1

Front page image credits: Jeremy Bishop, 2018

2

Contact details
Berber Gieles, BSc
Author - Registration number 1018936
MSc. Forest & Nature Conservation Policy
Berber.Gieles@wur.nl / berbergieles@gmail.com

Reineke van Tol, MSc
First supervisor
Lecturer and PhD candidate at Forest & Nature Conservation Policy chair group, Wageningen
University
Reineke.vanTol@wur.nl

Dr. Arjen Buijs
Second supervisor (January 2022 to July 2022)
Senior researcher at Forest & Nature Conservation Policy chairgroup, Wageningen University
Arjen.Buijs@wur.nl

Dr. Josephine Chambers
Second supervisor (September 2021 to December 2021)
Assistant Professor at Urban Futures Studio, Utrecht University
J.M.Chambers@uu.nl

3

Acknowledgements
“Wewene, I say to myself: in a good time, in a good way. There are no
shortcuts. It must unfold in the right way, when all the elements are
present, mind and body harnessed in unison. When all the tools have been
properly made and all the parts are united in purpose, it is so easy. But if
they’re not, it will be futile. Until there is balance and perfect reciprocity
between the forces, you can try and fail and try and fail again. I know. And
yet, despite the need, you must swallow your sense of urgency, calm your
breathing so that the energy goes not to frustration, but to fire.”

These words by Robin Wall Kimmerer (2020, p361) to me illustrate the writing of this
thesis. My absolute love and enthusiasm for the topic of connecting with nature formed a
wonderful and at times maddening combination with my desire to avoid making mistakes
(spoiler alert: impossible) and to do everything perfectly (spoiler alert: also impossible). This
combination has led to some delay in finishing my master’s thesis, but I learned: there are
no shortcuts. And am I proud of the finished product that lies before you!
I am sure that I have not been the easiest thesis student, with my thousand questions,
doubts, and insecurities, but my wonderful supervisor Reineke van Tol was always there to
calmly offer feedback, advice, and drink coffee with me outside in the sun. Thank you for
your patience, your dedication and expertise, Reineke! I am also grateful to Arjen Buijs and
Josie Chambers, who co-supervised this thesis together with Reineke and offered sharp
insights and feedback. You have all seen me cry and remained unfazed and supportive: a
desirable quality in a supervisor J. Next, I would like to thank Peter Luijten from IVN/Leren
voor Morgen. You may not have seen me cry, but you showed just as much patience and
dedication to this research! Thank you, Peter, for inspiring me and allowing me to find my
way in conducting this research at IVN. Him and the other employees at IVN have been
interested in my research and showed great willingness to participate, I very much enjoyed
working with you. I also greatly enjoyed being inspired by the people from other
organisations that I have spoken with: Yvonne Johannesma from ZF Group, Marcel

4

Tjepkema from Club Groeneveld, Klaas Kuitenbrouwen from Het Nieuwe Instituut, Boy van
Droffelaar from Foundation for Natural
University,

Niek

van

Leadership

Droffelaar

from

&
De

Wageningen
Transformatiegroep

en

Henrik Looij from Nature Quest. Through sharing your experiences about connecting with
nature with me, you have showed me that there are so many possibilities regarding humannature relationships for me to continue my career in and I am very excited about that. I
expect my parents are also excited about that J. Thank you, for cheering me on and
supporting me in my decision to switch from my career in business to one in nature
connectedness! I know you always have my back in every way possible, for which you have
gained a very happy daughter in return. Next, I would like to stay on-topic with Robin Wall
Kimmerer and thank a few non-human persons for simply existing: my cat Appel, my garden,
and Park Oog in Al in Utrecht. And lastly, I want to somehow catch in words how much my
partner Gijs has done for me. Gijs, thank you for being there just as you are, for making me
cry-laugh and laugh-cry, for making up imaginary songs together, for offering up our study
room to me, for lifting me up and at the same time calming me down and for reminding me
to go step by step.
Finally, after eleven months I can say: my job is done here! But yours, dear reader, is only
starting now. I wish you good luck, a lot of fun and hopefully many inspired moments as you
read this thesis. Is this thesis perfect? Trick question, nothing is perfect! Am I proud of what
I learned the past year and what that has resulted in? Absolutely! Enjoy reading and if you
have any questions or insights, I would love to hear from you.
Berber

5

Abstract
Connectedness With Nature (CWN) in organisational context is linked to an array of
benefits: increased wellbeing of employees, increasing awareness of environmental
consequences of decision-making, enhancing pro-environmental behaviour, and positively
affecting the mindset of employees. However, previous research focuses mostly on the
individual aspects of CWN in organisational context and there is very little known about how
CWN works on a collective level within an organisation. To bridge this knowledge gap, I
researched a case study at IVN, a Dutch nature education organisation who want to
transform towards an organisation that has a stronger collective CWN. Additionally, I
interviewed other organisations that are actively working with human-nature relationships
(ZF Group, Club Groeneveld, Het Nieuwe Instituut (Zoöp model), Foundation for Natural
Leadership, De Transformatie Groep and Nature Quest). With the help of the work Zylstra
et al. (2014) and system transformation frameworks by Meadows (1999) and Woiwode et
al. (2021), the following research questions were answered: 1) How is the collective
connectedness with nature within the organisation experienced by members of that
organisation?; 2) What leverage points, ranging from deep to shallow, for transformations
towards collective connectedness with nature can be identified within organisations? and
3) Through which ways can collective connectedness with nature be strengthened in
organisations? The research found that IVN employees experience their CWN through
affective and cognitive dimensions and see a strong link between CWN and sustainable
behaviour that correlates with their caretaker/partner attitude towards nature.
Additionally, IVN employees struggle with combining CWN and their daily work
responsibilities. The leverage points that emerged from the data are focused on governance
(norm of sustainability, funding, and decisionmaking processes) and group attributes
(collective environmental consciousness). These are mostly deeper leverage points in both
models of Meadows and Woiwode et al., that are difficult to find yet have the most potential
for creating a systems transformation. Lastly, the interviews with organisations provided
ways to increase collective CWN in organisations: using CWN related discourse & creating
a biodiversity-related norm for example through the Zoöp organisational model, stimulating
intrapreneurial self-capital through for example nature-based interventions, and promoting
workplace spirituality through for example CWNrelated group meditations or working and
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living in harmony with seasonal rhythms. The question remains whether it is possible to
completely pre-determine the outcome of a system transformation, but this research
provides tools for at least starting a transformation towards the direction of collective CWN,
which is highly necessary in the current landscape of climate and biodiversity crises.
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1. Introduction
1.1. Problem statement
Organisations can play an important role in engaging their people in sustainable
behaviour (Paillé & Boiral, 2013). This engagement is highly necessary, as the world is
currently suffering from climate change, biodiversity loss and other environmental crises
caused by human activity (Steffen et al., 2007). However, engaging in sustainable behaviour
every now and then is not enough and conventional measures have also proven to be
insufficient at combatting these crises (Santos-Martín et al., 2013). A solution that is often
proposed in contrast, is strengthening the connection people feel with nature (Kollmuss &
Agyeman, 2002; Nisbet et al., 2008; Zylstra et al., 2014; Boiral et al., 2019; Mackay & Schmitt,
2019). However, connectedness with nature (CWN) has remained largely unstudied in
organisational context.
CWN is defined as 'a stable state of consciousness comprising symbiotic cognitive, affective,
and experiential dimensions that reflect a realisation of the interrelatedness between one’s
self and the rest of nature' (Zylstra et al., 2014). This approach is different from conventional
approaches, because CWN has an inward focus and targets people's inner dimensions or
mindsets (Woiwode et al., 2021). Contrastingly, conventional approaches (such as policies,
economic incentives, and social motivators) are externally focused, resting on the
assumption that people are motivated only by financial or personal benefit. Such
approaches are not sufficient to foster the transformational change in behaviour that we
need (O’Riordan & Lenton, 2013).
There is an abundance of research on CWN, as it is often linked to a broad range of benefits
regarding sustainability, physical and mental health (Zylstra et al., 2014). Besides having a
positive impact on sustainable behaviour, research points out that CWN also benefits health
overall happiness and wellbeing (Maller et al., 2005; Nisbet et al., 2010; Sandifer et al., 2015;
Shanahan et al., 2016) and can even contribute to reduced crime rates and antisocial
behaviour on a societal scale (Keniger et al., 2013). In organisational context, CWN leads to
an increased wellbeing of employees, increasing the awareness of environmental
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consequences of decisions and enhances pro-environmental behaviour (Boiral et al., 2019).
Additionally, CWN has a positive effect on the mindset of employees, as they might display
more personal growth and are able to experience more often attributes such as
thankfulness, kindness, inclusiveness, and happiness (Zylstra, 2014).
However, research on CWN often focuses on the individual, which has not yet delivered on
the promise of being the solution for the global environmental crisis (Balmford & Cowling,
2006; Riechers et al., 2021). Riechers et al. (2021) suggest that we need a more holistic
approach towards CWN, which takes place not only on the individual level but includes the
collective level as well. A form of the collective that most of us deal with on daily basis is
organisations. With the use of a system thinking lens, we see organisations as systems that
can be transformed with the help of leverage points (Meadows, 1999; Woiwode et al.,
2021). Therefore, I propose to do exploratory research into collective CWN in organisational
context, by investigating the case of Instituut Voor Natuureducatie & Duurzaamheid (IVN)
as an organisation that wants to transform and enhance their CWN.

1.2. Research Objectives
By doing this research, I am studying collective CWN in an organisational context and
exploring how such connections can be fostered.
The objective of this exploratory research is to take a first step towards understanding more
about how the system of an organisation can transform to foster collective CWN. I propose
to do this by investigating IVN as a case study of an organisation that wants to transform
their system and enhance their collective connection with nature.

1.3. Research Questions
Main research question:
How can we understand the transformation of an organisation towards collective
connectedness with nature?
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Sub research questions:
1. How is the collective connectedness with nature within the organisation experienced
by members of that organisation?
2. What leverage points, ranging from deep to shallow, for transformations towards
collective connectedness with nature can be identified within organisations?
3. How can connectedness with nature be strengthened in organisational settings on a
collective level?
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2. Theoretical framework
This chapter lays out the different theories on which this research is based. The
framework starts with an exploration of the interpretation of the most foundational
concept: nature. From here on, we explore the concept of individual and collective CWN as
interpreted by Zylstra et al. (2014) and related theories. Then, CWN is placed in
organisational context with the help of deep and shallow leverage points related to
transformation, based on the iceberg model of Meadows (1999) and the systems
transformation model by Woiwode et al.
(2021).

2.1. Nature
A person's relationship with nature is as personal as any relationship, which is clearly
reflected in the multitude of definitions and concepts that are related to the human-nature
relationship. Before diving into the array of concepts available on the topic of human-nature
relationships, it is important to reflect on the term 'nature'. The term 'nature' is a
socialcultural construction, so its meaning is heavily influenced by the culture of its users
(Zylstra et al., 2014). Therefore, nature is not a neutral or self-evident term.
Two examples that clearly illustrate the difference in interpretation of nature are the
traditional Western human-nature dichotomy and the Native American ontology. The
traditional Western view on nature stems from the human-nature dichotomy, where nature
is seen as pristine, a cultural invention in the form of wilderness that is void of human
intervention or presence (Cronon, 1996). Sometimes, this dichotomy is presented by culture
(humans) vs nature (non-humans). The idea of 'pristine nature' was strengthened by the
colonisation of North America. To create 'pristine nature' that was to be enjoyed by 'city
folks', the Native Americans were banned from their homelands (Cronon, 1996). Creating a
distinction between human (culture) and non-human (nature) is not necessarily a global
tendency (Fletcher, 2016), although colonisation and globalisation caused Western world
views to be widely spread and dominating over other traditional world views (Zylstra et al.,
2014). An example of a non-dominant worldview on nature is provided by Kimmerer (2020)
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in her book Braiding Sweetgrass, in which she shares the Indigenous Knowledge of Native
American culture. According to Kimmerer, Native ways of knowing often see humans as the
younger brother of creation, meaning that we still must learn our lessons from nature (or
as Kimmerer puts it: 'other species') around us. She views nature as including every being,
either as human person or non-human person. This view on nature is in stark contrast with
that of the traditional Western view. The Western human-nature dichotomy places
humanity outside of nature and thereby above nature, hierarchically speaking.
Contrastingly, the Native American view includes humanity in nature as another specie,
thereby placing humanity and the rest of nature on the same level.
In this thesis, I will define nature as any non-human person including flora, fauna, geological
landforms, and the force that creates all of these, occurring across a range of scales and
degrees of human presence (based on Bratman et al., 2012; Zylstra et al., 2014; Kimmerer,
2020; Oxford University Press, 2021). However, I want to offer some reflection on my
decision to choose this definition. This definition encompasses most elements of what is
natural from a Western viewpoint. I am aware that this Western viewpoint is only one
narrative, which is very much at risk of confirming the human-nature dichotomy by creating
a distinction between human and non-human nature. However, a Western perspective is
closest to the reality of the organisations I work with, and I want to use a definition that is
easy to understand by those unfamiliar with CWN terminology and workable within
organisational context. Part of the reason why organisations experience a feeling of
disconnect from nature could be due to the Western narrative on nature being most familiar
to them.

2.2. Human-nature relationships
The previously mentioned perspectives of nature can be reflected in different types
of human-nature relationships that form the basis for how people interact with nature.
Kockelkoren (1993), Zweers (2000) and Van den Born et al. (2006) provide theory on what
they call ‘basic attitudes towards nature’. There are four basic attitudes: master, steward,
partner, and participant. The master sees him/herself as ruler over nature, with the idea of
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possessing nature and having no regard for taking care of nature. The steward sees himself
as caretaker of nature as a responsibility to God (in the religious version) or to future
generations (in the secular version), thereby still placing him/herself above nature. The
partner places him/herself on the same level as nature and interacts and develops together
with nature, although there is still a clear divide between the partner and nature. Lastly, the
participant sees him/herself as a part of nature, both biologically and spiritually. When
comparing these attitudes to the human-nature dichotomy, we see that the first three basic
attitudes correlate more to the dominant, Western views on nature whereas the participant
attitude is an example of non-dominant, non-Western views on nature (de Groot, 2010).

2.3. Connectedness With Nature
Another interpretation of human-nature relationships is Connectedness With
Nature (CWN), which is the central concept in this thesis. CWN is defined by Zylstra et al.
(2014) as 'a stable state of consciousness comprising symbiotic cognitive, affective, and
experiential dimensions that reflect a realisation of the interrelatedness between one’s self
and the rest of nature'. There are different attributes that relate to the three dimensions,
those are presented in the table below.
Table 2.1: Core attributes for connectedness with nature (adjusted from Zylstra et al.,
2014)
Attribute
Dimension
Description
Inclusiveness

Cognitive

The extent to which an individual includes nature within
a cognitive representation of ‘ecological self’, such that
a perceived and intuited sense of ‘sameness’ is felt
within human and non-human order.
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Relatedness

Belonging

Affective

Perceiving or feeling the natural world as being
community, family, or kin within which one is
embedded and shares a sense of welfare. Embodies
biophilic traits of empathy and compassion and consists
of a deeper knowing rather than only cognitive
expressions. Engenders emotions such as reverence,
respect and possibly love.

Cognitive
affective

+ The feeling of inclusiveness within a community
strengthens sense of identity with nature. This is
furthered through place attachment, such that
bonding with a specific location and its biodiversity
comes to define one’s self and home.

Interconnectedness Cognitive
affective

+ ‘Interconnectedness’ expands the fundamental
premise of ecology to feeling personally embedded
within the intricate web of life and interdependent
with all living systems and processes, such that
caring for nature is the ‘right thing’ for oneself and
for nature.

Wholeness

Cognitive

A sense of unity or oneness with all life coupled with
a ‘knowing’ of an implicate order, shared essence,
intelligent mind, or life force which pervades all
things in the universe. Furthers understandings of
inclusiveness and interconnectedness and may be
differentiated by evoking spiritual interpretations
or associations.

Inquisitiveness

Cognitive

Increased sense of intellectual interest, curiosity,
focus, attention, and enthusiasm to learn more
about ecological systems, biodiversity, and natural
phenomena. May manifest as ‘naturalist
intelligence’.
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Aliveness

Affective

Includes enhanced sensory awareness, enjoyment,
optimism, vitality and regular ‘awakened’ states of
consciousness and being in touch with one’s source
of inspiration.

Thankfulness

Affective

Existence of other attributes engenders feelings of
gratitude toward nature and the benefits derived.
May manifest as service to nature or human
communities
or
as
public
or
private
ceremonial/thanksgiving activities.

Interaction /
participation

Experiential

An experiential attribute: regular forms of physical
interaction and sensory involvement with nature
cultivates other attributes and a sense of CWN.
Regular interaction with nature may also pre-empt or
be motivated by embodying other attributes.
Feedback loops between other attributes would be
expected.

Additionally, there are other interpretations available on the relation between humans and
nature. Schultz (2001) interprets a connection with nature as the inclusion of nature in the
perception of oneself. To make the inclusion of nature in self visible and measurable, Schultz
has created the INS scale (see figure 3.1. below). Gosling & Williams (2010) place more focus
on the subjective feeling of being part of nature, where Richardson et al. (2020) highlight
the affective relationship with nature. Boiral et al. (2019) emphasise the personal wellbeing
and contact with natural ecosystems.

18

Figure 2.1. INS Scale for ‘me’ and ‘nature’ (Schultz, 2001)
I chose to apply the definition provided by Zylstra et al. (2014), because it leaves room for
interpretation regarding the term ‘nature’ and includes different aspects of experiencing
CWN: the cognitive, affective, and experiential dimensions. Additionally, this definition
highlights consciousness and realisation, thereby noting that CWN is not something to be
restored or repaired, as humans simply are part of nature. Instead, it is a fact that we often
forget and remember again: we are part of nature and cannot be separated by nature,
although we can feel a disconnection or forget that we are connected. Paradoxically enough,
the term 'connection with nature' can also reinforce the idea that there is currently a
disconnect between humans and nature which should be overcome (Fletcher, 2017). The
definition by Zylstra et al. (2014), in my opinion, does not reinforce the disconnect because
it does not attempt to reconnect what has never been disconnected. Simultaneously, a
disconnect from nature means a loss or absence of awareness that oneself and the rest of
nature are interrelated.

2.4. Collective CWN
Zylstra’s definition does not discern between CWN experienced on an individual or
collective level, but the focus in this thesis lies mainly on the latter. CWN experienced on a
collective level will therefore be referred to as collective CWN. Spaarkogel et al. (2021) have
researched collective nature connectedness during an academic consultancy project at the
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Wageningen University. Their focus lies mainly on the concept of Nature Connectedness
(NC), a concept that is similar in meaning to CWN. Their working definition of collective NC
is: ‘symbolic meanings of nature and feelings of emotional connection to nature, shared by
a group’ (Spaarkogel et al., 2021), which is constructed through extensive literature review.
However, this definition excludes some of the aspects that are part of Zylstra’s definition.
Therefore, the working definition of collective CWN used in this thesis will be a combination
of Spaarkogel et al. and Zylstra et al.: 'Collective CWN is a stable state of consciousness
comprising symbiotic cognitive, affective, and experiential dimensions shared by a group,
expressed through collective practices that reflect a realisation of the interrelatedness
between oneself and the rest of nature'.

2.5. Collective CWN in organisations
Spaarkogel et al. (2021) have also researched the relationships between certain
situational factors, ways to increase connections and NC. Situational factors consist of
individual attributes, group attitudes, thematic and spatial themes, and governance themes.
This thesis will focus mostly on group attitudes and governance themes. Group attitudes
can be understood as collective identity (Restall & Conrad, 2015), shared models of reality
with shared feelings (Escalera-Reyes, 2020), collective environmental consciousness
(EscaleraReyes, 2020) and emotional difficulties arising from the suppression of natural
connections (Andrews et al., 2016). Collective identity is defined as the collective to which
an individual perceives him/herself to belong to (Restall & Conrad, 2015). From that
collective identity, shared models of reality with shared feelings can arise, meaning that a
group can share motivation to care for nature. Subsequently, collective environmental
consciousness can originate from a shared model of reality, meaning that a group of people
feels collectively connected to a certain part of the environment. These situational factors,
collective identity, shared models of reality and collective environmental consciousness, are
enabling a collective sense of CWN in organisations. However, when there is resistance
within the organisation towards collective CWN, for example through unwilling or
unmotivated leaders, individuals can collectively reunite over this resistance and try to steer
the organisation towards more nature-friendly practices.
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Governance factors are expressed through risk aversion and funding considerations,
hierarchy, and the influence thereof on decision-making process, policy and legality that
allow what is legally possible regarding initiatives and decisions, collaboration within and
between organisations pertaining to decision making and the discourse of sustainability
within an organisation. Lastly, thematic and spatial factors consist of the degree of
urbanisation of the area in which the organisation is placed, and the significance of
indigenous peoples’ connection to nature and place in policy making. However, since the
group of interviewees for this thesis research has not been standardized based on the
location of their workplace, I expect that the thematic and spatial factors will play a smaller
role in the outcomes compared to the group attitudes and governance themes.
The ways to increase connection that have been found by Spaarkogel et al. (2021) are
divided in to individual and collective. The focus in this thesis lies on the collective ways:
general application, to individuals in organisations and to the public. Firstly, the general
application strategies are: 1) using NC related discourse or terminology (Barter & AlstonKnox, 2020), 2) generating NC in organisational culture by stimulating the individual NC
through selfreflection, self-exploration and creating a supportive environment for proenvironmental behaviour by encouraging managers and decision-makers to enhance their
NC, 3) create a biodiversity-related social norm in the company by for example encouraging
biodiversity recovery related practices and 4) take responsibility for care and maintenance
of places that the organisation is attached to (Escelera-Reyes, 2020). Secondly, the
application of the ways to increase collective NC can also be targeted at the individuals in
organisations. This can be achieved through increasing the individual NC of employees by
training them in their intrapreneurial self-capital (Duradoni & Di Fabio, 2019) or encouraging
higher workplace spirituality (Rezapouraghdam et al., 2018). Another way is to organise
group-building activities that incorporate nature, to increase the feeling of community.
Thirdly, an application targeting the public consists of place-based public participation in
scientific research and extending the emotions and affection people feel for nature with the
public.
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2.6. Transformation and leverage points
The previous paragraphs focused on the different aspects of collective CWN, the
theory available on situational factors related to CWN and ways to strengthen CWN in
organisations. In this paragraph, the focus lies on the process that is needed for an
organisation to realize a higher CWN. This process can be regarded as a system
transformation in which leverage points can be seen as catalysts. In this thesis, the system
in these theories is akin to the organisation.
Woiwode et al. (2021) state that transformation is crucial to understand and facilitate
collective processes of change regarding our relationships with ourselves, others, and the
environment, of which the connection between humans and nature plays an important role.
Leverage points are defined by Meadows (1999) as the point in a system where making a
small change can lead to great transformation, where that point acts as a leverage for
transformative change.
I chose to apply both the iceberg model by
Meadows

(1999)

and

the

systems

transformation model by Woiwode et al. (2021),
because the iceberg model is generally seen as
the basis for systems thinking whereas the model
by Woiwode et al. (2021) is a variation on
Meadows combined with the work of Abson et
al. (2017) and tailored more to sustainability. As
the process of transformation in organisations
towards collectively sensed CWN is quite
underexposed academically speaking, and could
very well be more widespread than the topic of
sustainability, I wanted to cover all bases and
include both models.

Figure 2.2. The Iceberg Mode showcasing the
different leverage points in a system, increasing
in leverage from top to bottom. Adapted from
Meadows (1999).
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Figure 2.2. shows the iceberg model by the Academy for Systems Change, based on the work
of Meadows (1999). The iceberg model visualizes four different levels of leverage: 1) events,
2) patterns of behaviour, 3) systems structure and 4) mental models. Leverage points that
spur on the process of transformation within organisations regarding collective CWN could
possibly appear on all four levels. However, the different levels also have differing amounts
of impact on the system. For example, leverage points relating to mental models are
expected to have more influence but are also more difficult to find within a system
compared to leverage points found in patterns of behaviour (Meadows, 1999).
Woiwode et al. (2021) present a comparable model of leverage points based on the work of
Fischer & Riechers (2019), Abson et al. (2016) and Meadows (1999). In this model, the
potential of leverage points to transform a system regarding sustainability are divided into
deeper and shallower leverage points. Deeper leverage points are based on intent and
design, whereas shallower leverage points are based on processes and material themes.
Woiwode et al. (2021) find that targeting deeper leverage points strongly increase the
possibility of overall systems transformation. This is illustrated in the image below, where
the system is represented by the ball on the left, and the leverage points are illustrated as
points where pressure can be applied to move the lever on which the system ball is placed.
The greatest potential for creating leverage and therefore moving the system lies in the
deeper leverage points on the right. There, the smallest amount of effort can cause the
greatest shift. However, deeper leverage points are under-researched and often difficult to
find within a system.

Figure 2.3. Illustration of systems change as interpreted by Woiwode et al (2021), adapted
from Abson et al. (2016).
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Below is an overview of exemplary elements for the different leverage points by Woiwode
et al. (2021) with a focus on collective actors such as organisations.
Table 2.2. Realms of leverage points of Woiwode et al (2021) and their exemplary
elements focused on the collective

Shallow

Level of leverage point (shallow to deep)

Exemplary element (collective)

Material: constants, parameters, rewards,

Collective elements guiding action

flows and stocks of a system, their

effecting the “material”, including

creation and change

shared sustainable consumption
practices, and social activism

Processes: Interactions and feedback

Conflict resolution, social learning,

between various elements that shape

communication tools and methods

internal system dynamics
Design: Social structures and institutions,

Sustainability-oriented innovations,

including rules and information flows of a

deliberate, adaptive, and flexible

system, related (self-) organization and

group attitudes, social learning,

change capacities

value-based organisation (based on
intrinsic, universal, and relational
values, including social justice and
equity)

Deep

Intent: Mindsets, values and goals and the

Integrative/integral, multi-

capacity to change them, shaping the

perspectival, pluriversal worldviews,

emergent direction of the system

reflective awareness of collective
(regarding culture, rules,
paradigms), and relationality, social
learning
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The situational factors that are explained by Spaarkogel et al. (2021) can be combined with
the models of leverage points for CWN as Spaarkogel et al. found that the two can influence
each other. This combination is presented in the table below, where the situational factors
have been categorised under the leverage points of Meadows (1999).
Table 2.3. Situational factors categorized into the different levels of leverage points
of the iceberg model (Meadows, 1999)
Level

of

leverage

point

Situational factor

(starting with the top of the
iceberg and moving to the
bottom)

Top

Events: what is happening?

-

Patterns of behaviour: what
trends are there over time?

Thematic and spatial: degree of urbanization,
significance of indigenous people’s connection to
nature and place in policy making

Systems structure: how are the Governance: risk aversion & funding, hierarchy
parts related and what
and decision-making processes, policy and
influences the patterns?
legality, collaboration

Bottom

Mental models: what values,
assumptions and beliefs shape
the system?

Group attributes: collective identity, shared
model of reality, collective environmental
consciousness, emotional difficulties
Governance: norm of sustainability
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The table below shows the situational factors combined with the leverage points model of
Woiwode et al. (2021), in the same manner as the table above shows.

Table 2.4. Situational factors categorized into the different levels of leverage points
of Woiwode et al (2021)
Level of leverage point (starting with Situational factor
shallower levels and moving to deeper levels)
(Shallow) Material: altering rewards and Governance: risk aversion & funding
Shallow

material flows
(Shallow) Processes: changing feedbacks

Thematic and spatial: degree of
urbanization, significance of
indigenous people’s connection to
nature and place in policy making

(Deep) Design: redefining goals, information Governance: hierarchy and decisionflows and self-organisation

making processes, collaboration,
policy & legality

(Deep) Intent: changing mindsets and Group attributes: collective identity,
Deep

paradigms

shared model of reality, collective
environmental consciousness,
emotional difficulties
Governance: norm of sustainability
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2.8. Application of theory
The theories laid out in this theoretical framework are closely connected to the
research questions presented in chapter 1: the introduction. The first research question how
is the collective connectedness with nature within the organisation experienced by members
of that organisation? is supported by the four different basic attitudes towards nature, the
INS scale and the three dimensions of CWN. For the second research question what leverage
points, ranging from deep to shallow, for transformations towards collective connectedness
with nature can be identified within organisations? I will use the models by Meadows and
Woiwode et al., and combine them with the group attributes, spatial and thematical themes,
and the governance themes. The third and last research question how can connectedness with
nature be strengthened in organisational settings on a collective level? will be analysed with
the help of the collective ways to strengthen CWN. See the image below for a schematic
overview of the theoretical framework and its application to the research questions. The main
research question is outlined in the top centre of the image. The other three research
questions are placed horizontally underneath the main research question, and all have their
own corresponding colour. Underneath every research question is a listing of the relevant
theories from the theoretical framework, every colour matching with that of the relevant
research question. The research methodologies are also included in the theoretical
framework, outlined in the purple shapes. The research methodologies are further explained
in the following chapter.
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Figure 2.4. Schematic overview of the theoretical framework combined with the research questions
and data collection methods
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3. Research methodology
This chapter expands on the research methodologies that are shortly mentioned in the
theoretical framework. Starting with the theoretical lens of the research, this chapter then
moves on to a description of the case study at the organisation IVN and a description of the
other involved organisations. Then, the data collection and data analysis methods are
described. The chapter ends with a short description of my personal contribution and
positionality to the research.

3.1. Theoretical lens
The methodology of this research revolves around a question of the Dutch nature
education organisation IVN: how can we strengthen a sense of collective CWN within the
organisation? To search for answers, or pointers towards answers, it is important to first
understand the current situation of IVN and how the employees experience CWN. Then,
knowledge can be collected from other organisations who have been grappling with the same
question and possibly speak from more experience in this regard.
As organisations are complex systems, it is useful to apply a systems thinking lens in this
research. Systems thinking is a way of thinking that allows for a deeper understanding and
identification of systems, which allows for predicting and influencing the behaviours and
outcomes of the system (Arnold & Wade, 2015). Meadows & Wright (2008) view systems
thinking as a necessary tool to addressing many global challenges and creating lasting change
on all levels of all systems, big or small. They explain that a system consists of different parts
(in the case of an organisation, this could be employees, financial assets, stakeholders,
culture, etc.) that are connected to each other and produce patterns of behaviour. A system
can be influenced by externalities, but the reaction of this system is always a characteristic of
itself. Leverage points are an inherent part of systems thinking, which will be used in this
research to further understand the workings of organisations. With the help of a leverage
points perspective, I hope to dissect the system workings of organisations and detect the
places where transformation towards CWN takes place.
As this research is focused on experiences, mindsets, and behaviours of people, a qualitative,
applied approach is most suitable (Marshall et al., 2021; Kumar, 2019). Additionally, the
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character of the thesis work is of exploratory nature due to the limited amount of research
available on the topic of CWN within organisational context. Exploratory research can provide
pointers for future research when the research problem is very new (Babbie, 2021; Kumar,
2019).

3.2. Description of the organisations
There are different types of organisations examined in this research. First off, IVN is
the case study organisation for the first two research questions. They have the wish to
strengthen collective CWN within the organisation, but do not have the information on how
to do this. The aim of the research is to explore the topic of collective CWN in organisational
context, but also to find information that can answer, or point in the right direction, the
question of IVN. Therefore, I also interviewed other organisations who have some form of
experience with the question of IVN. The common denominator in those organisations is that
they have experience with human-nature relations and connection with nature in
organisational context. Not all organisations use the exact wording of ‘Connectedness With
Nature’ even though they do hold knowledge on this subject, but simply use other terms such
as nature-based leadership or ecological consciousness. Below is a description of IVN and the
other organisations that have been included in this research.

IVN – Instituut voor Natuureducatie
IVN is a Dutch nature education organisation. The
organisation has around 150 employees spread over 12
provincial offices and a main office in Amsterdam.
Additionally, IVN has a large network of members (around 20.000) and volunteers (6.000) who
pay a membership to IVN. Those members and volunteers are connected to 161 local
volunteer departments throughout the Netherlands (IVN, 2021b). IVN’s mission is to connect
humans and nature. They want to show people from all ages that nature is fun, educational,
important, and good for your health. (IVN, 2021a). In a conversation with IVN, it became
apparent that there is a knowledge gap on sustaining a collective connection with nature in
the organisation context (personal communication, 2021).
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Organisation 1: ZF Group
ZF Group is a global technology company in the mobility sector (ZF Group, n.d.). The
interviewee is an internal organisation consultant at ZF Group and
involved in the mindfulness community of the organisation. Even
though CWN is not a core business for ZF Group, the organisation is
increasing its focus on sustainability for which CWN can play an
important role. From her role as internal organisation consultant, the
interviewee tries to touch inner sustainability in the organisation.

Organisation 2: Club Groeneveld
Club Groeneveld is a Dutch organisation, stemming
from Staatsbosbeheer (the Dutch governmental forestry
organisation)

and

Buitenfonds

(a

Dutch

non-profit

organisation). What started as a network for Dutch leaders
and CEOs focused on nature, has evolved into an organisation that creates podcasts, long
reads, lectures, educational programs, inspiration journeys and retreats for anyone interested
in what it means to be human in this current period (Club Groeneveld, 2021). The interviewee
is familiar with the topic of connection with nature, and the loss of awareness thereof. Club
Groeneveld holds a lot of knowledge on what connection with nature looks like within
organisations from experience with other organisations and their own.

Organisation 3: Het Nieuwe Instituut (Zoöp model)
Het Nieuwe Instituut is the organisation behind the Zoöp model. The word Zoöp is a
combination of the Greek zoë (meaning life) and cooperation. Zoöps are
organisations that include the interests of non-human stakeholders in their
board and decision making (Het Nieuwe Instituut, 2021). It is a form of
cooperation between a human organisation and non-human life. An
organisation can become a Zoöp when they adhere to a certain level of
ecological integrity, combined with contributing to the regeneration of non-human life. The
interviewee is researcher at Het Nieuwe Instituut and initiator for the Zoöp project.
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Organisation 4: Foundation for Natural Leadership
Foundation for Natural Leadership offers leadership programs focused on
transformation and learning from nature (both individual
and in company). Their vision is that the connection between
people and nature contributes to a more sustainable world
(Foundation for Natural Leadership,
2021). The interviewee is facilitator at FNL and holds a PhD at the Wageningen University &
Research on the subject Wilderness Experience & Leadership Development.

Organisation 5: De Transformatie Groep
De Transformatie Groep is a consulting organisation that helps
organisations in transformation processes and leadership
development.

Regarding

leadership

development, De

Transformatie Groep follows the philosophy from FNL and offers
programs in

nature (De

Transformatiegroep, 2022). The

interviewee is consultant here and guides such nature-based
programs. Together with the interviewee from FNL, he makes a podcast Leaders into the Wild
in which they explore the impact of nature on leadership and transformation.

Organisation 6: Nature Quest
Nature Quest is like Foundation for Natural Leadership, in the
sense that they both offer leadership trajectories based on learning from
and in nature. However, Nature Quest aims more at creating a community
and offering people experiences in nature that inspire them to connect with themselves and
nature (Nature Quest, 2021). Examples are solo- or team quests in nature, education
programs, leadership programs or even wedding ceremonies based upon connecting with
nature. The interviewee is a partner at Nature Quest and has extensive experience in social
entrepreneurship.
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3.3. Data collection
This paragraph describes the data collection methods in detail per research question.
As mentioned above, the approach for this research is qualitative. Table 1 provides an
overview of the data collection and data analysis methods per research question.

3.3.1. Research question 1
How is the collective connectedness with nature within the organisation experienced by
members of that organisation?
The data collection methods for this research question are a combination of structured (online
questionnaire) and semi-structured interviews with IVN employees. Zylstra (2014) advises to
combine different methods for capturing the most broad and deep understanding of a
person’s CWN.

Survey IVN (INS Scale)
The structured interview took place in the form of an online survey. This survey was
distributed per e-mail amongst all employees of IVN. The aim of the online survey was to
gauge the overall feeling of CWN within IVN, therefore a response rate of approximately 50%
(75 responses out of 150 participants) was desirable (whilst also being realistic) (Kumar, 2019).
The actual response rate was 36% (54 respondents out of 150 participants). This is less than
initially desired, but according to IVN employees still a good rate as they get sent online
surveys quite often and feel little motivation to fill out every one of them.
The full survey can be found in appendix 1. Part of the survey is the INS (Inclusion of Nature
in Self; Schultz, 2001) scale (see figure 3.1.). The INS scale measures both cognitive and
affective aspects of CWN (Schultz, 2001; Zylstra, 2014). It can be easily adapted to fit
organisational context by replacing the self with the organisation. It can thereby measure
both the individual CWN of employees, and the collective CWN they feel within IVN. It is also
easy to understand, thereby enabling participants to respond intuitively. However, a small
critical note should be placed here. Without any context, it is difficult for respondents to
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understand what is meant by CWN. To provide them with some touchstones, a guiding e-mail
has been sent to explain more about the research and CWN. This e-mail can be found in
appendix 2. The benefit of using an online survey is that it demands little time and effort,
while having a large audience reach (Kumar, 2019). Additionally, the survey was anonymous
which helped obtain accurate information from the employees. In this case, another
advantage was that the respondents gave a lot of information in their answers to the open
questions. This was quite unexpected, as it was a known fact that the employees have little
time and often receive requests for research participation. The reasons for this might have
been that the survey was distributed by the CEO of IVN, and that the employees were
genuinely interested in the topic which might provide employees with an extra incentive to
respond. Additionally, I have spoken to several IVN employees beforehand who are
enthusiastic about the research and are willing to motivate their colleagues to participate.
The outcomes of this research are expected to have positive effects on the employees of IVN,
which is an extra motivation for them to cooperate.

Figure 3.1. INS scale for individual CWN.

Semi-structured in-depth interviews IVN
After having recorded the responses to the online survey, a good first indication of the
individual and collective CWN became available. This indication was used as starting point for
the semi-structured, in-depth interviews with IVN employees. The employees that were
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willing to participate in an interview could indicate so in the survey by leaving their e-mail
address. Any employee of IVN could be a participant for the interviews, as they all play a part
in the collective CWN within IVN. A total of 18 respondents volunteered to be interviewed.
Due to time constraints, 10 random respondents were picked. The interviews with IVN
employees were aimed at gaining a deeper understanding of their collective CWN, loosely
based on the online survey, and where possible leverage points within IVN might lie. The
interview guide is in appendix 3. Therefore, the first part of the IVN interviews corresponds to
research question 1, and the second part corresponds to research question 2. In practice, this
divide was not clearly mentioned during the interviews.
The aim for the first part of the semi-structured, in-depth IVN interviews was to gather more
insight into the mindsets, values and assumptions that drive the collective CWN of the
employees. Therefore, the interview questions corresponded indirectly to the matching
theory from the theoretical framework. There are questions geared towards figuring out the
basic attitude of the interviewee to nature and which of the three dimensions by Zylstra they
use most often to feel CWN.
Interviews are more appropriate for studying complex situations because they allow the
interviewer to explain concepts and questions to the interviewee in person (Kumar, 2019).
Specifically, in-depth interviews are useful for understanding the perspective of the
interviewee on their lives and experiences through their own words (Taylor et al., 2015). An
advantage of semi-structured interviews is that they allow for probing, and thereby make it
easier to gather in-depth information. Disadvantages are that such interviews take up more
time, invite researcher bias and depend on the quality of the interaction between the
interviewer and interviewee (Kumar, 2019).

Recording of interviews
Due to time constraints, MS Teams was used for conducting the interviews. MS Teams
has a built-in transcribing function when meetings are recorded, which was used. Afterwards,
the MS Teams transcription was checked, necessary adjustments were made regarding
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anonymity and clarity. Then, the final transcript was sent to the interviewee. More on the
analysis of the collected response can be found in the section ‘data analysis’.

3.3.2. Research question 2
What leverage points, ranging from deep to shallow, for transformations towards
collective connectedness with nature can be identified within organisations?
For this research question, I again choose to apply the semi-structured interviews with IVN
employees. See appendix 3 for the interview guide for IVN.

Semi-structured in-depth interviews IVN (part II)
Part II of the interviews with IVN employees is geared towards finding out what
leverage points are typical for the organisation of IVN. The same 10 interviewees were
interviewed. It was not expected of the interviewees that they are familiar with the
terminology of leverage points or systems thinking. Therefore, the interview questions are
not so much focused on asking them what leverage points they know of. Instead, the interview
guide focused on the situational factors as presented in the theoretical framework: group
attitudes and governance. The IVN interviewees have been asked about the current CWN at
IVN, where they see opportunities and where they see barriers for strengthening the CWN. I
left the interview questions quite open on purpose because I did not want to steer the
interviewees in the direction of the situational factors from the theoretical framework.
Instead, I was curious to see what range of leverage points I could distil from their open
answers.

3.3.3. Research question 3
How can connectedness with nature be strengthened in organisational settings on a
collective level?
During the interviews with the other organisations, I aimed to gather more information on
what practices can be usually found in organisations that are familiar with working with CWN
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and that are useful to strengthen collective CWN. The interview guide is geared towards
collecting experiences from the other organisations, for which a semi-structured, in-depth
approach is suitable (Kumar, 2019). During these interviews, I allowed room for the employee
from the expert organisation to share their narrative, by allowing them to choose which
experiences they want to share.

In total, six interviews have been conducted with

representatives from other organisations. These interviews took place after the interviews
with IVN. This sequence of interviewing allowed me to include questions that are already
focused on the possible leverage points specific for IVN. Additionally, general questions were
included that are not steered towards the situation of IVN but rather more broadly applicable.
The interview guide can be found in appendix 4.

3.4. Data analysis
The raw data from the online survey and the semi-structured interviews, and the
coding schemes can be found in a separate document that is available only to the supervisors
and examiner from Wageningen University & Research. This data is not publicly accessible to
protect the anonymity of the respondents and interviewees.

3.4.1. Survey
For the INS scale answers, I analysed the results quantitatively with the help of Excel
and created diagrams that showcase the general individual CWN and collective CWN within
IVN. Those diagrams can be seen in the results section. For the open questions in the survey,
I used inductive coding to categorise the answers, and let the answers of the respondents
structure the coding themes. I chose for this strategy because I had no literature available that
could provide a deductive coding guide.

3.4.2. Interviews
After the transcriptions have been made, I used inductive and open coding. To find
themes that recur in the interviews, I used the approach that Russel Bernard (2017) suggests:
first I selected themes based on my literature research, and then I added more themes or sub-
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themes as I analyse the interviews. The themes per research question can be found in the
theoretical framework.
Examples of themes to base coding on are the attributes of CWN, as composed by Zylstra et
al. (2014) which are also included in my theoretical framework. Based on this list of
competences, I can label words that correspond to those attributes. An example is the
attribute “inclusiveness”. Responses that can be labelled accordingly are “part of a system”,
“part of nature” or “we are nature”. I mostly created codes based on the theoretical
framework but also created codes myself. This helped me understand the transcripts best and
make the most of the responses from the interviewees. As not all interviewees use the same
type of language that is used in the literature and as we are working with quite personal,
sometimes philosophical experiences of interviewees, it was difficult to categorize everything
into strict categories.
Table 3.1. Overview of methodology and analysis per research question
Research question
Method
Analysis
1. How is the collective IVN online survey (INS Basic quantitative analysis in
connectedness with nature within scale) + IVN semiExcel + coding
the organisation experienced by
structured interviews
members of that organisation?

2. What leverage points, ranging IVN
from

deep

to

transformations

shallow,

semi-structured Coding

for interviews

towards

collective connectedness with
nature can be identified within
organisations?

3. How can connectedness with Semi-structured
nature be strengthened in
interviews with other
organisations

Coding
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organisational

on a

settings collective
level?

3.5. Reflexivity and positionality
In this section I want to describe my practice of reflexivity during this research and
clarify my positionality. By engaging in reflexivity, I question and examine my own
assumptions, my relationship to the research topic and the research participants and how
those affect the dynamics of doing this research (Hsiung, 2010).
I think that my positionality is greatly influenced by my affection for the topic of CWN. CWN
is one of my favourite fields of interest to read about, talk about and of course experience. It
is therefore not surprising that I chose to research this topic for my master thesis. I enjoy
learning about CWN because I feel that it contributes to living a fulfilling life as a human being
on this Earth, and I see it as a crucial part in the climate- and biodiversity crises., especially
when applied to organisations because this can increase the scale on which we are working.
My affection and interest for CWN does not necessarily have a negative impact on the
research, but it is important to acknowledge that it does have an impact. “Researchers do
their best work when they are genuinely having fun, so don’t do boring research when you can
choose any topic you like” (Russell Bernard, 2017 p. 55). That is the upside of my genuine
interest in the topic: it helps me gather information about the topic and I am willing to take
extra steps when needed. However, the downside might be that it also creates a bias in my
gathering and understanding of data: I feel strongly about the importance and effectivity of
CWN, and it would be a disappointment if my research showed that people do not care about
CWN or that CWN is not helpful to them. This would have caused an expectancy effect or
confirmation bias (Russel Bernard, 2017).
Additionally, the positionality caused by my enthusiasm combined with my background in
Forest & Nature and the way I present myself during interviews could have influenced the
answers of the interviewees (Hennink et al., 2020). They might have felt more pressed to
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stress their connection with nature or sustainable behaviors during their interviews, creating
a social desirability bias where the respondent gives socially desirable responses in relation to
the researcher, instead of answers that reflect the opinions, feelings, or experiences of the
respondent (Grimm, 2010).
Lastly, I would like to touch upon the privilege that I enjoyed from being a white,
Dutchspeaking, female master student. All the respondents in this research were white and
Dutch. This lack of diversity reflected the organisations that I engaged with for this research.
Additionally, sharing these racial and cultural backgrounds with the respondents is a privilege
in the sense that it can act as a social lubricant and make it easier to bond with respondents.
Sharing race and cultural background can thereby influencing the process of data collection,
even though this ‘benefit’ was granted to me gained by birth instead of skill or experience.
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4. Results
4.1. Research question 1: how is the collective connectedness with nature
within the organisation experienced by members of that organisation?
The data for this research question comes from the online survey and the IVN
interviews. The theoretical underpinning for these results is based on the INS scale, the
different dimensions of CWN and the basic attitudes towards nature.

4.1.1. INS scale
The INS scale measures both cognitive and affective aspects of CWN (Schultz, 2001;
Zylstra et al., 2014), and can provide more insights into how the IVN employees perceive
nature in relation to human life. The IVN employees were asked how they would rate
themselves and IVN on the INS scale and write a short explanation for their decision.
Interesting to see is that all respondents consider their ‘selves’ and the ‘self’ of IVN to overlap
with nature, although in varying amounts. No one chose option 1, where there is no overlap
but only a slight intersection of the two concepts. Those who chose for option ‘other’,
explained that the proportions of the circles did not fit their perception and that they would
have liked to see themselves smaller than, but fully included in nature. One respondent
phrased this as “If I could have drawn it myself, I would draw a small circle (me) within a large
circle (nature)” (IVN survey, 2022). This relates to the ideas of Ingold in his essay Globes and
Spheres (2011). Here, Ingold explains how viewing the universe (in this case representing
‘nature’) and humanity (in this case representing ‘me’) as spheres instead of globes includes
human life within the universe and nature. This helps people understand the relations
between different lifeforms, which positively impacts the way people treat their environment.
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Figure 4.2. INS scale question as presented in the online survey. This version shows the
relationship between the individual and nature. The online survey also included a similar
question that asked about the relationship between the organisation and nature, where ‘me’
was substituted by ‘IVN’.
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Figure 4.1. Chart showing the INS scale answers in number of votes per INS scale option
4.1.1.1. INS scale: ‘me’ and ‘nature’
For the individual INS scale, option 4 was chosen the most. This is the option where
there is quite some overlap between ‘me’ and ‘nature’, yet the overlap is smaller than the
non-overlapping part of the circle. Most respondents supported their decision for option 4 by
arguing that they do feel connected with nature, but mostly while they are spending their free
time in nature and not while they are working or engrossed in daily life. “I feel intrinsically
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very connected with nature but spend so little time in nature in daily life that the connection
is not continuously present in me” (IVN survey, 2022). Modern life in the city was mentioned
as a reason for not being in complete overlap with nature: “I feel very connected with nature
but am living in an urban environment as an urban person. I cook on gas, bike through the city
to work and sit a lot inside behind the computer, etcetera.” (IVN survey, 2022). Also, those
who have chosen option 5 for the individual INS mentioned that modern life keeps them away
from a complete overlap: “I feel largely connected with nature and realise that I am closer to
nature than most people. However, I notice that the speed of the day, pressure from society
to earn money, working behind a computer and quite some pressure from work (acquisition,
making profit, quickly finishing up projects) make me feel further distanced from nature and
make it difficult to fully live with the seasons” (IVN survey, 2022).
The lower levels of the scale (1, 2 and 3) were the least popular, having only 9% of respondents
choose them. Those respondents disclosed that they enjoy being in nature, but that nature is
a place they go to and not necessarily feel connected to or a part of: “I enjoy being in nature,
but I mostly visit nature because I want to actively hike or be in it. I find nature important and
try my best to take care of it. However, I do not feel one with nature and I see myself and
nature as separate from each other.” (IVN survey, 2022). The higher levels of the scale (6 and
7) were a bit more chosen for compared to the lower levels, with 26% of respondents
identifying themselves with levels 6 and 7. Those that chose for option 6 explained that they
feel connected with nature, but found that as a human being they cannot fully live a natural
life: “I experience nature as my home, and have great respect and affection for everything that
lives, grows and flowers there and I also feel a part of it. The reason I did not choose option 7,
is because life in the city separates me from nature, I feel I am imprisoned by bricks, the many
forms of transport that rush past me and pretty much all the things I hear, and experience are
manmade.” (IVN survey, 2022). The IVN employees that chose for option 7 seem to have a
deeply rooted conviction or belief that they are ‘simply’ part of nature, as all human life is: “I
do not understand why we still divide human and nature from each other. Mankind is a part
of nature, but we are not enough aware of this special connection” (IVN survey, 2022).
Something else that stands out is the connection that IVN employees made between the INS
scale and pro-environmental behavior. 18% of the respondents who considered themselves
largely connected with nature (option 5 and up) felt that they showed too much
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nonsustainable behavior to consider themselves completely overlapped with nature: “I tend
to lean towards image 7, but intuitively I notice that I sometimes make decisions that are
isolated from what truly matches with being 100% systemically merged with nature. Think of,
for example, work-related car rides, choosing a vacation by plane, etcetera.” (IVN survey,
2022).

4.1.1.2. INS scale – ‘IVN’ and ‘nature’
The results for the INS scale regarding IVN and nature are comparable in numbers to
that of the individual and nature. The middle levels, 4 and 5, were chosen the most. Option 4
was the most popular option. The argumentation from the IVN employees (55% of those that
chose option 4) is that even though the subject of work at IVN is nature, employees spend
most of their time on and in ‘unnatural things’, such as administration and sitting inside
behind a laptop instead of in nature: “Connectedness with nature is what we communicate,
what we hope to reach a large group of people with, it is the content of our education (…) and
I feel that many of our colleagues are intrinsically motivated regarding nature. But, especially
now, I spend 95% of my time in a very artificial environment behind a screen, project
management, acquisition, communication strategy (…). Only for small parts of my work is it
required to have green expertise or do I acquire new ecological knowledge” (IVN survey, 2022).
Other employees found that IVN is already doing quite a lot for and with nature compared to
other organisations, but that nature as a stakeholder is not consequently included in decisionmaking: “Many things within IVN are quite right already: 100% vegetarian catering, the use of
public transport, indoor forests. But I don’t think that everyone is on level 5, 6 or 7 [of the INS
scale] in their way of thinking and decision-making.”(IVN survey, 2022). A lack of natureinclusivity was also mentioned as a reason why IVN is not regarded to be on a higher CWN
level: “Of course nature is central to what we do at IVN, that is our right to existence, but I
think that even at IVN nature is often seen and described as something that is outside us” (IVN
survey, 2022). The lower levels of the INS scale accounted for 15% of the respondents. Here,
the reasoning was similar to that of the middle levels in the sense that IVN employees work
with and for nature, but very little in nature: “The subject nature is always central in all of our
themes. However, the way we work is mostly inside, computer work, calling, etc.” (IVN survey,
2022) and “The volunteers of IVN are the ones who connect with nature. The employees are
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mostly busy with meetings and computer work” (IVN survey, 2022). The higher levels of the
scale for IVN (6 and 7) were equally as much chosen for as for the individual (24% of all
respondents). The respondents that chose for option 6 were aware of a high level of
connectedness with nature in IVN but found that IVN can increase their sustainable practices:
“IVN is very connected with nature, but I feel that we can make clearer decisions within the
organisation regarding nature and sustainability. By for example making offices more
sustainable, with recycled or secondhand furniture or choosing for sustainable
coffee/tea/food. Such decisions not self-evident yet.” (IVN survey, 2022). Those that chose for
option 7 have done so because they find IVN’s mission and vision comparable to being fully
connected with nature as an organisation: “IVN’s mission is: connect everyone with nature and
let people experience how good and healthy nature is for you. There is also reciprocity in the
work of IVN: what do we give back to nature. So, in that sense, IVN = nature.” (IVN survey,
2022).

4.1.1.3. INS scale - conclusion
Comparing the two INS scales (individual and IVN) with each other, it stood out that
overall, the respondents viewed the degree of connection with nature of themselves and IVN
as quite similar. The most frequently mentioned reason for the overlap between the individual
and nature is that people enjoyed the experience of being in nature and that they feel a
connection with nature. However, daily, modern life and not being able to make fully
environmentally responsible decisions made most of the respondents argue that they were
not completely in overlap with nature. The most given reason for the overlap between IVN
and nature was that the respondents think that most of their colleagues feel connected with
nature. Although strictly speaking, this would be an expression of individual CWN because it
concerns the individuals working at the organisation and their individual CWN. It becomes
clear here that it is very difficult for the IVN employees to distinguish their collective CWN
from their individual CWN, something to consider throughout the rest of this research.
Additionally, the mission of IVN was seen as an important driver for the overlap between IVN
and nature, which is indeed an expression of collective CWN as the mission of the organisation
is what drives the individual employees to work together in the collective organisation of IVN.
A reason for separation is that IVN employees spend very little time working in nature,
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although they work for nature, due to work pressure and administrative responsibilities. This
again is a matter of individual CWN. Also, most respondents felt that the organisation can
make more environmentally responsible decisions regarding operational management, e.g.
less car rides, more sustainable catering and more sustainable or secondhand equipped
offices.

4.1.2. Dimensions of CWN
The interviewees were asked a different range of questions regarding their personal
CWN and that of IVN. The question that was asked at the start of the interviews was: “Can
you describe your connection with nature for me?”. This is an open question and allows the
interviewees to come up with their own interpretation of CWN. The answers to this question
are coded according to the core attributes of Zylstra et al. (2014).
Table 4.1. Core attributes for connectedness with nature (adjusted from Zylstra et al., 2014)
Dimension
Attribute
Nr. of times mentioned in interviews
Cognitive – total: 10

Inclusiveness

3

Belonging (both cognitive 0
and affective)
Inter-connectedness
(both

cognitive

2
and

affective)

Affective – total: 11

Wholeness

3

Inquisitiveness

2

Relatedness

2

Belonging (both cognitive 0
and affective)
Inter-connectedness
(both

cognitive

2
and

affective)
Aliveness

6
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Thankfulness-

1

Experiential – total: 6

Interaction/participation

6

No dimension

Happiness

-

Continuity

-

The table above shows that the core attributes interaction and aliveness were most present
among the interviewed IVN employees. One interviewee gave a clear example of how
interaction/participation can be used as manifestation of CWN: “I practice that [CWN] by, for
example, starting my mornings every day by doing a sun salutation outside in my garden,
through which I connect with nature. I have once received the advice to always create a few
nature moments in your day, and so I make sure to spend some time outside every day and
indeed I have that experience [a CWN]” (Interview IVN5, 2022). A quote from the interviews
that illustrates the core attribute aliveness well is the following: “To me, it feels like…
happiness. I am often searching for ways to feel content, in my daily life. And by being in
contact with nature, by enjoying the sight of a bird or by being stuck in a thunderstorm and
having to seek shelter, that gives me an ultimate feeling of my existing, something like that. I
can intensely enjoy the small things in nature, such as leaves growing on the trees or spotting
a small iris in my backyard. That makes me genuinely happy, I think” (Interview IVN10, 2022).
The attributes inclusiveness, relatedness, interconnectedness, wholeness, inquisitiveness,
and thankfulness were significantly less present whereas belonging was not present at all.
When categorising the core attributes into the three dimensions, we see that the affective
and cognitive dimension is double as much present in the IVN interviews as the experiential
dimension.

4.1.2.1. Dimensions of CWN – conclusion
IVN employees mostly experienced their connection with nature through cognitive
and affective dimensions, although the experiential dimension was used frequently too
through interaction and participation with nature. This could indicate two different
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conclusions. The cognitive and affective dimensions can be used to target the CWN of IVN
employees to the aim of strengthening it, because those dimensions are already frequently
used by the employees. On the other hand, there might be untapped potential in the
experiential dimension through interaction and participation as those are used less by the
interviewees. However, it is important to note that the IVN employees do not interact with
nature much during their work, so it is difficult to conclude how these dimensions can
contribute to their collective CWN.

4.1.3. Defining nature, basic attitudes towards nature & importance of CWN
Another part of understanding the way IVN employees experience CWN is by looking
at how they view nature, what their stance towards nature is and why they find their CWN
important. The following sections will discuss these themes.

4.1.3.1. Defining nature
This section presents the results for how respondents define nature. The definition
for CWN in this research suggests that when a person feels CWN, he/she would include their
human selves in their definition of nature. The two main categories for how IVN employees
define nature are: 1) nature is all life, and 2) nature is all life, excluding that which is manmade
or cultivated. The divide of interviewees over these categories was 50/50. The first half
considered nature to be all life including humans, of which the majority also included abiotic
factors, such as soil, rocks, and waterbodies in their view of nature: “Nature is all that lives in
combination with soil- and waterbodies, everything that houses natural life” (Interview IVN1,
2022). The interviewees struggled with where to draw a line of what is natural and what is
not. There was a clear wish to view all life, including humans, as nature but this did not always
match with the way the interviewees felt in reality. This became evident in the second
category: nature is all life excluding that which is man-made or cultivated. Some were doubtful
that humans are part of nature: “Everything that can live on its own, that is wild nature. (…)
As soon as something can find its place and survive in an existing environment, that is nature
according to me. Theoretically, that would make people part of nature as well but in practice
we extricate ourselves too much from nature” (Interview IVN9, 2022). Most IVN employees
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started their answer confidently, by saying that nature comprises all life. But after making this
statement, some started to doubt the simplicity in their statement and added a bit more
discrimination to what is natural: “I think that, for me at least, nature is everything that lives
and grows. And I find this weird to say, but I don’t consider humans to be part of that. (…) It
would be really nice if we could see ourselves more as a part of nature. I would like that, but
my view on nature is simply everything that grows without people.” (Interview IVN10, 2022).
Another interviewee stated that nature was all living things, except man-made things. When
asked if that excludes humans, since those are man-made too, the interviewee changed her
mind: “Good question… Yes, I started by saying that everything that is made by humans is not
natural, but I must change my earlier statement. Because I am natural, I am a part, I am
breathing the air, drinking the water, eating nature. Perhaps the question should be, what is
not natural? I think our current lifestyle is unnatural, strayed from nature” (Interview IVN7,
2022). These examples are predictors for the complexity of how IVN employees view CWN:
everyone experiences, manifests and cultivates CWN differently. All in all, the majority of the
interviewed IVN employees (eight out of ten) considered human life to be a part of nature.
The findings for how respondents define nature for themselves are comparable to the findings
by van Tol et al. (2022), where respondents (in this case children) either view nature as
everything but either include or exclude humans and anything man-made. Additionally, in the
research by van Tol et al. (2022) the respondents consider nature to be a ‘paradise lost’, of
which humans were a part in the past but are not anymore in this modern day.

4.1.3.2. Basic attitudes towards nature
The interviewees had different perceptions of the relationship between the
organisation IVN and nature. Those perceptions are categorized based on the four basic
attitudes towards nature. From the answers, I concluded that the basic attitude towards
nature most prevalent in IVN is a combination of steward and partner. The table below
presents the numbers per basic attitude.
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Table 4.2. IVN interviewees and their basic attitude towards nature
Basic attitude towards nature
Nr. Of corresponding interviewees
(out of 10)
Master

0

Steward

4

Partner

5

Participant

1

The employees considered themselves to be a partner to nature, but also felt like it is their
duty to protect nature and take care of nature. This quote illustrates the duality of the basic
attitudes: “The relation [between IVN and nature] is one of stewardship, from the perspective
of IVN. I think that from the perspective of the natural world, we could do much more to make
this an equal partnership. We can listen more to the voice of nature, to better the relationship.
But there is a positive intention of protecting, taking care, in the undercurrent. But it’s a
onesided conversation currently” (Interview IVN1). This duality between attitudes is also
reflected in the work by van den Born (2008) and van Tol et al. (2022). Van den Born (2008)
found that respondents combine their participant attitude with the responsibility to take care
of nature. Van Tol et al. (2022) also found that respondents (in this case, children) combine
their basic attitude towards nature with a desire or responsibility to treat nature with respect,
even though the respondents consider themselves to stand above nature or even view nature
and humans as enemies.

4.1.3.3. Importance of CWN
The IVN interviewees also had different perceptions of the importance of CWN. The
majority of the IVN interviewees argued that a loss of CWN is one of the reasons we are now
facing the major environmental issues: “The huge problems on earth, they are caused by the
loss of connection. Climate change, the biodiversity crisis, droughts, and food problems, they
arose because we are taking care of nature in the wrong way and only see nature as a
production environment” (Interview IVN5, 2022). However, CWN was also seen as a crucial
ingredient in the solution to those issues: “And that connection… We have truly lost that. (….)
Maybe I am being pessimistic, but if we do not work on restoring the balance together, we
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might as well move to the moon” (Interview IVN4, 2022). The reason that CWN was seen as a
part of the solution by the IVN employees, was because it makes the environment more
tangible, more personal: “You are more likely to commit to something that you have a
relationship with. And for example, CO2 figures, however important I find them, that makes
nature and sustainability very concrete and practical. Nature is very important, and it always
starts with yourself, otherwise it is only about conceptual things” (Interview IVN3, 2022). It is
interesting that these responses match with the findings from the research mentioned in the
introduction of this thesis: CWN is seen as the cause (a lack of CWN) and as the solution (a
stronger CWN) to our climate and biodiversity crises (Nisbet et al., 2008; Kollmuss & Agyeman,
2002; Boiral et al., 2019; Mackay & Schmitt, 2019; Zylstra et al., 2014).
In their work, the IVN interviewees often called back on nature experiences that gave them
an increased feeling of CWN. They could then use their own CWN as a source of inspiration to
others: “That connection with nature is something I can really use in my work when it comes
to connecting with people, reaching people. That is also what I use when I am writing a funding
application, you must speak from the heart and that really helps” (Interview IVN10, 2022).
Seeing others remember their connection with nature was mentioned as a motivator for the
work that the employees do: “It is not only my own connection with nature, but also my
connection to others and then seeing their connection with nature. That is my fuel to go
beyond small, cute projects and really look for ways to create a transformation” (Interview
IVN1, 2022). A few of the interviewees also mentioned that they see CWN as natural part of
human life, like it would not make sense to live a human life without striving to feel connected
with nature: “Yes, after all we are living on a planet with many other creatures and
appearances, because to me plants and trees are also living creatures, and we humans cannot
simply appropriate the earth at the expense of them. We should be in connection with them,
not separate. And of course, I believe that as humans we are allowed to take up our space, but
only in connection with and with respect for [other life].” (Interview IVN6, 2022).
4.1.3.4. Defining nature, basic attitudes towards nature & importance of CWN conclusion
The IVN employees were divided over whether they see themselves as part of nature
or not. This influences how they view IVN in relation to nature: operating from inside nature,
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as a participant, or from the outside, as a caretaker. This divide is not surprising, as the
organisation of IVN has historical roots in nature conservation and caretaking from a
stewardship perspective. Additionally, this divide is common in the Western and therefor
Dutch view on nature. However, the mission of IVN is to connect others with nature, and to
achieve this mission the employees of IVN often reach for their sense of CWN. Additionally,
CWN is considered to play a role in the cause of and solution for the current climate and
biodiversity crises that humanity is finding itself in.

4.2. Research question 2: What leverage points, ranging from deep to shallow,
for transformations towards collective connectedness with nature can be
identified within organisations?
The data for the second research question comes from the open questions in the
online survey and the other parts of the IVN interviews. The theory that guides this section of
the results are the situational factors that are important for fostering collective CWN, as
reviewed by Spaarkogel et al. (2021), consisting out of group attitudes and governance
themes. The IVN employees answered questions (both in the online survey and the
semistructured interview) on barriers and possibilities to strengthening the CWN of IVN. To
structure those answers, I have combined them with the theoretical framework on the
situational factors. This section will first present the results per situational factor, and then
combine these with the two models for leverage points.

4.2.1. Situational factors – group attitudes
Table 4.3. shows how often the different group attitudes were represented by the IVN
interviews.
Table 4.3. IVN interviewees and group attitudes
Group attitude

Nr. Of corresponding interviewees
(out of 10)

Collective identity

0

52

Shared models of reality

0

Collective environmental consciousness

8

Shared emotional difficulties

2

The answers of the IVN interviewees about CWN at IVN fell mostly under the category of
collective environmental consciousness (8 out of 10 interviews). This was not very surprising,
as the common denominator amongst the employees is that they work for a nature education
organisation. Therefore, it makes sense that they share a certain consciousness on the
environment and caring for the environment, it forms a fundamental part of their profession.
Interviewee IVN3 (2022) phrased it like this: “Look, we all have a passion for nature and that
connects the people in the organisation. We truly share a common purpose. This is a good
foundation, that we all share this connection with nature and want to make an effort for that.
They’re all just good people with a green heart”. This connection between employees and
nature was important to the employees, but it was somehow not enough to satisfy their wish
for a stronger collective CWN. Some experienced a great variety in the way their colleagues
have a connection with nature: “Regarding my colleagues, I do recognize that they feel a
connection with nature, although you clearly see personal differences” (Interview IVN9, 2022).
Interesting was that collective identity and shared models of reality were not mentioned at
all during the interviews, even though they formed the building blocks for collective
environmental consciousness. Most IVN interviews immediately related their sense of
collectivity to the nature-related purpose of IVN and their work at IVN, which made sense
seeing the strong feeling of collective environmental consciousness. On the other hand, the
shared emotional difficulties that are connected to trying to achieve a higher CWN at
organisations, were mentioned only by two interviewees out of ten. This is in contrast with
the online survey, which showed us that there is quite some room for improvement regarding
collective CWN according in IVN to the IVN employees. Therefore, it would not have been
surprising to see IVN employees share a sense of frustration over attempting to increase the
collective CWN at IVN. Although the IVN interviewees have not been asked directly about
shared emotions regarding collective CWN, there was quite some dissatisfaction about the
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current state of CWN at IVN. This dissatisfaction mostly expressed itself in the form of the
governance themes which are discussed in the following section.

4.2.2. Situational factors – governance themes
Table 4.4. shows how often the different governance themes were represented by the
IVN interviews.
Table 4.4. IVN interviewees and governance themes
Governance theme
Nr. Of corresponding interviewees
(out of 10)
Risk aversion & funding

6

Hierarchy & decision-making processes

4

Policy & legality

0

Collaboration

0

Norm of sustainability

7

Overall, the governance themes were more apparent in the IVN interviews than the group
attitudes were. Especially the norm of sustainability was mentioned by many interviewees (7
out of 10). Sustainability played a large role in the CWN of IVN employees, as is also reflected
by the results of the online survey where respondents linked their CWN to how sustainable
they perceive themselves to live. Two respondents out of ten believed the organisation of IVN
already has a strong norm of sustainability. But the other respondents argued that this norm
could be brought much more to the collective level, as IVN employees mostly show
environmentally responsible behaviour on their own accord. Interviewee IVN7 (2022) shares
her thoughts on this: “I would love to make the whole organisation through and through
sustainable, but that is difficult because there is little money, resources, materials, or hours
available, so I must do this on the back burner. That is a shame, because IVN can show the
outside world what we stand for, and we could be much clearer in communicating that we
need connection with nature, sustainable behavior and climate conscious decision making to
make it!”. This quote reveals another important theme: funding. Funding or financing was the
most mentioned factor as to why IVN does not have a stronger collective CWN. The barrier of
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funding was not only reflected in finances, but also in the hours that IVN employees have
available and the great number of other tasks with a higher priority than increasing the sense
of collective CWN at IVN. Most individual employees felt a connection with nature, but there
was a barrier and a knowledge gap to bringing this individual CWN to the collective level.
Interviewee IVN7 (2022) found the right words to express this shared sentiment of the IVN
employees: “The average colleague that I work with wants to connect people with nature. But
I don’t think that we really live this ourselves, in our work. And why… That is, again, the larger
system in which we all must work on projects, earn money, and make our hours”. This larger
system that interviewee IVN7 spoke of, is connected to the hierarchy and decision-making
processes of IVN. Hierarchy and decision-making processes were mentioned in four out of the
ten IVN interviews. ‘Practice what you preach’ seemed to be an important theme here. The
interviewees expressed that they do not see the outward-focused mission of IVN reflected in
how the organisation is run on a day-to-day basis, due to missing organisation-wide guidelines
on CWN and sustainability but also due to the beforementioned factors of funding and norm
of sustainability. The themes collaboration and policy & legality were not mentioned at all
during the interviews and seem to be of subordinate importance to the interviewed IVN
employees.

4.2.3. Situational factors – conclusion
From the IVN interviews it can be concluded that the most mentioned situational
factors for IVN are the collective environmental consciousness (group attitude), norm of
sustainability (governance theme), funding (governance theme) and hierarchy and
decisionmaking processes (governance theme). IVN’s mission (to connect others with nature)
is a strong bonding agent for the IVN employees and their sense of collective CWN, together
with pro-environmental behaviour, although the employees frequently mentioned that they
missed clear intra-organisational communication or guidelines from the organisation itself.
Additionally, funding and finances were seen as the most important theme related to the
current state of collective CWN within IVN. Funding and finances seemed to play an important
role in why the current state of collective CWN at IVN is not higher, as the IVN employees
clearly indicated that there is unused potential at IVN for a stronger collective CWN.
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4.2.4. Situational factors and leverage points
Now that the most important situational factors have been indicated, they can be
combined with the two models for leverage points: the iceberg model by Meadows (1999)
and the model for systems transformation by Woiwode et al. (2021). In the theoretical
framework are two tables that show which situational factors correspond to which parts of
the two different models. The two tables are shown again below, but this time with the
identified important situational factors in bold.
In the iceberg model of Meadows, the systems structure and mental models form the levels
where the potential leverage points for IVN can be found. These are the two deepest levels
of the iceberg model, meaning that those levels have the most potential for leverage. These
levels indicate that should IVN want to transform their system (their system being their
organisation) regarding a collective sense of CWN, they should target parts of that system that
can be found in their systems structure and mental models. Making changes in the systems
structure (specifically looking at funding, hierarchy, and decision-making processes) and
mental models (especially the collective environmental consciousness and norm of
sustainability) have the greatest potential to transform IVN.
Table 4.5. Most prominent situational factors (bold print) categorized into the different
levels of leverage points of the iceberg model (Meadows, 1999)
Level of leverage point (starting with the Situational factor
top of the iceberg and moving to the
bottom)
Top

Events: what is happening?

-

Patterns of behaviour: what trends are
there over time?

Thematic and spatial: degree of
urbanization, significance of indigenous
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people’s connection to nature and place
in policy making

Bottom

Systems structure: how are the parts
related and what influences the
patterns?

Governance: risk aversion & funding,
hierarchy and decision-making
processes, policy and legality,
collaboration

Mental models: what values,
assumptions and beliefs shape the
system?

Group attributes: collective identity,
shared model of reality, collective
environmental consciousness,
emotional difficulties
Governance: norm of sustainability

Figure 4.4. The iceberg model of Meadows (1999) combined with the most prominent situational
factors found within the system of IVN
When looking at the situational factors that emerged from the data and the systems change
model of Woiwode et al. (2021), the matching levels of leverage points in the system of IVN
are the material level, the design level, and the intent level. So, according to this model, when
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IVN wants to transform their organisational system towards one with a higher sense of
collective CWN, it should focus its efforts on the shallow level of material, and the deeper
levels of design and intent. Interesting is that the funding factor is found here in the shallowest
level of leverage, and therefor supposedly the easiest to find and target yet also presented as
least effective in theory (Meadows, 1999; Woiwode et al., 2021). However, from the
interviews it seems that the barriers that arise through funding and finances are not so
superficial as the systems change model might suggest: the focus on creating impact through
making profit lays at the basis of how IVN operates and is also what allows IVN to make
impact. A possibility is that when IVN targets the deeper leverage points, such as design and
intent, that the financing theme is also joining in this transformation, however this is an
untested assumption
Table 4.6. Most important situational factors (in bold print) categorized into the
different levels of leverage points of Woiwode et al. (2021)

Shallo
w

Level of leverage point (starting with Situational factor
shallower levels and moving to deeper
levels)
(Shallow) Material: altering rewards Governance: risk aversion & funding
and material flows
(Shallow) Processes: changing
feedbacks

Thematic and spatial: degree of
urbanization, significance of indigenous
people’s connection to nature and place
in policy making

(Deep)
Deep

Design:
goals,

redefining

information flows and selforganisation

Governance: hierarchy and
decisionmaking processes,
collaboration, policy & legality

58

(Deep) Intent: changing mindsets
and paradigms

Group attributes: collective identity,
shared model of reality, collective
environmental consciousness,
emotional difficulties
Governance: norm of sustainability

Figure 4.5. The systems change model of Woiwode et al. (2021) combined with the most
prominent situational factors found within the system of IVN

4.2.5. Combining Meadows (1999), Woiwode et al. (2021) and the leverage points of IVN
The system of IVN as an organisation can be compared with the system of a tree: a strong root
system that anchors the organisation into the Earth, nutritious soil that covers the roots and
feeds the organisation, a trunk that is clearly visible and is supporting, and lastly the foliage
which is the most visible form of output based on the health of the rest of the system. Figure
4.6 shows IVN illustrated as the system of a tree. In this system, the leverage points that
emerged from the data are also included.
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Starting with the top of the tree, this part represents the output and impact that IVN creates.
It is not a leverage point, but one of the most visible parts of the system and an indicator of
how the leverage points underneath are influencing the system. The branches and foliage get
their nutrients from the soil, in this case represented by the leverage point of funding. Funding
is what makes the output and impact of IVN possible, and it is quite a visible leverage point in
the systems of Meadows (1999) and Woiwode et al. (2021). However, without a healthy root
system in place, the tree is unable to utilize a nutritious soil. Therefore, the root system
corresponds with the deeper and less visible leverage points of hierarchy & decision making,
and collective environmental consciousness & norms of sustainability. Although these
leverage points are not visible from the outside, they surely play a large role in how nutrients,
e.g. funding, is used towards the goal of a healthy foliage, e.g. output and impact of IVN.

Figure 4.6. Illustration of the system of IVN as a tree, based on the leverage points that
emerged from the data and the system thinking models by Meadows (1999) and Woiwode et
al. (2021).
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4.2.6. Situational factors and leverage points - conclusion
Figure 4.4. and figure 4.5. show the tables of the two leverage point models combined
with the results of the situational factors. The combination of the situational factors and these
models shows that the most promising leverage points for a collective CWN at IVN will be
found in (from most leverage potential to lowest):
The iceberg model:
1. The mental models within the system of IVN: what values, assumptions and beliefs
shape the system regarding collective environmental consciousness and the norm of
sustainability?
2. The systems structure of IVN: how are the parts related and what influences the
patterns regarding hierarchy & decision-making processes and funding?
The systems change model:
1. The intent part of the system that is IVN: how can mind-sets and paradigms be
changed regarding collective environmental consciousness & norm of sustainability?
2. The design part of IVN’s system: how can goals, information flows and
selforganisation be redefined regarding hierarchy & decision-making?
3. The material part of the system of IVN: how can rewards and material flows be altered
regarding funding?
These findings can then be combined into a model of IVN as a tree, in which the foliage is
represented by the output and impact of IVN, the soil by the leverage point of funding and
the root system by the leverage points of hierarchy & decision making and collective
environmental consciousness & norms of sustainability.

4.3. Research question 3: How can connectedness with nature be strengthened in
organisational settings on a collective level?
The third and last research question concerns itself with the experience of other
organisations, and how they find ways to strengthen their collective CWN within their
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organisation. The data for these results originates from the semi-structured interviews with
the ‘other’ organisations: ZF Group, Club Groeneveld, Het Nieuwe Instituut, Foundation for
Natural Leadership, De Transformatie Groep and Nature Quest. First, the ways to increase
collective CWN as indicated in the theoretical framework are discussed. Second, other ways
for strengthening collective CWN that the organisations have indicated are discussed, that fall
outside the theoretical framework but are still useful for answering the third research
question.
The theoretical framework provides three different themes of ways to increase collective
CWN within organisations. Those areas are 1) general application, consisting out of using CWN
related discourse, creating a biodiversity-related norm and taking care of a location connected
to the organisation; 2) targeting the individuals in the organisation consisting out of
stimulating intrapreneurial self-capital and encouraging workplace spirituality; and 3)
targeting the public which consists of organising place-based citizen science and extending
affection for nature outwards. The results of the interviews are summarized in table 4.7.
Table 4.7. Organisation interviews and ways to increase collective CWN in organisations
from the theoretical framework
Ways to increase collective
Sub-theme
Nr.
Of
corresponding
CWN in organisations
interviewees
(out of 6)
General application
Using CWN related discourse
2
Total: 5 times in 3 different
interviews

Creating a biodiversity-related norm

2

Taking care of a location near the
organisation

1

To the individuals in the
organisation

Stimulate intrapreneurial self-capital

2

Total: 4 times in 3 different
interviews

Encourage workplace spirituality

2

To the public

Place-based citizen science

0

Total: 1 time in 1 interview

Extending affection for nature

1
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4.3.1. General application
The ways to increase collective CWN in organisations regarding the general application
were mentioned the most in the organisation interviews, five times in three different
interviews. There was little difference between the different sub-themes in this category. The
interviewees mentioned using CWN related discourse as much as creating a biodiversity norm.
The Zoöp model really stood out as a practical form of creating CWN related discourse and
biodiversity related norms, as well as taking care of a location related to the organisation. The
interviewee from Het Nieuwe Instituut explained how such an organisational structure,
named a Zoöp, is a form of CWN: “In short, a Zoöp is an organisational structure that aims to
teach and enable organisations to cooperate with more than human life in their operations.
So, in the most literal sense, this is about connecting with nature.” (Interview Org3, 2022). The
word Zoöp is a combination of the Greek word for life, Zoë, and the word cooperation. In
practice, this means that there is at least one person in the organisation who represents the
interests of non-human life, who is called the speaker for the living. This person is part of the
board and has authority over a several subjects. Additionally, there are four questions about
the operations of the organisation and sustainability that the organisation answers yearly.
Based on the answers, changes and interventions can be made to the goal of increasing the
ecological integrity of the organisation. Ecological integrity is about the system, about trying
to combine different perspectives into an integral whole (ref). The speaker for the living helps
decide which interventions will be worked on that year. The Zoöp model is an interesting
option to explore for organisations that are looking for a more structured and guided manner
for enhancing their CWN. The annual questions, the speaker for the living, the public
commitment, and the certification of being a Zoöp are practical and tangible tools for creating
space for the intangible subject of CWN. The Zoöp philosophy might be a big step for
organisations that are used to focus mostly on their own, human operations. But the reward
for the organisation is in adapting early on to a changing world and gathering raison d’être in
this new world.
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4.3.2. To the individuals in the organisation
Mentioned one time less were the ways targeted at the individuals in the organisation,
by being mentioned four times in three different interviews. Both intrapreneurial self-capital
and workplace spirituality were equally mentioned. Good examples of stimulating
intrapreneurial self-capital are the different forms of nature-based experiences and
interventions from Foundation for Natural Leadership and Nature Quest. Both mentioned
nature being a facilitator for transformation processes. Such experiences with nature as
facilitator can be related to Meaningful Nature Experiences, a concept that is shown to have
a positive correlation with CWN: having one powerful MNE can catalyse the sense of CWN,
and having frequent MNEs increases the likelihood of having a higher CWN (Zylstra et al.,
2014). Nature-based experiences can act as powerful interventions for organisations,
according to the interviewees. Through such interventions, people can connect with nature
and experience nature as a facilitator for their personal and professional development. Here,
connecting with nature is seen as a predecessor for organisation transformation. However,
according to the interviewees, the outcome of the transformation is often an organisation
that operates more in line with what is deemed to be natural. Therefore, increasing the CWN
of individual employees can lead to an increased CWN overall in the organisation, on a
collective level.
An example of workplace spirituality was provided in the interview with ZF Group, where the
interviewee organises group meditation sessions for colleagues with a focus on CWN: “In my
meditations I focus more and more on the connection with nature and I also inform the
employees about that” (Interview Org1). This interview shows that group meditation sessions
focused on CWN in organisational setting are useful to the organisation. The combination of
both can be used to target sustainability issues and transitions, by speaking to the inner
sustainability of employees. Possible barriers that initiators can run in to are that the rest of
the organisation is put off by topics such as mindfulness, because they are unfamiliar with it
and can consider it to be ‘too soft’. This could be counteracted by making the meditation
sessions especially focused on professional- or business development, but this might
compromise the effects on CWN. A crucial factor in making CWN-focused mindfulness
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activities a success was, in the experience of the interviewee, the involvement and support
from higher management, although grassroots initiatives hold a lot of power too.
A second example of stimulating workplace spirituality is through respecting and applying the
seasonal rhythms that can be seen in nature. The interview with Club Groeneveld provided
insight on working and living in harmony with seasonal rhythms. Jaap Voigt, one of the
teachers and inspirators at Club Groeneveld, has written the book Leven en werken in het
ritme van de seizoenen (2008). He explains that human life is as much part of the seasons as
the rest of nature is. Every season, spring, summer, fall and winter, has its own energy and
character in which we can join. Spring and summer are about growth and expansion, meaning
that this is the time for tending to and expressing new ideas. Fall and winter are about
introversion and reflection, a contraction takes place. The experiences gathered during the
spring and summer are evaluated and processed. After this, there is a period of silence
(Tjepkema, 2021). Interviewee Org2 (2022) explains: “For me (…) connecting with nature
means to take part much more in the dynamics of the season. So, allowing things to originate.
(…) I would say that we as an organisation, but also the organisations that I see around me,
are still quite far removed from this rhythm, while everyone feels and experiences that this is
not right”.
As found in the results, having more attention for the seasons and their impact on personal
and professional life can help organisations to operate in a manner that is more connected
with nature. The respondents argue that allowing the cycle of expansion (in the form of
growth) followed by contraction (in the form of reflection) and allowing to originate that what
needs to originate within the organisation is especially important. This is quite a large step for
organisations that are operating from the notion that organisations should be at maximal
productivity, all the time. And of course, the organisation must also have the financial means
necessary to make this transition to a more natural rhythm. A good starting point is to explore
the seasons and their effects from a place of curiosity. What small changes can be made to
allow the rhythm of contraction and expansion a bit more room within the organisation?
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4.3.3. To the public
Lastly, the ways to increase CWN in organisations through targeting the public were
mentioned the least, only once. In this case, it was about showing the public what your plans
are regarding sustainable practices and creating accountability for the organisation itself, for
example through the organisational model of Zoöp. Place-based citizen science was not
mentioned at all during the interviews.

4.3.4. Ways to strengthen CWN in organisations – conclusion
The results show three main themes for strengthening collective CWN in organisations: CWN
related discourse and biodiversity norms, intrapreneurial self-capital and workplace
spirituality. The figure below provides an overview of these themes, including the practical
examples of each from the interviews with organisations.

Figure 4.6. Overview of different ways to strengthen collective CWN in
organisations

66

5. Discussion
This research can be regarded as the first exploration into an unknown landscape, with
the results of the research being the first drafting of a map that highlights the most discerning
features of the landscape. The results for this research provide a first exploration in how
collective CWN within organisations can be understood better and in this discussion these
results are placed in a broader societal context. Additionally, a reflection on the theory and
methodological approach is provided as well as ideas for further research.
According to this study, collective CWN is experienced by employees through the cognitive
and affective dimensions, while being strongly linked to sustainable behaviour. Additionally,
the collective CWN plays an important role for the employees in forming a source of
inspiration towards the mission of the organisation (when this mission is related to nature or
sustainability) while also creating a sense of tangibility regarding the topic of sustainability.
However, the employees experienced the lines between individual and collective CWN to be
blurred and they missed a collective focus from the organisation and management. With
regards to starting a transformation within organisations concerning collective CWN, the
results show that important leverage points are mostly deeper in the system, focusing on
norms of sustainability and collective environmental consciousness, funding, and
decisionmaking and hierarchy. Practical ways to strengthen collective CWN in organisations
as provided by organisations active in the human-nature sector are found in CWN related
discourse and biodiversity norms, stimulating intrapreneurial self-capital and workplace
spirituality. Respectively, these practical ways can be executed through the Zoöp
organisational model, utilizing nature-based interventions in which nature facilitates personal
and professional development, and stimulating group meditations on CWN and working in
harmony with seasonal rhythms.

5.1. Wider scientific debate and reflection on theory
5.1.1. Pro-environmental behaviour and CWN
The employees in this research place strong emphasis on sustainable, or
proenvironmental behaviour when it comes to their experience of both individual and
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collective CWN, thereby almost making pro-environmental behaviour a prerequisite to CWN.
Previous research shows that a heightened CWN is known to increase pro-environmental
behaviour (Mackay & Schmitt, 2019; Zylstra et al., 2014; Mayer & Frantz, 2004; Zelenski &
Murphy, 2009), but does pro-environmental behaviour also increase CWN? The results for
RQ3 seem to indicate so, as a biodiversity related norm is one of the ways to increase
collective CWN in organisational context. Additionally, pro-environmental behaviour in the
form of nature activities seem to have a positive effect on the CWN of adults, albeit on the
individual level (Carr & Hughes, 2021).

5.1.2. Leverage points
The most occurring leverage points found in this research are, from deep to shallow:
collective environmental consciousness & norm of sustainability, hierarchy & decision-making
processes, and funding. The former two are considered deep leverage points in the model by
Woiwode et al. (2021). However, the question remains whether these deeper leverage points
have the potential to bring on systems transformation. According to Woiwode et al. (2021),
interventions that target deep leverage points are crucial for systems transformation. That
means that these leverage points have potential to transform the system of the organisation.
However, that leaves us with the shallower leverage point found in the research: funding.
Even though this leverage point is shallow in the model of Woiwode et al. (2021) because it is
related to material interventions, and therefore theoretically possesses little potential for
leverage, funding was an important theme for the IVN employees. How does this relate to the
shallowness of this leverage point? It is possible that within the system of organisations, there
is a strong link between the material and creating impact: making a higher profit means that
there is more funding available for the activities of IVN that aim to connect the public with
nature. This could be explained by the work of Fischer et al. (2012) and Abson et al. (2016),
which points out that a direct link between the material, people and nature can make humannature connections possible in a system (Fischer et al., 2012; Abson et al., 2016). Although it
should be noted that the findings by Fischer et al. (2012) are mostly relating to the link
between material gains made from local eco-systems (such as local farms), whereas IVN
operates on a much larger scale causing the link between profit and impact on the ecosystem
to be less visible.
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5.1.3. Directing transformation in a system
The theoretical underpinning for this study relies mostly on systems thinking and
transformation of systems, combined with the case of IVN and the need for a stronger
collective CWN. However, several of the interviewees from other organisations hinted at the
fact that they doubt whether a transformation in a system can be directed in a desired
direction. One interviewee used the words by Maturana & Varela (1992): Can we direct a living
system? Or can we only disrupt it? Abson et al. (2016) also mention that outcomes of a system
transformation are difficult to determine beforehand. But this does not mean that a systems
transformation is completely impossible to steer. It helps to have a greater understanding of
the different actors in the system and their agendas, to manage unexpected outcomes from
a system transformation (Chambers et al., 2022). Chambers et al. (2022) provide four
pathways rooted in co-productive agility, that can help navigate systems transformation:
elevating marginalized agendas, questioning dominant agendas, navigating conflicting
agendas and exploring diverse agendas. In the case of organisations, it might be useful to
explore the pathway of elevating marginalized agendas, as the employees have shown that
they have their own ideas about how to strengthen collective CWN within their organisation,
but do not feel that there is enough attention for this from the decision-making level.
Additionally, it could be helpful to explore the dominant agenda of the decision-making level
at organisations to understand why there has not been more attention to collective CWN yet.

5.2. Scientific and societal relevance
This research has divided the knowledge gap between collective CWN, organisations
and systems transformation into manageable chunks, by exposing how employees perceive
their collective connection with nature, which leverage points could be of importance and
how the collective CWN in organisations can be strengthened. Still, this research is a first array
into the landscape of collective CWN in organisations, but it can be compared with the drafting
of a first landscape map that highlights the major characteristics of the landscape. It has
thereby also made the topic of collective CWN more approachable for the management of
organisations, as they now have clear signposts to guide them in this field. The leverage points
can help them further investigate why there is not yet serious attention paid to collective
CWN, and the ways to strengthen collective CWN can inspire them on how to practically

69

improve the collective CWN. This research makes it more attainable for organisations to fully
benefit from everything that a stronger collective CWN has to offer: more inspiration and
passion amongst employees for the mission of the organisation, making sustainability more
tangible and personal and thereby stimulating pro-environmental behaviour, and higher
wellbeing of employees. If those benefits then again contribute to other people feeling a
higher connection with nature through the organisation, we have come full circle.

5.3. Reflection on methodological approach
The methodology used in this research is online survey including the INS scale for IVN
employees and semi-structured interviews with IVN employees and people from other
organisations. Looking back, those methods suited the exploratory nature of the research:
there was little theory on collective CWN in organisations, so it made sense to explore the
topic by starting off with a broad online survey that reached many respondents, and then
narrow the data collection down by using semi-structured interviews that provided more
indepth information through less respondents. In the online survey, I used the INS scale mainly
to gauge how the individual and collective CWN related to each other in IVN. It was certainly
a useful tool for that, especially because it was easily adaptable to a collective situation and
made CWN somewhat more quantifiable. To research CWN and related concepts, it is
important to use both quantitative and qualitative methods (Johnson & Onwuegbuzie, 2004).
However, the respondents struggled with grasping the difference between individual and
collective, and the INS scale is not precisely the same as CWN as it is less effective in measuring
the affective and experiential aspects of CWN (Zylstra et al., 2014). To obtain a more accurate
representation of the overall CWN within IVN, I would now choose to add a second method
besides the INS scale, for example the Nature Relatedness Scale (NRS) by Nisbet et al. (2008)
as this method is more multi-dimensional compared to the INS (Zylstra et al., 2014). It is,
however, not known how effective the NRS is when it comes to measuring collective CWN.
Including a free-listing exercise in either the online survey or the semistructured interviews
would also have been a good addition, as it provides more information on the experience of
collective CWN within the organisation while being relatively easy to create and analyse.
Regarding the interviews with IVN employees and other organisations, the semi-structured
nature of the interviews suited the nature of the research very well, because it allowed for
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freedom in exploration of the concept of CWN. Additionally, it suited myself as researcher
because I felt familiar with this style of interviewing and was able to collect the information
in an effective and enjoyable manner.

5.4. Further research
5.4.1. Grasping the concept of CWN
This research has highlighted several areas relating to collective CWN in organisations
that are interesting to conduct further research on. One of those areas is that (collective) CWN
is a difficult concept to fully grasp. Interviewees and respondents found it difficult to keep
track of the difference between individual and collective CWN, but also of CWN in general.
This is not so strange, as CWN is a concept that is deeply interlaced with the conscious and
subconscious mind and therefore difficult to scientifically analyse (Maller et al., 2009).
Additionally, interviewees and respondents might not always be aware of their CWN or might
struggle with recalling past experiences (Schultz et al., 2005). My results have shown that
sustainability plays an important role in how employees perceive CWN, but it would be
interesting to conduct further research in how they perceive CWN and how we can investigate
this in scientifically sound ways.

5.4.2. Policy analysis
Another area for further research is to compare the current policy of organisations to
the findings of this research. The current research did not encompass policy analysis because
this exceeded the focus of the study, but instead relied on the information obtained from
respondents and interviewees on what organisations are already doing for collective CWN. I
deem the information from the respondents to be reliable as it was in their best interest to
provide me with accurate information, but I am sure that there is more information to be
found in the policy documents of organisations. Comparing already existing policies related
to collective CWN with how the employees experience the CWN in an organisation can offer
insights on which parts of the policy are effective at influencing the collective CWN.
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5.4.3. Shinrin Yoku – Forest bathing
Lastly, it would be interesting to further investigate the role of collective CWN and the
happiness and wellbeing of employees at work. A form of CWN that is used in the demanding
corporate world of Japan is Shinrin Yoku, also known as forest bathing or forest therapy.
Research shows that forest bathing sessions have a positive effect on the mental wellbeing of
employees (Furuyashiki et al., 2019) and significantly reduce stress (Markwell & Gladwin,
2020). However, Shinrin Yoku is mainly a form of experiencing CWN on the individual level.
Further research could focus on how Shinrin Yoku could influence the collective level of CWN,
for example by being a group activity or organised by the decision-making layer of
organisations. Perhaps regular group Shinrin Yoku sessions could increase the feeling of
collective CWN and exert influence on policy making on sustainability in the organisation.
However, these are just assumptions that could be further explored by research.

5.5. Recommendations for organisations
At the end of this research, I would strongly recommend that the decision-making
layer within an organisation dedicates time and effort to strengthening the collective CWN
within the organisation. Such efforts are, in my opinion and based on the findings, worth the
investment due to the increased wellbeing of employees and thereby their inspiration,
motivation and capacity to create impact in line with the mission of organisations, the
renewed emotional bond with sustainability topics due to CWN making sustainability more
tangible and personal, and lastly because it suits impact driven organisation to ‘walk the talk’
and be the living example of the transformation they want to see in society: to have more
people feel connected with nature. I also believe that the aforementioned results of collective
CWN are within organisations capacity to obtain; the individual CWN amongst employees is
high but an involvement from the decision-making layer (in the form of policy or other
expressions of organisation-wide involvement) is desired to bring the individual CWN to the
collective level. I advise organisations to start investigating the leverage points that I have
found (norms of sustainability and environmental consciousness, funding, and
decisionmaking and hierarchy) to understand how the involvement from the decision-making
layer can take form. Figure 5.1. can act as a starting point, making these abstract terms more
specific and practical. Additionally, the practical ways to strengthen collective CWN found in
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this research can be used by organisations as inspiration but should be tailored to the wish
and organisational culture of an organisation. To make these practical ways suitable to an
organisation, I propose that first the wish of the organisation is determined: when is the
organisation (or the decision-making layer within the organisation) content with their level of
collective CWN? What are potential characteristics of an organisation that is collectively
connected with nature at the desired level? And what is realistic to expect, given the amount
of deskwork and responsibilities of the employees? How much resources are available for this
transformation? Such questions can help break down the large topic of CWN in organisations
and make it more approachable. I truly am optimistic about the potential for organisations to
start the transformation towards a higher collective CWN, because I have noticed the
willingness of the employees to participate in the research, the high response rates, the deep
motivation that employees have for nature and sharing this connection with others.

Figure 5.1. Overview of the recommendations for organisations per leverage point
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6. Conclusion
This section summarizes the results and discussion into answers to the sub and main
research questions.

6.1. Research question 1: How is the collective connectedness with nature
within the organisation experienced by members of that organisation?
This research shows that employees from nature organisations tend to have
difficulties discerning individual CWN from collective CWN. They experience similar views on
the relationship with nature concerning themselves and the organisation and approach this
relationship from a caretaking and partner attitude. Additionally, sustainability and
proenvironmental behaviour form a large part of how the employees experience the
collective CWN within their organisation. Interestingly, a collective CWN is important to the
employees because it brings the topic of sustainability closer to them by making it more
tangible. Also, employees can experience collective CWN through the mission of their
organisation, given that this mission is related to CWN. At the same time, CWN is an important
source of inspiration and motivation for the employees regarding the organisation’s mission.
Indicators have been found that within nature organisations, the level of individual CWN
amongst employees is high, but involvement from the decision-making layer is missing,
thereby leaving the potential for a stronger collective CWN untapped. According to the
employees, this involvement can take the shape of policy or decision-making related to
sustainability or CWN.

6.2. Research question 2: What leverage points, ranging from deep to shallow,
for transformations towards collective connectedness with nature can be
identified within organisations?
The findings indicate that leverage points on norms of sustainability and collective
environmental consciousness, funding, and decision-making and hierarchy play an important
role in the system of organisations. These leverage points are found mostly in the deeper
realms of the system, except for the funding leverage point. Although finding these leverage
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points helps close the knowledge gap on collective CWN in organisations, and literature shows
that deeper leverage points are crucial for systems transformation, it has not been found how
these leverage points affect the transformation of organisations towards more collective
CWN. From solely a system thinking perspective it can be difficult to determine the outcome
of a transformation within a system beforehand, therefor it helps to weave other perspectives
into the understanding of systems transformation such as co-productive agility.

6.3. Research question 3: How can connectedness with nature be strengthened
in organisational settings on a collective level?
Practical ways to strengthen collective CWN in organisations as provided by organisations
active in the human-nature sector are found in CWN related discourse and biodiversity norms,
stimulating intrapreneurial self-capital and workplace spirituality. An example of how
implementing CWN related discourse and setting biodiversity norms might look in
organisations is found in the Zoöp organisational model. In this model, there is a formal role
for a speaker for the living, someone who represents all non-human lifeforms that are
connected influenced by the organisation. Additionally, the organisation is challenged to
answer questions related to the system in which they operate, and which other actors
(nonhuman) are involved, leading to a higher ‘ecological integrity’. Examples of how
intrapreneurial self-capital can be stimulated are found in nature-based interventions, such
as silent walks, nature quests and campfire sessions that are organised by the organisation,
during which nature can act as facilitator for personal and professional growth processes.
Lastly, workplace spirituality can be practiced through the facilitation of group meditations
that have a focus on CWN or allowing employees to live and work in a more natural, seasonal
rhythm in which there is a dynamic between periods of expansion and periods of reflection
and contraction regarding the work.

6.4. Main research question: How can we understand the transformation of an
organisation towards connectedness with nature?
There are many benefits linked to CWN in organisations, such as increased wellbeing,
awareness of ecological impact of decision-making and willingness to engage in
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proenvironmental behaviour. Employees are aware of these benefits but struggle to
incorporate CWN in their daily work when there is no organisation-wide structure that
facilitates this. Therefor a transformation in organisations that takes CWN from the individual
level to the collective can help employees do their work from a place of more CWN. To
understand this transformation, we must see organisations as systems and uncover the
leverage points that keep such systems in place. Such leverage points then point in a direction
where changes can be made that can bring on a transformation. Though, it must be noted
that once a system is brought into transformation, it can be difficult to steer the
transformative process into a desired direction. Nonetheless, standing still will not be a
profitable option for organisations for much longer, as biodiversity and climate crises are not
asking, but demanding change in one way or another. It is therefore preferrable to take the
role of early adapter and start the process of transformation, see where the transformation
brings you while continuing to steer in the direction of collective CWN.
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Appendix 2 – Guiding e-mail for the online survey

Ha collega's,

Jelle en ik zijn vanuit IVN in contact met NatuurCollege, de stichting van o.a. Prinses Irene
en Matthijs Schouten. Zij bekleden een leerstoel aan de Wageningen Universiteit, die zich
in opdracht van het Ministerie van LNV richt op onderzoek naar hoe mensen, bedrijven en
maatschappelijke organisaties (weer) verbinding met de natuur kunnen ervaren. Ook
ontwikkelen ze hiervoor onderwijs voor mbo-, hbo- en universiteit-studenten.
Student Berbel Gieles doet (afstudeer)onderzoek naar de ervaring van natuurverbinding
binnen organisaties: hierover is nog verrassend weinig bekend. Hieronder lees je er meer
over.

De missie van IVN is om jong en oud te laten beleven hoe leuk, gezond én belangrijk natuur
is. Maar hoe staat het eigenlijk met onze eigen natuurbeleving in het dagelijks werk?
Zou je 5 minuten de tijd willen nemen om deze vragenlijst in te vullen?

https://docs.google.com/forms/d/e/1FAIpQLScpDuHKcs7j18fuLUvkt6KjEnNvvpetbUp
qASgtxSr2gtNNTQ/viewform
Mocht dit onderwerp je interesse hebben, dan kun je jezelf ook opgeven voor een interview.
Toelichting door Berber
Voor mijn master Forest & Nature Conservation aan de Wageningen University doe ik
onderzoek naar natuurverbinding binnen organisaties. Natuurverbinding (in het Engels wordt
dit Connectedness With Nature) is een concept dat refereert aan de mate van verbinding
die een mens voelt met de rest van natuur, en het bewustzijn dat al het leven met elkaar
verbonden is. Dit gevoel van verbinding bestaat uit het hebben van kennis van natuur, maar
ook affectie voelen voor natuur en natuur ervaren met alle zintuigen. Er zijn veel fysieke
en mentale gezondheidsvoordelen gekoppeld aan het voelen van een verhoogde verbinding
met natuur, en natuurverbinding wordt vaak in verband gebracht met duurzaam gedrag.
Daarnaast zien veel academici natuurverbinding als belangrijk deel van de oplossing voor
alle klimaatproblemen die de mensheid op dit moment voor de kiezen krijgt.
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Een supermooi onderwerp dus! Helaas weten we nog erg weinig over dit gevoel van
natuurverbinding in organisatie context, omdat het bestaande onderzoek zich vooral richt
op natuurverbinding in individuen en niet zozeer in groepen mensen (zoals organisaties dat
zijn). Toch denk ik dat natuurverbinding binnen organisaties heel veel impact kan maken op
de manier waarmee we met de aarde omgaan. Daarom doe ik een verkennend onderzoek
naar natuurverbinding binnen organisaties. IVN is voor mij een casus van een organisatie die
werkt met natuurverbinding, en zelf op zoek is naar een manier om intern de
natuurverbinding te versterken. Ik hoop meer te leren over hoe natuurverbinding zich uit in
een organisatie, op welk organisatieniveau deze natuurverbinding plaatsvindt en hoe deze
versterkt kan worden. Mijn methode bestaat uit een korte, IVN-brede enquête (half januari)
en 10 interviews van +/- 30 minuten met IVN-medewerkers (eind januari). Daarnaast ga ik
ook in gesprek met andere ‘expert organisaties’. Uiteindelijk wil ik deze organisaties
samenbrengen door een focus groep te organiseren (begin maart).
Mocht je willen meewerken aan dit onderzoek én aan de natuurverbinding binnen IVN, dan
help je mij ontzettend door de enquête in te vullen! Mocht je het daarnaast ook leuk vinden
om te worden geïnterviewd over jouw eigen natuurverbinding, dan hoor ik dat graag van je
(dat kan je ook aangeven in de enquête). Alvast bedankt!
Hartelijke groeten, ook namens Jelle en Berber,
Peter Luijten

89

Appendix 3 – Interview guide semi-structured IVN interviews
Introductie
•

Bedankt voor je interesse! Hoeveel tijd heb je vandaag?

•

Vind je het okay als ik de meeting opneem? Je krijgt van mij binnen twee weken het
transcript opgestuurd en ik verwijder de opname binnen 6 weken tijd.

•

Ik wil graag beginnen met mezelf voorstellen en wat meer vertellen over m’n scriptie.

•

Mag ik je vragen om jezelf voor te stellen? Heb je vragen voordat we gaan beginnen?

Vragen deel I
1. Kan je je persoonlijke natuurverbinding beschrijven? Hoe uit jouw persoonlijke
verbinding met natuur zich?
2. Hoe beschrijf je de natuurverbinding van IVN? Hoe uit zich die?
3. Waardoor komt het verschil tussen de twee?
4. Wat zou je willen veranderen aan de natuurverbinding van IVN?
5. Waar liggen kansen voor deze verandering binnen IVN?
Vragen deel II
6. Wat kan je me vertellen over de natuurverbinding van IVN als het aankomt op het
gebruik van resources?
7. En hoe zit het met je eigen CWN als het aankomt op het gebruik van resources?
8. Kan je een ervaring benoemen in je werk die expliciet belangrijk is voor het gevoel van
CWN voor jou?
9. Waarom vind je het zo belangrijk om verbonden met natuur te zijn en duurzame
keuzes te maken?
10. Waarom is dat belangrijk voor IVN?
11. Wat is je definitie van natuur?
12. Kan je de relatie beschrijven tussen IVN en de natuurlijke wereld (niet-menselijke
natuur)?
Conclusie
•

Bedankt voor je tijd en de moeite die je hebt genomen voor dit interview! Heb je nog
vragen of opmerkingen voor me? Feedback mag ook!

•

Mag ik je mailen indien ik nog verdere vragen heb of een aantal vragen toch nog niet
helemaal beantwoord zijn?
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Appendix 4 – Interview guide semi-structured organisation interviews
Introductie
•

Bedankt voor je interesse! Hoeveel tijd heb je vandaag?

•

Heb ik je toestemming om dit interview op te nemen? Je krijgt binnen twee weken
het uitgewerkte transcript en binnen zes weken verwijder ik de opname.

•

Heb je vragen voordat we gaan beginnen?

•

Mezelf voorstellen en mijn thesis onderzoek verder toelichten

•

De andere partij vragen of ze zich voor willen stellen en wat willen vertellen over de
organisatie waarvoor ze werken.

Vragen
•

Hoe interpreteer jij natuurverbinding binnen organisatie context?

•

Wat zijn kenmerken van een organisatie die volledig verbonden met de natuur is,
volgens jou?

•

Hoe uit natuurverbondenheid zich binnen jouw organisatie?

•

Waarom denk je dat natuurverbondenheid belangrijk of nuttig kan zijn voor
organisaties?

•

Waarom is natuurverbondenheid belangrijk binnen jouw organisatie?

•

Wat zijn, in jouw ogen, barrières voor een sterkere natuurverbinding binnen
organisaties?

•

Wat is er nodig binnen een organisatie om een sterkere natuurverbinding te krijgen?

•

Wat kan een organisatie doen om een sterkere natuurverbinding te krijgen? Wat
heeft jouw organisatie gedaan?

•

Hoe combineer je een hoge werkdruk met het voelen van natuurverbinding?

•

Hoe beïnvloedt werkdruk jullie natuurverbinding?

•

Hoe zien jullie de organisatie t.a.v. de natuurlijke wereld? Heeft dat invloed op jullie
natuurverbinding?

•

Wat is de rol van het management/directie in het uiten van natuurverbinding op de
werkvloer?

•

Merk je een effect van natuurverbinding op duurzame keuzes?
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Conclusie
•

Bedankt voor je tijd! Heb je nog vragen of opmerkingen die je wilt delen?

•

Mag ik je naam en organisatie noemen in mijn scriptie?

