most recent academic year, 2021/2022, of the nineteen researchers who were part of the HeNReG, only ten asked questions of the other participants throughout the period. Furthermore, of those ten, after week 16, only two participants continued their question-asking.




3.2. Doodles Submitted


Although there was a marked reduction in the question-asking of participants as a result of COVID-19 restrictions causing the HeNReG to move to online meetings only, especially in the second full year of these meetings, the effect of the online meetings on doodles submitted was even more pronounced (see Table 2).



When the group met in person during the 2018/2019 academic year, the average number of doodles produced per person over the 28 weeks was eleven. In 2019/2020—until 12 March 2020, representing 21 weeks—the average number of doodles produced per person was eight. This was reduced to fewer than one doodle per person during the last seven weeks of 2020, just after the lockdown was introduced. In the first full year of the COVID-19 restrictions, the number of doodles submitted was fewer than five per person—less than half the number submitted during a full year of in-person meetings. While for the 2021/2022 year, the second full year of meeting only online, the number of doodles per person over the academic year was diminished to two. More specifically, the facilitator submitted doodles weekly; for seventeen of the twenty-eight weeks, no other participant submitted doodles.



With respect to team mindfulness, once the doodles were no longer produced in person, participants did not receive questions about their doodles from the others. With no question-asking taking place with respect to the doodles, doodling was no longer an activity that promoted team mindfulness.




3.3. Feedback Provided


Feedback regarding the HeNReG is formally provided twice an academic year at the end of each term in response to feedback forms that are common to offerings in the Health, Arts and Humanities Program of the Department of Psychiatry at the University of Toronto. Until the 2020/2021 academic year, there were seven different questions. That year, an eighth question, unique to the HeNReG, was added pertaining to the doodling aspect of the group. The purpose was to gather information on participants’ insights related to doodling. Of the questions, four were multiple choice and four required short answers from participants (three in the years prior to 2020/2021). The short-answer responses to those four questions will be examined here.



Table 3 compares the last four years of themes in response to the question, “How was the group valuable to you as a researcher?” The themes in 2018/2019 were regarding the group when it met in person throughout the year. Those provided in 2019/2020 were given after the HeNReG met in person most of the year, but they were online-only after 12 March 2020, when the COVID-19 lockdown began. For both the 2020/2021 and the 2021/2022 academic years, the themes provided in the April responses were with respect to online meetings, as the lockdown for COVID-19 persisted during these years.



What is interesting to note when comparing the four years is that, regardless of the limitations imposed by COVID-19, the value the HeNReG was considered to provide was, to a large extent, similar in each of the four years. There were five themes that were common to all five years regarding the group: “Encouraged self-reflection on research”, “Provided the perspectives of other researchers”, “Sharpened thinking about research”, “Gave a safe space to verbalize ideas about research”, and “Challenged my thinking about research”. One additional theme was mentioned in three of the four years: “Helped in greater understanding of one’s research”. Furthermore, of those themes that were unique, none of them were common between the two full years of COVID-19 restrictions. Consequently, regarding in what way the group was valuable to the participants as researchers, the limitations brought on by COVID-19 had no obviously discernable effect. As the value of the group to participants did not change throughout the years, it was independent of the lack of team mindfulness found when the group moved online only.



With the results of Table 4 concerned with how the HeNReG might be of help to the researchers in the future, there was less consistency regarding the themes mentioned. In fact, there was only one theme that was found common in each of the four years: “Using the structure of weekly prompts to guide my self-reflection”. What is useful with respect to the aims of the HeNReG is that this one theme common over all four years was the most important with respect to the theoretical intentions of the HeNReG. Two themes were mentioned in only the first three years: “Offering different points of view” and “Decreasing my confusion as I decide what should be my focus of research”. Given that few participants actually engaged in question-asking of others during the 2021/2022 academic year, it is reasonable that “Offering different points of view” was not a theme mentioned during this year. It remains unclear why participants did not refer to “Decreasing my confusion as I decide what should be my focus of research” in 2021/2022. This could have been either because their confusion was not decreased or merely that other matters were considered more important to the participant to mention than this aspect.



Two responses, ”Sharing resources” and “Permitting me to grow as a researcher”, were provided in the first and last two years, indicating that these were perceived as possible when the HeNReG met in person and in meeting only online. One theme, “Keeping me updated on interesting topics in various fields”, was mentioned in the first three years alone. This is to be expected, as in the most recent year, the participants did not communicate with each other, so they would not have been updated by others on interesting topics. Still, it is notable that the additional theme common to the most recent three years was “Expanding my research to other fields”, as this implies that participants were learning from each other, something that did not happen with respect to question-asking in the final year. On the other hand, participants who mentioned this theme may have expanded their research to other fields in the years when the group met only online entirely as a result of responding to the weekly prompts. As there was no clarification of the responses that produced this theme, the reason it was given is not known. What does seem clear is that, regarding how the HeNReG might help researchers in the future, there was a change in the variety of themes noted away from meeting with, listening to, and learning from others once the HeNReG met online only.



The focus of Table 5 is the themes provided to “Do you have other thoughts/comments on your experience as a participant in the HeNReG this term (especially as a result of COVID-19)?” It was only after the COVID-19 lockdown was initiated that the bracketed phrase of this question was added to the feedback form question. Of the various themes mentioned, one alone was provided in each of the four years, “I liked the option of participating remotely, I didn’t have to travel”. The importance of the HeNReG being available online even before the COVID-19 limitations left in-person meetings impossible seems to indicate that regardless of the reason for participating online, this was an additional common thought about the experience of the HeNReG.



There were three themes that were common to each of the last three years of the HeNReG meetings: “Thank you!”, “Maybe we could include video chatting”, and “I miss the personal interaction now that everything is online”. The first comment gives reason to suppose that HeNReG participants were especially appreciative of being able to participate in the HeNReG while COVID-19 limited so many other types of meetings, while the second and third agreed that additional personal interaction would have been welcomed.



Differentiating the final year, when there was little question-asking of others, was that two group members were aware that they did not participate fully, and this was mentioned uniquely in the final year with the comment, “I was disappointed in myself for not participating as much as I wanted”. Yet, the theme that was most numerous during the 2021/2022 academic year was “No other thoughts”. This response was specific to the final year. As such, the additional reason was provided to suppose that, generally, the year’s participants felt less engaged as group members than in years before.



Table 6 represents the themes provided to the question posed during the last two years of the HeNReG meetings alone, ”What are your thoughts on doodling aspect of the HeNReG experience?” The response most common in both years was, “I do not doodle”. Nevertheless, although it was most common and represented the reality of the number of doodles shared, particularly in the last year, in examining all the responses, a better understanding is provided as to why there were so few doodles provided. Participants noted that they either did not have the time to doodle, found it a struggle, forgot to do so or did not know why they did not doodle. Nevertheless, for those who did not mention their lack of participation in doodling, the focus was on the helpful nature of doodling, most particularly in providing relief. Doodling was variously found to be enjoyable, useful, fun, thought-provoking, and helpful. What is interesting is that participants in the 2021/2022 academic year had these positive opinions related to doodling during the HeNReG, regardless of actually participating in doodling. This may mean that group members did not believe they had to participate in doodling themselves to obtain a benefit from doodling—that merely seeing the doodles of others was helpful.





4. Discussion


Whether the group was held in person or forced online as a result of COVID-19, participants appreciated the structure of the HeNReG and the opportunities that it provided, as is evident from the themes of responses to the feedback forms. Nevertheless, possibly as a result of two and a half years of being unable to meet in person, researchers involved with the HeNReG were less inclined to participate fully as the group was intended—both with respect to questing-asking and the creation of doodles—when COVID-19 limitations continued. Most specifically, this resulted in a lack of team mindfulness, of which, from their responses provided to the feedback forms, the participants were not directly aware. However, some were able to self-reflect that they did not participate to the extent that they had expected of themselves. As such, it is possible that this identification of their lack of participation came from an unrecognized need for the importance of team mindfulness to the success of the group. However, this is merely speculation and was not investigated, representing a limitation of this study.



For an online group to be effective at reducing burnout, it has been found relevant to create team mindfulness; as such, it is important to identify an effective way to demonstrate team mindfulness in such groups. In finding a lack of team mindfulness not only persistent but increased during the second full year when the HeNReG met online rather than in person, the two special features of the group conceptualized with the intent to increase team mindfulness need to be examined for their limitations in promoting team mindfulness. These special features were mentioned previously in the Introduction: the group’s diverse membership and the continuous developmental feedback method employed. Assumptions were made about team mindfulness in originating the HeNReG when promoting these special features. The relevance of these assumptions to success in eliciting team mindfulness online needs examination to see if the lack of team mindfulness emanates from them. Following this examination, the type of online activity found to result in team mindfulness and thus possibly provide positive results in reducing burnout will be considered.



4.1. Two Special Features of the HeNReG Intended to Increase Team Mindfulness


The two special features on which the HeNReG was founded are the diversity of group membership and the continuous feedback model. Determining the validity of assuming these special features support online team mindfulness will be examined.



4.1.1. Diversity of Group Membership


Whether it was prudent to consider that team mindfulness would be supported by a diversity of group membership to the HeNReG when the group met online is important. This is especially so since it has been recognized that the diversity of cognitive styles of team members can promote group conflict and threaten group cohesion and viability [47]. Recent research [48] on the effect of diversity on team mindfulness confirmed that differences in cognitive styles may reveal differences in interests and values, hampering interpersonal relationships. However, the extent of conflict among members also was found to be dependent on the quality of exchanges between the group members and the group leader [48]. If high-quality relationships were developed between the individual members and the group leader, this was identified to decrease the likelihood of group conflict, permitting the promotion of team mindfulness [23]. Yet, it has also been recognized that external threats and mixed messages result in a reduction of team mindfulness [49]. As the external threat of the pandemic was the reason for the HeNReG moving online, limitations imposed by COVID-19 may be a cause of a decrease in team mindfulness when the group met online only.



The diversity of group membership has recently been analyzed as divisible into four categories with different effects [50]. (1) Social diversity decreases conflict and increases affective commitment, (2) informational diversity has no statistically significant impact on conflict and affective commitment; in contrast, (3) value diversity increases conflict and decreases affective commitment, and (4) with increased conflict a mediating effect is found in the relationship between value diversity and affective commitment. In this regard, as a socially diverse group, it was reasonable to assume that diversity of membership would increase team mindfulness in the HeNReG. Concerning the value diversity demonstrated by the group members, it was only during the time that the group met in person that the facilitator was able to demonstrate how the disparate points of view voiced by the members could be added together to create a cohesiveness to the group that encouraged the affective commitment necessary for team mindfulness. Meeting online, as a result of COVID-19 limitations, this demonstration by the facilitator was not possible; as such, it reduced the likelihood of team mindfulness being observable.



What this means is that when the group—initially designed primarily for in-person meetings—met in person, the assumption that diversity of group membership was supportive of team mindfulness was warranted. However, once the group moved entirely online as a result of COVID-19 restrictions, the diversity of group membership was not able to create cohesiveness in the group to encourage the affective commitment necessary for team mindfulness. It seems that the in-between question-asking dialogue during the meetings that the facilitator had with the group members, lost once the group moved entirely online, was a necessary component unrecognized by the facilitator in thinking that meeting online could continue the team mindfulness of the HeNReG.




4.1.2. Continuous Feedback Model


A second important feature of the HeNReG is that it uses a continuous feedback model (separate from the twice-yearly formal feedback) to encourage creativity with respect to responses to the writing prompts and regarding doodling. Although the creativity associated with replies to the written prompts was consistent when comparing the in-person contributions with the online ones, the creativity of team members in relation to asking questions of one another and concerning the production of doodles was significantly reduced once the HeNReG moved online, and even more so the second full year of restrictions. Research has found that a reason for this missing creativity may be a result of a lack of humbleness displayed by the group leader [51]. Although the use of a deliberate process, such as the one engaged during the HeNReG, was found beneficial for improving creativity in a team context, if the team leader was perceived to be deficient in humility, this was identified as detrimental to the process. Successful ways to promote the required type of humility of leadership have been identified as acknowledging the strengths of team members and actively seeking their ideas from them [52].



Self-analysis by the group facilitator and in relation to the comments provided by the group members in the year-end feedback forms did not indicate the facilitator was wanting in humility with respect to group leadership. This is especially so as the foundation of the group was that the facilitator was considered an equal member of the group and participated as such [39].



Nevertheless, there was a structural difference between the facilitator and the other group members that remained and was more evident once the group moved online. It was the facilitator who posed the questions in the form of writing prompts each week. Therefore, although the ideas of team members were actively sought by the facilitator, all members were aware—especially online—that the one integral member of the group was the facilitator. Without the participation of the facilitator, there was no group. Although other members were necessary to the group, no one group member in particular needed to participate for the group to continue.



Regarding participation in the private Facebook group, there were a number of levels open to group members of the HeNReG weekly: (1) responding to the writing prompt; (2) attending the online meeting; (3) asking questions of the group members in relation to their response to the writing prompt; (4) answering questions that were posed; (5) submitting doodles and their descriptions for posting; and (6) observing the discussion without making a comment. There was only one level of participation that had the full engagement of all group members: (1) responding to the weekly writing prompt. Given that all other levels of participation were promoted by the facilitator as being equally important to the function of the online group, yet they were not treated as such by the group members, this provides evidence in support of group members considering participation with the facilitator in responding to the writing prompt of greater relevance to the function of the group than any of the other levels of participation available. Thus, regardless of the facilitator expressing humility of leadership, the very structure of the group seemed to indicate to participants that the facilitator was not to be perceived as an equal.



This problem of the facilitator being perceived as different from other group members was further exacerbated concerning the doodling aspect of the group. When the group met in person, all group members had the same length of time and the same artist materials to create doodles [28]. The time period was a two-hour in-person meeting, and the artist materials were supplied by the facilitator for use by the entire group. Once the group moved online, few of the participants attended the weekly meeting for the entire two-hour duration. If group members did attend, often it was only to answer the questions posed to them directly. This might mean they spent merely 10 min at the meeting. The facilitator, in contrast, was online the entire two-hour period, producing and refining a doodle over this time. Therefore, if participants produced doodles, they were ones performed in relation to the time they spent online. Often, these were created hastily with whatever art materials they had on hand, usually a pencil. In contrast, the doodles of the facilitator, created over a two-hour period, used bold colors and may have appeared more competent than others because of the length of time taken to produce them. As a result, this may have dissuaded other participants from bothering to doodle. The importance of attractive artist materials in creating doodles during this academic meeting has been noted previously [28].



This difference between the facilitator and the other participants in the complexity of the doodles produced was evident immediately after the first meeting in 2021/2022. The doodles submitted at the end of that meeting are seen in Figure 1, with only the facilitator and one participant providing a doodle. As such, rather than being seen as a supplementary way to help reduce research-related stress (as the doodling was intended), participants may have seen doodling as promoting additional stress. The reason is the participants could have self-judged their doodles as substandard, in comparison with those of the facilitator. This hypothesis is supported by the number of doodles produced by members decreasing during the academic year to the point that only the facilitator was creating doodles over most meetings. However, as the participants were never asked if they felt self-conscious about doodling, this remains conjecture and is a limitation of this study.



Thus, although the continuous feedback model employed was useful in supporting team mindfulness during the in-person meetings of the HeNReG pre-COVID-19, it was not once the group moved online. One persistent difficulty after the group moved online was that the participants did not treat their relationship with other group members as equal to that of their relationship with the facilitator. Secondly, group members, for the most part, did not engage in doodling; thus, this method of continuous feedback was not part of their experience with the group. As such, although a continuous feedback model may be advantageous for supporting team mindfulness during in-person meetings, in transplanting the structure of the HeNReG online, the particular continuous feedback model was unable to establish team mindfulness.





4.2. Online Groups Practices Resulting in an Increase in Team Mindfulness


The group practices of the HeNReG, intended to support team mindfulness, have been found unable to do so once the group moved online entirely. Yet, from the general themes of feedback provided, this lack of team mindfulness in itself did not seem to be missed by HeNReG participants; rather, if mentioned, participants’ personal inability to participate created regret over their perceived limitations as group members. When conducted online, team mindfulness is not a feature of the HeNReG. However, as team mindfulness is supportive of a reduction in burnout by enabling the conditions for work engagement [34], it remains important to understand what type of online practices might support team mindfulness. This is especially so since, without equal participation, the function of the group might depend on a false consensus [53]. This develops when participants act as if they are in support of the group’s interactions and objectives and may even believe themselves to be supportive when members actually disagree with aspects of the group.



Online meetings that appear best able to create the type of team mindfulness supportive of work engagement and having the ability to reduce burnout are not, as might be assumed, those which concentrate on developing mindfulness on an individual basis. In this regard, online groups that support individual mindfulness can alleviate high levels of personal stress and anxiety [54], especially during times of crisis, such as during COVID-19 [55]; however, these online groups are unable to create the type of team mindfulness that leads to work engagement focused on others in successfully meeting the group’s objectives [56].



In contrast, the online meetings that have been found successful are those created by online gaming communities. With respect to gaming, online interactions have created communities that are not bound by physical and social relationships [57] and, in teens foremost, have been identified to increase the type of feelings of social connectedness necessary for team mindfulness [58]. The COVID-19 lockdowns provided the opportunity for people to develop new social connections through online gaming [59] and to see online gaming as a legitimate activity [57], aiding in the development of the conditions for team mindfulness. Unlike academic meetings, which were seen to suffer in their effectiveness as a result of quickly moving online during COVID-19 [60], online gaming flourished. Gaming is one of the few industries that experienced a higher growth rate during the COVID-19 pandemic than pre-pandemic, with a worldwide increase in both money and time spent on gaming and a transition towards multiplayer games [61].



It is important to consider how online gaming compares with the activities of the HeNReG in that online gaming can result in team mindfulness, whereas it is not found when the HeNReG meets online. The ways in which the HeNReG—when meeting only in a private Facebook group—is similar to online games are the following: (1) the rules on how to participate are clear, (2) an interest in participating is all that is needed to join, (3) there are consistently new activities in which to engage, (4) the activities of each participant can be viewed by all, (5) there is an obvious structure in which to engage, (6) participation can happen at any time, and (7) there is an end goal for participation—for the HeNReG, decreasing burnout; for online games, winning the game. As such, the HeNReG online meeting has many similarities to online gaming. Structurally, how the two types of activities differ is (1) there is no leveling-up with the HeNReG as there is with online games, and (2) there is no avatar with which to participate for the HeNReG.



In examining the aspect of leveling up with online games, it can be considered that this is a required feature for games given that, as a game, they do not necessarily correspond to the player’s life in reality. Similar to schooling—which is only abstractly related to the interests of students and thus requires grades and advancement as extrinsic motivation [62] to focus the attention of students—games have points, badges, and leaderboards [63] to keep the interest of the player. The HeNReG, on the other hand, is intrinsically interesting to participants [64] as it is set up to reduce burnout, and members join because they are experiencing burnout with respect to their research work which they would like diminished. As a result, a lack of extrinsic rewards for participating is not likely the reason team mindfulness was not displayed online with the HeNReG.



In contrast, the lack of an avatar (defined as a virtual character [65]) for online use with the HeNReG might be an important reason team mindfulness was not evident in the HeNReG once it moved online. The HeNReG was successful at promoting team mindfulness when the group met in person. The most obvious difference between an in-person meeting and a meeting online is that participants cannot witness each other engaging in space/time. Online games promote the use of avatars to move through virtual space/time as one of their most attractive features [66]. Avatar physical attractiveness and avatar ability to achieve have been found to be positively related to avatar identification and to online gamer loyalty [67]. It has been found that gamers adapt their behavior to the characteristics of their respective avatars and design avatars to balance self-enhancement and self-verification [68] and, thus, without an avatar, it may be difficult for participants in the online HeNReG to feel they can represent their point of view effectively online, as avatars permit visual perspective-taking [69].



The point might be made that if the concern is seeing the participants in virtual space/time, video conferencing might have produced the required team mindfulness that a private Facebook group was unable to realize. Using video chatting was the advice that a few of the participants in the HeNReG mentioned in their feedback: “Do you have other thoughts/comments on your experience as a participant in the HeNReG this term (especially as a result of COVID-19)?” For this reason, it might not be an avatar that is needed but just video-linking all participants.



A previous publication outlined why the HeNReG did not use video conferencing [40] with respect to one video conferencing platform—Zoom. Positive features of Zoom were stated to include the ability to quickly clarify problems, help decrease social isolation and improve the connection of the academic meeting’s community of members. Constraints noted were that participants (1) talk longer than they intend to, (2) multitask or become otherwise distracted and (3) become frustrated and fatigued [46]. Zoom also requires a reliable and stable internet, as participants’ videos can freeze, and at times, the participants disappear completely; when they reappear, they may show up on the screen in a different location than previously, leading to temporary confusion [70] with “Zoom gloom” and “Zoom fatigue” [71] the result. Furthermore, with the video on, members of groups using Zoom for meetings are forced to look at themselves during the meeting, and this facing of oneself can be unwanted by participants, as might the concern that they feel they are performers on the screen [72]. Most importantly, though, the HeNReG depends on thoughtful written responses to prompts and doodle creation during a two-hour online meeting, neither of which is best undertaken using video [40]. It is for these reasons that using videoconferencing would not be effective in creating team mindfulness for the HeNReG and that, if they were available, using avatars online might, in a way similar to online gaming.




4.3. Theoretical Contributions with Respect to Burnout


Concerning burnout, the results of the HeNReG online experience during the second year of COVID-19 can be considered from the perspective of COR theory, a model related to interpreting burnout that has been successfully applied to other experiences of workplace burnout during the pandemic [18,19]. Why COR theory may be particularly effective with respect to examining the results of the HeNReG is that, although it has been classified as an individual model related to burnout [7], this theory is quite different than other theories focused on the individual. Unlike these other theories that imply perceptions should be seen as products of personality differences, suggesting that people view reality with different cameras, individual differences in perception are not underscored in COR theory. Instead, COR theory argues that people’s cameras are comparable, with similar lenses—it is only the focus that is individualized [13] (p. 125). In this respect, greater emphasis is placed on objective factors in COR theory than other theories, such as the underlying events and circumstances that shape perceptions [13] (p. 125). Understanding burnout in relation to COR theory with respect to a study of HeNReG results is then particularly well suited for the following reasons fundamental to COR theory: (1) the different points of view related to members of the HeNReG are interpreted as distinct perspectives on the same reality; (2) what individuals value in determining their point of view in the responses to prompts and their doodles is of prime importance; and (3) the emphasis on initially establishing what is objective, regarding a point of view, that acts as a structure for later insights into each individual’s subjective view.



To date, there have been studies of the role of trait mindfulness with respect to COR theory in reducing burnout during COVID-19 [26,27], a study of the relationship between trust and burnout regarding COR theory, pre-COVID-19 [73], and a study on the importance of mindfulness with respect to COR theory in the university setting [74]. However, there have been no studies examining the role of trust in team mindfulness in health researchers expressed using the variables considered fundamental to COR theory.



Although this study does not claim to have been conducted in relation to COR theory per se, interpreting the results in relation to that theory can produce insights. COR theory postulates that individuals strive to obtain, retain, foster, and protect those things they centrally value [75]. In this regard, stress occurs (1) when valued resources are threatened with loss, (2) when these valued resources are lost, or (3) when the gain of valued resources is unsuccessful following significant effort [73]. When many decisions are demanded, physiological over-arousal is then likely to result concurrently with increasing doubts about one’s ability to make correct judgments when required—doubts that are realistic because overload decreases the time available to consider the necessary range of options and to mobilize resources. Additionally, the complexity of interconnected problems may be beyond both personal and organizational resources [13]. Such a situation is correctly viewed as threatening from the perspective of COR theory, promoting losses to occur.



In this regard, it can be conjectured that why team mindfulness was not displayed by HeNReG members during the second year of online meeting during COVID-19 may be for the following reasons: (1) the stresses from COVID-19 itself were mounting and participants felt overloaded with respect to intellectual and time commitments; (2) the anticipated team participation of group members was not forthcoming and when participants put in the effort to engage other members their efforts were not returned, (3) members who may have wanted to participate in the doodling aspect of the program felt their contributions were unsuccessful when compared with those of the facilitator, increasing their level of stress, (4) the continuous feedback model employed may have been too taxing on the resources of participants given each of the other stresses mentioned, and (5) the promised equality of all group members was not evident in the private Facebook group as the facilitator, in providing the prompts, was witnessed to be the only integral member of the group. These aspects may have created doubts in the members regarding both their ability to participate and the value of their continued participation resulting in a lack of trust in team members and significantly decreasing team mindfulness.



Theoretical Limitations Regarding Burnout Theory


Although COR theory has been proposed as relevant and appropriate for providing theoretical contributions to burnout theory with respect to the experience of the HeNReG during its second year online as a result of COVID-19, as indicated in the Introduction, there are a number of theories related to burnout and any number of them might have been used to interpret the results pertaining to team mindfulness and trust. Yet, it is because the tenets of COR theory correspond well with those of the HeNReG that it was judged particularly suitable. Nevertheless, the fact that other theories were not used in the analysis is a limitation.






5. Conclusions


Investigating whether a lack of team mindfulness was consistent with previous years, once a research group intended to reduce burnout moved from in-person meetings to those held online, it was found that the deficiency increased. This was noted to result from the group being unable to replicate aware attention to present perceptions, a necessary ingredient for team mindfulness. The reason for this inability was identified as limitations to two important assumptions of the research group after it moved online—that diversity of group membership and a continuous feedback model was supportive of online team mindfulness. Both assumptions were found flawed in an online environment. Although social diversity can increase team mindfulness, value diversity—which is not mitigated in the online group—is seen to be detrimental to its support. Furthermore, the equality of the group’s facilitator to the other group members is called into question once the group moved online because of the special structural status groups members recognized the facilitator to hold, decreasing participation without group members’ necessary awareness of this in the feedback provided by participants.



As a result, the team mindfulness that was demonstrated for this research group (the HeNReG) when the group met in person, has been found unable to be maintained once the group moved online as a result of COVID-19 restrictions. This result was increasingly so the second full year of these restrictions. Why this might be so was considered from the perspective of COR theory resulting in the view that stresses were legitimate regarding team mindfulness in the online group, primarily because the investment that group members made in participation may not have yielded their expected results based on the perceived deficiency of their own ability to participate.



When considering what type of online groups have the ability to support team mindfulness, online games were identified. The aspect of these games that promoted team mindfulness was considered to be the inclusion of an avatar for moving in virtual space/time—something that was not a feature that could be incorporated in the HeNReG because the technology does not currently exist for this option. Given that team mindfulness is one component in helping to reduce burnout in researchers by promoting work engagement, the success of a research group aiming to mitigate burnout in health researchers would seem to depend on the creation of an online group that includes the use of avatars to navigate the online space/time.



It is because an online avatar does not exist for the HeNReG that the facilitator of the HeNReG took note of the group’s online limitations and initiated a responsive change for the 2022/2023 academic year based on the results that have been presented here. The feature of the HeNReG that successfully continued once the group moved online was the trusting relationship each group member had individually with the facilitator. Therefore, in continuing this offering intended to help reduce burnout in health researchers, the HeNReG has evolved for the 2022/2023 academic year to a one-on-one online meeting between a health researcher and the facilitator and has been renamed the Health Narratives Research Process (HeNReP).



Team mindfulness has been recognized as an important feature in lessening burnout in online groups intended to reduce burnout in health researchers. In this regard, it will be important to determine at the end of the 2022/2023 academic year if the HeNReP, as a group of two, is sufficient to support team mindfulness. If so, the advice for similar online academic groups intended to reduce burnout through developing team mindfulness is to institute one-on-one online groups based on similar principles to the HeNReP. Otherwise, it is recommended such groups find ways and means to develop avatars for use online so that their success in creating team mindfulness as one aspect of decreasing burnout is able to correspond with that of online games.







Funding


This research received no external funding.




Institutional Review Board Statement


Ethical review and approval were waived for this study due to the research being undertaken as historical research.




Informed Consent Statement


Informed consent was obtained for publication from all participants in their agreement to join the Health Narratives Research Group.




Data Availability Statement


The data presented in this study are available upon request from the corresponding author. The data are not publicly available due to privacy restrictions expected by participants when they agree to join the Health Narratives Research Group.




Acknowledgments


Thank you to Edward Shorter, Jason A. Hannah Professor in the History of Medicine, University of Toronto, and Allan Peterkin, Professor of Psychiatry and Family Medicine at the University of Toronto and director of the Health, Arts and Humanities Program, for their support of the Health Narratives Research Group.




Conflicts of Interest


The author declares no conflict of interest.




References


	



Freudenberger, H.J. Staff Burn-Out. J. Soc. Issues 1974, 30, 159–165. [Google Scholar] [CrossRef]

	



Maslach, C.; Leiter, M.P. Understanding the burnout experience: Recent research and its implications for psychiatry. World Psychiatry 2016, 15, 103–111. [Google Scholar] [CrossRef]

	



Eckleberry-Hunt, J.; Kirkpatrick, H.; Barbera, T. The Problems with Burnout Research. Acad. Med. 2018, 93, 367–370. [Google Scholar] [CrossRef]

	



Goldberg, D.G.; Soylu, T.G.; Grady, V.M.; Kitsantas, P.; Grady, J.D.; Nichols, L.M. Indicators of workplace burnout among physicians, advanced practice clinicians, and staff in small to medium-sized primary care practices. J. Amer. Board Fam. Med. 2020, 33, 378–385. [Google Scholar] [CrossRef]

	



Hardy, P.; Costemale-Lacoste, J.F.; Trichard, C.; Butlen-Ducuing, F.; Devouge, I.; Cerboneschi, V.; Jacob, E.; Buferne, R.; Benyamina, A.; Cantero, A.; et al. Comparison of burnout, anxiety and depressive syndromes in hospital psychiatrists and other physicians: Results from the ESTEM study. Psychiatry Res. 2020, 284, 112662. [Google Scholar] [CrossRef]

	



Denning, M.; Goh, E.T.; Tan, B.; Kanneganti, A.; Almonte, M.; Scott, A.; Martin, G.; Clarke, J.; Sounderajah, V.; Markar, S.; et al. Determinants of burnout and other aspects of psychological well-being in healthcare workers during the Covid-19 pandemic: A multinational cross-sectional study. PLoS ONE 2021, 16, e0238666. [Google Scholar] [CrossRef]

	



Schaufeli, W.B.; Maslach, C.; Marek, T. Table of Contents. In Professional Burnout: Recent Developments In Theory And Research, 1st ed.; Schaufeli, W.B., Maslach, C., Marek, T., Eds.; Routledge: Boca Raton, FL, USA, 2018; pp. 5–7. [Google Scholar]

	



Maslach, C. Burnout: A Multidimensional Perspective. In Professional Burnout: Recent Developments In Theory And Research, 1st ed.; Schaufeli, W.B., Maslach, C., Marek, T., Eds.; Routledge: Boca Raton, FL, USA, 2018; pp. 19–32. [Google Scholar]

	



Pines, A.M. Burnout: An Existential Perspective. In Professional Burnout: Recent Developments In Theory And Research, 1st ed.; Schaufeli, W.B., Maslach, C., Marek, T., Eds.; Routledge: Boca Raton, FL, USA, 2018; pp. 33–52. [Google Scholar]

	



Buunk, B.P.; Schaufeli, W.B. Burnout: A Perspective from Social Comparison Theory. In Professional Burnout: Recent Developments In Theory And Research, 1st ed.; Schaufeli, W.B., Maslach, C., Marek, T., Eds.; Routledge: Boca Raton, FL, USA, 2018; pp. 53–74. [Google Scholar]

	



Burish, M. In Search of Theory: Some Ruminations on the Nature and Etiology of Burnout. In Professional Burnout: Recent Developments In Theory And Research, 1st ed.; Schaufeli, W.B., Maslach, C., Marek, T., Eds.; Routledge: Boca Raton, FL, USA, 2018; pp. 75–94. [Google Scholar]

	



Hallsten, L. Burning Out: A Framework. In Professional Burnout: Recent Developments In Theory And Research, 1st ed.; Schaufeli, W.B., Maslach, C., Marek, T., Eds.; Routledge: Boca Raton, FL, USA, 2018; pp. 95–114. [Google Scholar]

	



Hobfoll, S.E.; Feedly, J. Conservation of Resources: A General Stress Theory Applied to Burnout. In Professional Burnout: Recent Developments In Theory And Research, 1st ed.; Schaufeli, W.B., Maslach, C., Marek, T., Eds.; Routledge: Boca Raton, FL, USA, 2018; pp. 115–134. [Google Scholar]

	



Cherniss, C. Role of Professional Self-Efficacy in the Etiology and Amelioration of Burnout. In Professional Burnout: Recent Developments In Theory And Research, 1st ed.; Schaufeli, W.B., Maslach, C., Marek, T., Eds.; Routledge: Boca Raton, FL, USA, 2018; pp. 135–149. [Google Scholar]

	



Winnubst, J. Organizational Structure, Social Support, and Burnout. In Professional Burnout: Recent Developments In Theory And Research, 1st ed.; Schaufeli, W.B., Maslach, C., Marek, T., Eds.; Routledge: Boca Raton, FL, USA, 2018; pp. 151–162. [Google Scholar]

	



Noworol, C.; Žarczynski, Z.; Fafrowicz, M.; Marek, T. Impact of Professional Burnout on Creativity and Innovation. In Professional Burnout: Recent Developments In Theory And Research, 1st ed.; Schaufeli, W.B., Maslach, C., Marek, T., Eds.; Routledge: Boca Raton, FL, USA, 2018; pp. 163–173. [Google Scholar]

	



Cox, T.; Kuk, G.; Leiter, M.P. Burnout, Health, Work Stress, and Organizational Healthiness. In Professional Burnout: Recent Developments In Theory And Research, 1st ed.; Schaufeli, W.B., Maslach, C., Marek, T., Eds.; Routledge: Boca Raton, FL, USA, 2018; pp. 178–193. [Google Scholar]

	



Suthatorn, P.; Charoensukmongkol, P. Effects of trust in organizations and trait mindfulness on optimism and perceived stress of flight attendants during the COVID-19 pandemic. Personnel Rev. 2022. [Google Scholar] [CrossRef]

	



Phungsoonthorn, T.; Charoensukmongkol, P. How does mindfulness help university employees cope with emotional exhaustion during the COVID-19 crisis? The mediating role of psychological hardiness and the moderating effect of workload. Scand. J. Psychol. 2022, 63, 449–461. [Google Scholar] [CrossRef]

	



Ness, M.M.; Saylor, J.; Di Fusco, L.A.; Evans, K. Healthcare providers’ challenges during the coronavirus disease (COVID-19) pandemic: A qualitative approach. Nursing Health Sci. 2021, 23, 389–397. [Google Scholar] [CrossRef]

	



Kabat-Zinn, J. Mindfulness-Based Interventions in Context: Past, Present, and Future. Clin. Psychol. Sci. Pract. 2003, 10, 144–156. [Google Scholar] [CrossRef]

	



Yu, L.; Zellmer-Bruhn, M. Introducing Team Mindfulness and Considering its Safeguard Role Against Conflict Transformation and Social Undermining. Acad. Manag. J. 2017, 61, 324–347. [Google Scholar] [CrossRef]

	



Liu, S.; Xin, H.; Shen, L.; He, J.; Liu, J. The Influence of Individual and Team Mindfulness on Work Engagement. Front. Psychol. 2020, 10, 2928. [Google Scholar] [CrossRef]

	



Rupprecht, S.; Koole, W.; Chaskalson, M.; Tamdjidi, C.; West, M. Running too far ahead? Towards a broader understanding of mindfulness in organisations. Curr. Opin. Psychol. 2019, 28, 32–36. [Google Scholar] [CrossRef]

	



Dillard, A.J.; Meier, B.P. Trait mindfulness is negatively associated with distress related to COVID-19. Personal. Indiv. Differ. 2021, 179, 110955. [Google Scholar] [CrossRef]

	



Schmiedeler, S.; Reichhardt, A.; Schneider, L.; Niklas, F. Trait mindfulness, self-efficacy, and coping strategies during COVID-19. Anxiety Stress Coping 2023, 1–16. [Google Scholar] [CrossRef]

	



Nash, C. COVID-19 Limitations on Doodling as a Measure of Burnout. Eur. J. Investig. Health Psychol. Educ. 2021, 11, 1688–1705. [Google Scholar] [CrossRef]

	



Nash, C. Doodling as a Measure of Burnout in Healthcare Researchers. Cult. Med. Psychiatry 2020, 45, 565–598. [Google Scholar] [CrossRef]

	



Klatt, M.; Westrick, A.; Bawa, R.; Gabram, O.; Blake, A.; Emerson, B. Sustained resiliency building and burnout reduction for healthcare professionals via organizational sponsored mindfulness programming. Explore 2022, 18, 179–186. [Google Scholar] [CrossRef]

	



Haynes, S.H.; Leone, M.C.; Keena, L.D.; May, D.C.; Ricciardelli, R.; Lambert, E.G. The association between different forms of organizational trust and correctional staff job stress. J. Crime Justice 2020, 43, 623–639. [Google Scholar] [CrossRef]

	



Bulińska-Stangrecka, H.; Bagieńska, A. The Role of Employee Relations in Shaping Job Satisfaction as an Element Promoting Positive Mental Health at Work in the Era of COVID-19. Int. J. Environ. Res. Public Health 2021, 18, 1903. [Google Scholar] [CrossRef]

	



Ng, L.P.; Choong, Y.O.; Kuar, L.S.; Tan, C.E.; Teoh, S.Y. Job satisfaction and organizational citizenship behaviour amongst health professionals: The mediating role of work engagement. Internat. J. Healthcare Manag. 2021, 14, 797–804. [Google Scholar] [CrossRef]

	



Kim, W.; Han, S.J.; Park, J. Is the Role of Work Engagement Essential to Employee Performance or ‘Nice to Have’? Sustainability 2019, 11, 1050. [Google Scholar] [CrossRef]

	



Afsar, B.; Al-Ghazali, B.M.; Cheema, S.; Javed, F. Cultural intelligence and innovative work behavior: The role of work engagement and interpersonal trust. Euro. J. Innov. Manag. 2020, 24, 1082–1109. [Google Scholar] [CrossRef]

	



Sharma, M.K.; Anand, N.; Singh, P.; Vishwakarma, A.; Mondal, I.; Thakur, P.C.; Kohli, T. Researcher burnout: An overlooked aspect in mental health research in times of COVID-19. Asian J. Psychia. 2020, 54, 102367. [Google Scholar] [CrossRef] [PubMed]

	



Mat Rifin, H.; Danaee, M. Association between Burnout, Job Dissatisfaction and Intention to Leave among Medical Researchers in a Research Organisation in Malaysia during the COVID-19 Pandemic. Int. J. Environ. Res. Public Health 2022, 19, 10017. [Google Scholar] [CrossRef] [PubMed]

	



Moreno, C.; Wykes, T.; Galderisi, S.; Nordentoft, M.; Crossley, N.; Jones, N.; Cannon, M.; Correll, C.U.; Byrne, L.; Carr, S.; et al. How mental health care should change as a consequence of the COVID-19 pandemic. Lancet Psychiatry 2020, 7, 813–824. [Google Scholar] [CrossRef]

	



Rush, K.L.; Seaton, C.L.; Corman, K.; Hawe, N.; Li, E.P.H.; Dow-Fleisner, S.J.; Hasan, M.K.; Oelke, N.D.; Currie, L.M.; Pesut, B. Virtual Care Prior to and During COVID-19: Cross-sectional Survey of Rural and Urban Adults. JMIR Formative Res. 2022, 6, e37059. [Google Scholar] [CrossRef]

	



Nash, C. Online Meeting Challenges in a Research Group Resulting from COVID-19 Limitations. Challenges 2021, 12, 29. [Google Scholar] [CrossRef]

	



Nash, C. Report on Digital Literacy in Academic Meetings during the 2020 COVID-19 Lockdown. Challenges 2020, 11, 20. [Google Scholar] [CrossRef]

	



Good, D.J.; Lyddy, C.J.; Glomb, T.M.; Bono, J.E.; Brown, K.W.; Duffy, M.K.; Baer, R.A.; Brewer, J.A.; Lazar, S.W. Contemplating Mindfulness at Work: An Integrative Review. J. Manag. 2016, 42, 114–142. [Google Scholar] [CrossRef]

	



Ul-Rahman, A.; Shabbir, M.A.B.; Aziz, M.W.; Yaqub, S.; Mehmood, A.; Raza, M.A.; Shabbir, M.Z. A comparative phylogenomic analysis of SARS-CoV-2 strains reported from non-human mammalian species and environmental samples. Mol. Biol. Rep. 2020, 47, 9207–9217. [Google Scholar] [CrossRef] [PubMed]

	



Giovanetti, M.; Benvenuto, D.; Angeletti, S.; Ciccozzi, M. The first two cases of 2019-nCoV in Italy: Where they come from? J. Med. Virol. 2020, 92, 518–521. [Google Scholar] [CrossRef] [PubMed]

	



World Health Organization. Timeline: WHO’s COVID-19 Response; WHO: Geneva, Switzerland, 2022; Available online: https://www.who.int/emergencies/diseases/novel-coronavirus-2019/interactive-timeline (accessed on 25 September 2022).

	



Gertler, M.S. To All Members of the U of T Community: RE: Cancellation of Classes and Delivery of Teaching through Other Means. Available online: https://www.president.utoronto.ca/important-announcement-from-president-gertler-regarding-COVID-19 (accessed on 25 September 2022).

	



Lowenthal, P.R.; Borup, J.; West, R.E.; Archambault, L. Thinking beyond Zoom: Using Asynchronous Video to Maintain Connection and Engagement during the COVID-19 Pandemic. J. Technol. Teach. Educ. 2020, 28, 383–391. Available online: https://www.learntechlib.org/primary/p/216192/ (accessed on 19 October 2022).

	



Mello, A.L.; Delise, L.A. Cognitive diversity to team outcomes: The roles of cohesion and conflict management. Small Group Res. 2015, 46, 204–226. [Google Scholar] [CrossRef]

	



Qi, M.; Armstrong, S.J. The influence of cognitive style diversity on intra-group relationship conflict, individual-level organizational citizenship behaviors and the moderating role of leader-member-exchange. Interna. J. Conflict Manag. 2019, 30, 490–513. [Google Scholar] [CrossRef]

	



Daniel, C.; Daniel, P.A.; Smyth, H. The role of mindfulness in the management of projects: Potential opportunities in research and practice. Internat. J. Proj. Manag. 2022, 40, 849–864. [Google Scholar] [CrossRef]

	



Kim, S.; Lee, G. The effects of organizational diversity perception on affective commitment. Asia Pacific J. Pub. Admin. 2022, 6, 1–9. [Google Scholar] [CrossRef]

	



Cheung, S.Y.; Huang, E.G.; Chang, S.; Wei, L. Does being mindful make people more creative at work? The role of creative process engagement and perceived leader humility. Organiza. Behav. Human Decis. Proc. 2020, 159, 39–48. [Google Scholar] [CrossRef]

	



Cable, D. How Humble Leadership Really Works. Harvard Bus. Rev. 2018, 23, 2–5. Available online: https://hbr.org/2018/04/how-humble-leadership-really-works (accessed on 15 September 2022).

	



Selart, M.; Schei, V.; Lines, R.; Nesse, S. Can Mindfulness be Helpful in Team Decision-Making? A Framework for Understanding How to Mitigate False Consensus. Eur. Manag. Rev. 2020, 17, 1015–1026. [Google Scholar] [CrossRef]

	



Sanilevici, M.; Reuveni, O.; Lev-Ari, S.; Golland, Y.; Levit-Binnun, N. Mindfulness-Based Stress Reduction Increases Mental Wellbeing and Emotion Regulation During the First Wave of the COVID-19 Pandemic: A Synchronous Online Intervention Study. Front Psychol. 2021, 12, 720965. [Google Scholar] [CrossRef] [PubMed]

	



Behan, C. The benefits of meditation and mindfulness practices during times of crisis such as COVID-19. Ir. J. Psychol. Med. 2020, 37, 256–258. [Google Scholar] [CrossRef] [PubMed]

	



Ritvo, P.; Ahmad, F.; El Morr, C.; Pirbaglou, M.; Moineddin, R. MVC Team A Mindfulness-Based Intervention for Student Depression, Anxiety, and Stress: Randomized Controlled Trial. JMIR Ment. Health 2021, 8, e23491. [Google Scholar] [CrossRef] [PubMed]

	



Bengtsson, T.T.; Bom, L.H.; Fynbo, L. Playing Apart Together: Young People’s Online Gaming During the COVID-19 Lockdown. YOUNG 2021, 29, S65–S80. [Google Scholar] [CrossRef]

	



Kahila, J.; Tedre, M.; Kahila, S.; Vartiainen, H.; Valtonen, T.; Mäkitalo, K. Children’s gaming involves much more than the gaming itself: A study of the metagame among 12- to 15-year-old children. Convergence 2021, 27, 768–786. [Google Scholar] [CrossRef]

	



Coward-Gibbs, M. Why Don’t We Play Pandemic? Analog Gaming Communities in Lockdown. Leisure Sci. 2021, 43, 78–84. [Google Scholar] [CrossRef]

	



Asgari, H.; Gupta, R.; Titiloye, I.; Jin, X. Challenges, perceptions, and future preferences for post-secondary online education given experiences in the COVID-19 outbreak. Comput.Urban Sci. 2022, 2, 29. [Google Scholar] [CrossRef]

	



Brem, A.; Viardot, E.; Nylund, P.A. Implications of the coronavirus (COVID-19) outbreak for innovation: Which technologies will improve our lives? Techno. Forecast. Soc. Change 2021, 163, 120451. [Google Scholar] [CrossRef]

	



Ryan, R.M.; Deci, E.L. Intrinsic and extrinsic motivation from a self-determination theory perspective: Definitions, theory, practices, and future directions. Contemp. Educ. Psychol. 2020, 61, 101860. [Google Scholar] [CrossRef]

	



Warmelink, H.; van Elderen, J.; Mayer, I. Game design elements: Understanding the bricks and mortar of gamification. In Organizational Gamification; Vesa, M., Ed.; Routledge: New York, NY, USA, 2021; pp. 40–60. [Google Scholar]

	



Chen, J.; Ghardallou, W.; Comite, U.; Ahmad, N.; Ryu, H.B.; Ariza-Montes, A.; Han, H. Managing Hospital Employees’ Burnout through Transformational Leadership: The Role of Resilience, Role Clarity, and Intrinsic Motivation. Int. J. Environ. Res. Public Health 2022, 19, 10941. [Google Scholar] [CrossRef]

	



Miao, F.; Kozlenkova, I.V.; Wang, H.; Xie, T.; Palmatier, R.W. An Emerging Theory of Avatar Marketing. J. Market. 2022, 86, 67–90. [Google Scholar] [CrossRef]

	



Green, R.; Delfabbro, P.H.; King, D.L. Avatar identification and problematic gaming: The role of self-concept clarity. Addict. Behav. 2021, 113, 106694. [Google Scholar] [CrossRef] [PubMed]

	



Teng, C.I. How avatars create identification and loyalty among online gamers: Contextualization of self-affirmation theory. Internet Res. 2019, 29, 1443–1468. [Google Scholar] [CrossRef]

	



Messinger, P.R.; Ge, X.; Smirnov, K.; Stroulia, E.; Lyons, K. Reflections of the extended self: Visual self-representation in avatar-mediated environments. J. Bus. Res. 2019, 100, 531–546. [Google Scholar] [CrossRef]

	



Böffel, C.; Müsseler, J. Visual perspective taking for avatars in a Simon task. Atten. Percept. Psychophys. 2019, 81, 158–172. [Google Scholar] [CrossRef] [PubMed]

	



Snyder, B. Six tips for organizing Zoom meetings. Non Profit Commun. Rep. 2020, 18, 1–8. [Google Scholar] [CrossRef]

	



Williams, N. Working through COVID-19: ‘Zoom’ gloom and ‘Zoom’ fatigue. Occupat. Med. 2021, 71, 164. [Google Scholar] [CrossRef]

	



Sumner, T.D. Zoom Face: Self-Surveillance, Performance and Display. J. Intercult. Stud. 2022, 43, 1–15. [Google Scholar] [CrossRef]

	



Halbesleben, J.R.; Wheeler, A.R. To invest or not? The role of coworker support and trust in daily reciprocal gain spirals of helping behavior. J. Manag. 2015, 41, 1628–1650. [Google Scholar] [CrossRef]

	



Ali, M.; Khan, A.N.; Khan, M.M.; Butt, A.S.; Shah, S.H.H. Mindfulness and study engagement: Mediating role of psychological capital and intrinsic motivation. J. Prof. Capital Commun. 2022, 7, 144–158. [Google Scholar] [CrossRef]

	



Hobfoll, S.E.; Halbesleben, J.; Neveu, J.P.; Westman, M. Conservation of resources in the organizational context: The reality of resources and their consequences. Ann. Rev Organiz. Psychol. Organiz. Behav. 2018, 5, 103–128. [Google Scholar] [CrossRef]








[image: Challenges 14 00015 g001 550] 





Figure 1. Doodle Provided by Facilitator (Left) and Participant (Right) After the First HeNReG Meeting of the 2021/2022 Academic Year Representing the Only Doodles Provided that Session. 
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Table 1. Total Question-Asking by all Participants in Each of the Most Recent Four Years (2018/2019, 2019/2020, 2020/2021, 2021/2022) of the HeNReG Over the Twenty-Eight Sessions by the Session Numbers Each Participant Asked Questions Ordered from Those Participants Who Question-Asked the Fewest Sessions to Those Who Question-Asked the Greatest Number of Sessions.
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2018/2019

	
2019/2020

	
2020/2021

	
2021/2022




	
Participant

Number

	
Session #s

Participating

	
Participant

Number

	
Session #s

Participating

	
Participant

Number

	
Session #s

Participating

	
Participant

Number

	
Session #s

Participating






	
1

	
-

	
1

	
-

	
1

	
-

	
1

	
-




	
2

	
-

	
2

	
-

	
2

	
-

	
2

	
-




	
3

	
-

	
3

	
-

	
3

	
-

	
3

	
-




	
4

	
-

	
4

	
-

	
4

	
-

	
4

	
-




	
5

	
15

	
5

	
-

	
5

	
7

	
5

	
-




	
6

	
1, 2

	
6

	
-

	
6

	
7

	
6

	
-




	
7

	
1, 3

	
7

	
-

	
7

	
6, 12

	
7

	
-




	
8

	
2, 11, 13, 15,

26, 28

	
8

	
16

	
8

	
6, 26

	
8

	
-




	
9

	
4, 5, 7, 10, 11, 26, 27

	
9

	
16

	
9

	
3, 7, 12

	
9

	
-




	
10

	
4, 5, 8–10,

26, 27

	
10

	
5, 6, 11, 13, 18

	
10

	
11–14

	
10

	
8




	
11

	
2, 3, 5, 7,

14,17,26

	
11

	
7, 10, 15, 22, 23

	
11

	
1–3, 7–9

	
11

	
13




	
12

	
1, 2, 5–8,

10, 12, 13

	
12

	
4, 5, 8, 9, 16, 17, 21

	
12

	
2–4, 7, 12,

16–18

	
12

	
16




	
13

	
1, 2, 4, 7, 13, 14, 16, 21, 23,

26–28

	
13

	
3, 4, 11, 14, 17, 18, 20, 21

	
13

	
2, 5, 9, 10,

13, 18, 25

	
13

	
5, 15




	
14

	
1,3–5, 8, 11–13, 15, 19, 22–25, 28

	
14

	
1–4, 6, 7, 9, 11

	
14

	
1–4, 7, 8, 12–14

	
14

	
8, 13




	
15

	
1, 3, 4, 8, 12,

15, 17, 18–23, 26–28

	
15

	
1, 3, 5, 9, 12, 21–23

	
15

	
1–7, 9–11

	
15

	
1, 2, 6




	
16

	
2, 3, 6, 9, 10, 13–25,

27, 28

	
16

	
5, 6, 11, 13, 18

	
16

	
1, 3, 4, 6–8, 10, 13, 14, 18, 20, 21

	
16

	
1–3, 5, 6




	
17

	
1–28

	
17

	
7, 10, 15, 22, 23

	
17

	
1–10, 13–15, 17, 19, 20, 22, 25

	
17

	
1–4, 6–8, 10




	

	

	
18

	
4, 5, 8, 9, 16, 17, 21

	
18

	
5, 8, 10, 12, 13,

15–18, 20, 21,

23, 25, 27, 28

	
18

	
1–3, 7–19, 21, 23–26, 28




	

	

	
19

	
1–5, 7–10, 14, 17–20

	
19

	
1–4, 6–11, 14–23, 25–28

	
19

	
1–28




	

	

	
20

	
1, 2–11, 14, 16,

18, 21–23, 25

	
20

	
1–28

	

	




	

	

	
21

	
1, 3, 4, 8–12, 14–16, 18, 19, 22, 25–27

	

	

	

	




	

	

	
22

	
2, 4, 7–14, 16–19, 23, 24, 27, 28

	

	

	

	




	

	

	
23

	
1–28
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Table 2. Doodles Provided Over the Twenty-Eight Sessions of HeNReG Meetings during the Most Recent Four Years of the Meeting.
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	Session Number
	2018/2019
	2019/2020
	2020/2021
	2021/2022





	1
	13
	12
	2
	2



	2
	4
	6
	4
	2



	3
	8
	11
	4
	3



	4
	12
	11
	6
	1



	5
	4
	10
	7
	2



	6
	5
	5
	5
	3



	7
	6
	11
	2
	1



	8
	8
	13
	6
	2



	9
	2
	9
	2
	2



	10
	9
	5
	2
	2



	11
	7
	12
	1
	1



	12
	7
	4
	5
	1



	13
	9
	6
	5
	1



	14
	6
	17
	4
	2



	15
	5
	8
	5
	1



	16
	5
	18
	2
	1



	17
	7
	7
	5
	1



	18
	5
	13
	2
	1



	19
	10
	5
	1
	1



	20
	4
	0 *
	2
	1



	21
	8
	8
	2
	11



	22
	6
	2 †
	2
	1



	23
	10
	3
	4
	1



	24
	10
	4
	1
	1



	25
	4
	2
	5
	1



	26
	4
	2
	2
	2



	27
	9
	3
	2
	2



	28
	8
	4
	4
	1



	Total
	195
	211
	94
	40







* No doodles produced as a result of a fire alarm ending the meeting early. † Doodles produced from this session onwards created online as a result of COVID-19 limitations.
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Table 3. Themes Mentioned in Responses Provided on the April Feedback Forms to “How Was the Group Valuable to You as a Researcher?” For Each of the Four Most Recent Academic Years in Order of Receipt of Feedback Forms from HeNReG Members.
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Themes Mentioned in Feedback Forms

	
2018

	
2019

	
2020

	
2021




	
2019

	
2020

	
2021

	
2022






	
Encouraged self-reflection on research

	
4

	
4

	
5

	
2




	
Provided the perspectives of other researchers

	
4

	
3

	
4

	
4




	
Helped in greater understanding of one’s research

	
2

	
1

	

	
3




	
Sharpened thinking about research

	
2

	
2

	
1

	
1




	
Invited a broader view of research

	
3

	

	

	




	
Gave a safe space to verbalize ideas about research

	
1

	
4

	
4

	
1




	
Challenged my thinking about research

	
1

	
1

	
2

	
2




	
Restfully cleared my thoughts regarding my research

	

	
2

	

	
1




	
Determined the direction I should go in my research

	

	
1

	

	




	
Presented a useful and easily employed structure for asking questions

	

	
2

	
1

	




	
Reoriented my priorities regarding my research

	

	
1

	

	
1




	
Engaged my curiosity and focus

	

	
2

	

	




	
Offered a way to access my drives and motivations related to research

	

	
1

	

	




	
Allowed for a comparison of ideas with previous years of this group

	

	

	
1

	




	
Sorted out my problems with my research

	

	
1

	
1

	




	
Decreased barriers in research

	

	

	
1

	




	
Tailored the understanding of research to the researcher

	

	

	
2

	




	
Shared valuable resources

	

	

	
1

	




	
Reminded me of what is important and valuable in my research

	

	

	
1

	




	
Provided community and accountability in research

	

	

	
1

	




	
Motivated and inspired me with respect to my research

	

	

	
1

	




	
Learned more about self-expression

	

	

	
1

	




	
Helped me work through my fears related to research

	

	

	

	
1
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Table 4. Themes Mentioned in Responses Provided on the April Feedback Forms to “How Might the HeNReG be of Help to You in the Future?” for Each of the Four Most Recent Academic Years in Order of Receipt of Feedback Forms from Group.
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Themes Mentioned in Feedback Forms

	
2018

	
2019

	
2020

	
2021




	
2019

	
2020

	
2021

	
2022






	
Offering different points of view

	
1

	
1

	
1

	




	
Opening up discussion

	
1

	

	

	




	
Meeting additional interesting participants

	
1

	

	
2

	




	
Using the structure of weekly prompts to guide my self-reflection

	
1

	
4

	
5

	
2




	
Decreasing my confusion as I decide what should be my focus in my research

	
1

	
2

	
1

	




	
Sharing resources

	
1

	

	
1

	
1




	
Making me more open-minded

	
1

	
1

	

	
1




	
Permitting me to grow as a researcher

	
1

	

	
1

	
1




	
Listening to others and giving feedback

	
1

	

	

	




	
Keeping me updated on interesting topics in various fields

	
1

	
1

	
1

	




	
Encouraging more collaborative artistic creation in my research

	
1

	

	
1

	




	
Understanding and respecting different points of view

	
1

	

	
1

	




	
Continuing with creative reflection

	
1

	

	

	
1




	
Helping me plan my research

	
1

	

	
1

	




	
Expanding my research to other fields

	

	
2

	
1

	
1




	
Increasing my confidence as a researcher

	

	
1

	

	




	
Learning more about various ways of expressing oneself creatively

	

	
1

	

	




	
Practicing writing

	

	
1

	

	
1




	
Going on with my research

	

	
1

	
3

	




	
Continuing as part of the group in future years

	

	
1

	

	




	
Coping with life challenges regarding my research

	

	
1

	

	




	
Reminding me to construct a narrative that drives my work

	

	
1

	

	




	
Acting as a sounding board

	

	
1

	
1

	




	
Supporting network connections

	

	

	
2

	
1




	
Clarifying what I value regarding my research

	

	

	
2

	




	
Providing a comparison of results of the group over a number of years

	

	

	
1

	




	
Including Zoom meetings

	

	

	
1

	




	
Being a supportive community in a safe space

	

	

	
2

	




	
These are questions I will return to in the future

	

	

	

	
1




	
This will help me with my counseling business

	

	

	

	
1




	
Increasing my sense of safety

	

	

	

	
1




	
Continuing to challenge me as a researcher

	

	

	

	
1




	
Having a community of researchers who think the person researching is important

	

	

	

	
1




	
Clarifying my research interest confidently in knowing how to work with others

	

	

	

	
1




	
Allow me to verbalize various ideas in laymen’s terms

	

	

	

	
1




	
By being in-person

	

	

	

	
1
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Table 5. Themes Mentioned in Responses Provided on the April Feedback Forms to “Do You Have Other Thoughts/Comments on Your Experience as a Participant in the HeNReG this Term (Especially as a Result of COVID-19)?” for Each of the Four Most Recent Academic Years in Order of Receipt of Feedback Forms from Group Members.
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Themes Mentioned in Feedback Forms

	
2018

	
2019

	
2020

	
2021




	
2019

	
2020

	
2021

	
2022






	
This is a good program

	
1

	

	

	




	
A wonderful experience

	
1

	

	

	
1




	
I love this group!

	
1

	

	
1

	




	
I liked the option of participating remotely, I didn’t have to travel

	
1

	
2

	
3

	
1




	
I would like to try to not use prompts

	
1

	

	

	




	
It would be good to have some exercises related to writing and art

	
1

	

	

	




	
Drawing during the group is so helpful to get my mind thinking differently

	
1

	

	

	




	
I wish I could come to the meetings more, but the group is in the workday

	
1

	

	
2

	




	
Moving online was a smooth transition

	

	
2

	

	




	
I am thankful to be able to express myself in a non-judgemental environment

	

	
1

	

	




	
The people brought together in this group are amazing

	

	
1

	

	




	
I love learning about other fields of research

	

	
1

	

	




	
The group is easily accessible for people with scheduling problems

	

	
1

	

	




	
Thank you!

	

	
3

	
1

	
1




	
I love the doodling aspect and seeing people’s doodles

	

	
2

	

	




	
Maybe we could include video chatting

	

	
1

	
1

	
2




	
Having a designated meeting time makes me take time to self-reflect

	

	
1

	

	




	
I miss the personal interaction now that everything is online

	

	
1

	
2

	
2




	
I had expected the group to be more about creative writing, but I easily shifted focus

	

	
1

	

	




	
I hope COVID-19 ends soon

	

	

	
2

	




	
I was surprised that switching to online decreased the amount that people doodled

	

	

	
1

	




	
Only a few people responded to questions-asked when we were entirely online

	

	

	
1

	




	
I like the flexibility and structure of the group

	

	

	
2

	




	
The year has been very isolating, this group was a great way to network

	

	

	
2

	




	
COVID-19 affected my ability to participate

	

	

	
1

	




	
I’m glad we did not use the videoconferencing format as it is too exhausting

	

	

	
1

	




	
It got me engaged with research during the lockdown

	

	

	
1

	




	
It would be nice to get tips for navigating the online platform

	

	

	
1

	




	
No other thoughts

	

	

	

	
4




	
The pandemic hit me really hard, self-reflection helped me out

	

	

	

	
1




	
Valuable and instrumental for my growth as a somatic grief practitioner and artist

	

	

	

	
1




	
I was disappointed in myself for not participating as much as I wanted

	

	

	

	
2




	
The online sessions were really well done—very organized and well constructed.

	

	

	

	
1




	
I wish more people could have participated during the scheduled time

	

	

	

	
1
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Table 6. Themes Mentioned in Responses Provided on the April Feedback Forms to “What Are Your Thoughts on Doodling Aspect of the HeNReG Experience?” the Two Most Recent Academic Years in Order of Receipt of Feedback Forms from Group Members.
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Themes Mentioned in Feedback Forms

	
2020

	
2021




	
2021

	
2022






	
Sometimes I went to doodle and I froze because I wasn’t really sure what to draw

	
1

	




	
I think it helps, but it helps even more when we are doodling alongside others in the same room

	
2

	




	
It is a great way to gage my mood and thoughts that I am bringing to the session

	
1

	




	
I love doodling, its one of the best parts of the HeNReG

	
1

	




	
It gave me something to do while waiting for people to participate online

	
1

	




	
Love it, doodling has always helped me feel calmer and more present in group discussions

	
2

	




	
Great aspect—I would like to take advantage of this more in the future

	
1

	




	
Gives me some time to think a while and sketch messy ideas in my mind

	
1

	




	
I get carried away with doodling sometimes

	
1

	




	
I like it, it’s nice when I get to do it

	
1

	




	
It improves one’s thinking capability.

	
1

	




	
I did not doodle

	
2

	
3




	
Some of them look super amazing

	
1

	




	
Relieving

	
1

	
2




	
Good

	
1

	




	
I enjoyed this idea in theory however was never able to participate

	

	
1




	
Doodles and movement help me to process through emotions

	

	
1




	
I prefer to keep my doodles private mainly because it’s often connected to work I am doing

	

	
1




	
It was a struggle for me to try to doodle and I felt guilty that I wasn’t that into it

	

	
1




	
I always forget to doodle

	

	
1




	
I love it and wish I had more time to participate

	

	
1




	
Hard to participate online

	

	
1




	
It’s fun to think of new things

	

	
1




	
I have incorporated doodling into my own time

	

	
1




	
I don’t know why I haven’t doodled

	

	
1




	
Thought provoking and creative

	

	
1




	
Helpful

	

	
1

















	
	
Disclaimer/Publisher’s Note: The statements, opinions and data contained in all publications are solely those of the individual author(s) and contributor(s) and not of MDPI and/or the editor(s). MDPI and/or the editor(s) disclaim responsibility for any injury to people or property resulting from any ideas, methods, instructions or products referred to in the content.











© 2023 by the author. Licensee MDPI, Basel, Switzerland. This article is an open access article distributed under the terms and conditions of the Creative Commons Attribution (CC BY) license (https://creativecommons.org/licenses/by/4.0/).






nav.xhtml


  challenges-14-00015


  
    		
      challenges-14-00015
    


  




  





media/file0.png





media/file2.png
S\ e

s s T






media/file1.jpg





