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SUMMARY 

The topic of this thesis deals with the conversational approach ‘the RIM® method’ as a 

supplement in a career transition process. Norway's working life has a faster rate of change 

than ever before. This leads to more frequent restructuring and downsizing in businesses, 

and more people experience losing their jobs involuntarily. Losing your job involuntarily can 

be experienced as demanding, and this assignment sheds light on whether the 

conversational approach RIM® method affects the experience of the personal transition 

process. A quantitative survey has been carried out with a research group and  a control group 

with pre- and post-measurement of subjective experience of self-esteem, stress and quality 

of life. The result indicates that the RIM® method can have an effect on people's experience 

of self-esteem, stress and quality of life. The validity of the results is nevertheless limited by 

a low number of informants. 
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1 INTRODUCTION 
 

"Change is the only constant" 
Heraclitus (540 – 480 BC) 

 

Business and working life change in line with the market and demand. Reorganization and 

downsizing are thus a natural part of a company's life cycle. Crises occur, and many times 

crises also lead to new opportunities through innovation and development (Norwegian 

Research Council, 2004). Although many in Norway have experienced growth and the "oil 

economy" from the post-war period until recent times, the recognition that crises occur is 

probably closer to most people today. The financial and oil crisis in 2015, and the fact that 

we are now on our way out of the Covid-19 pandemic, are close examples of this. 

However, it is not only crises that lead to restructuring and downsizing. Digitization is one of 

the biggest trends in the business world, and has changed the competitive conditions for 

many industries and companies both nationally and globally. Businesses that fail to adapt to 

the changes are outcompeted and "die out" (Fitzgerald et al 2013; Westerman et al, 2011). 

Restructuring and downsizing will thus be able to affect employees up to several times 

during a working career. To a far greater extent than before, it will be the expertise we 

possess (and acquire), our adaptability and our relevance in the labor market that will form 

the basis of our attractiveness in working life. 

In this thesis, I briefly explain what it can do to us to have to quit our job involuntarily, and 

what it takes to get into a new job as quickly as possible. I then investigate whether it makes 

any difference in individuals' career transition process to introduce a conversational 

approach that has the main focus on the emotional aspect of being in such a process. 

 

1.1 Motivation for the chosen topic 
The Norwegian Labour and Welfare Administration (NAV) offers many activities for people 

who have been out of work over time. This can be career counselling, job training and job 

clubs, etc. (NAV, 2022). But not everyone gets to the point where they are without a job over 

time, and not everyone without a job needs activities and support from NAV and other 
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public services either. In connection with restructuring and downsizing, many companies in 

recent years have offered a career restructuring package, called 'outplacement', as an active 

contribution to the employee getting into a new job as quickly as possible after the 

termination of the employment relationship. These services are provided by private carreer 

counsellors. 

Through my company dinHR AS, I am such a provider, and I have assisted many people in 

their career transition. I have a master's degree in administration and management, and I 

have worked for over 20 years with HR, management and career counselling. I am 

particularly passionate about assisting the adult job seeker, who has involuntarily lost their 

job, moving forward. My experience is that the candidates are at very different places in 

their transition when they come to me for career advice, but for the vast majority, losing 

their job is experienced as demanding in many ways in their lives. In order to reach as many 

people as possible in carreer transition , I have, based on my experiences and concrete tools, 

developed an online course for people in career transition. The purpose of the online course 

is to stimulate an active approach to process of getting a new job. 

Through my desire to further develop myself as a coach and advisor, I have since 2018 

studied under Dr. Deborah Sandella. Sandella has developed the conversation approach RIM 

(Regenerating Images in Memory) method, and I have been trained and certified in the RIM® 

method to the highest level. Through my own practice of the RIM® method, my own 

experiences as a client, and observation of others, I have seen how well this approach 

apparently helps to resolve particularly emotional challenges. 

I would like to clarify that the RIM® method is a commercial product in the USA that is 

offered both as a conversational approach and certification, and there is currently 

insufficient scientific documentation of the method's effectiveness. There is a larger 

research project underway at the University of Colorado, but it is my own experiences with 

results, and the lack of empirical research on the RIM® method, which makes it extra 

exciting to shine a spotlight on this conversational approach. As mentioned, I also work 

within coaching and consulting, and thus have an interest in exploring RIM empirically, but I 

want to put the commercial aspect aside, when I now want to investigate whether using the 

RIM® method has an effect in a career transition process. 
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In my meetings with people who are changing careers, I am genuinely interested in meeting 

them where they are at that moment, in order to be able to provide customized coaching 

and advice in their transition process in the best possible way. Which also mean using the 

right tool at the right time. It is therefore with openness, curiosity and high professional 

integrity that I want to explore the effect of the conversational tool ‘the RIM® method’. 

 

1.2 Thesis statement 
 

To explore if the RIM® method has an effect, I choose to focus on the emotional component 

of involuntarily losing a job. Losing a job is considered by Holmes & Rahe (1967) to be one of 

the most critical life events a person can experience (Holmes & Rahe, 1967). I choose to 

explore the emotional component using quality of life, self-esteem and stress level. 

I want to investigate whether people in career change, who have involuntarily resigned from 

their jobs, experience a difference in perceived quality of life, self-esteem and level of stress 

when introducing the RIM® method as part of the change process. 

 

What I aim to explore is: 

"Does the RIM® method have an effect on the experience of self-esteem, 

quality of life and stress level for people in a career transition process." 

 

1.3 Definitions 
  

Carreer transition 

The concept of career is diverse, but in this thesis it will deal with the development of an 

individual's working life. Career transition refers to a change in the job situation of a 

significant extent, and can be triggered by both the business perspective (restructuring and 

downsizing) and the employee perspective (lack of delivery, motivation, health, private 

matters). The career transition can thus be both voluntary and involuntary, and further 

refers to the individual process a person goes through on the way from one job to another.  
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Outplacement 

'Outplacement' is the process where a dismissed employee receives assistance from the 

former employer (Legnick-Hall & Neely, 2015) to transition to a new job. 

 

Quality of life 

According to the Norwegian Directorate of Health's report "The good life" (2016, p. 9), there 

is no generally accepted definition of quality of life, but it is often divided into objective and 

subjective quality of life. In this thesis, quality of life will deal with what gives life value and 

meaning, and will thus be of a subjective nature. 

 

Self worth 

Morris Rosenberg describes self-esteem as a positive or negative attitude towards oneself as 

a whole individual. It also refers to the individual's subjective life, his thoughts, feelings and 

behavior (Rosenberg, 1965, p. 15). 

 

Stress 

Stress is considered in this thesis as something that "occurs when a person experiences that 

the environment's demands and expectations exceed their own capacity" (Lazarus & 

Folkman (1984). 

 

RIM® method 

RIM stands for Regenerating Images in Memory, and the RIM® method is a conversational 

approach. The conversational approach aims to release any emotional blockages by 

navigating between body and mind using the client's own imagination. 
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1.4 Limitations and structure 
 

On a personal level, how it feels to be in a career transition will depend on many factors. 

There may be factors such as the fact that we have different experiences of being without a 

job, we have different levels of ambition in terms of career, we have different skills, we 

experience the impact on social reputation differently. And we live in different places where 

there can also be variation in access to jobs. Of a more societal nature, the labor market also 

fluctuates, so that the number of available jobs in total may vary. 

This means that there is a lot that could have been investigated to look at what it is like for 

people to be in a career change process. When I now choose to limit this thesis to looking at 

the experience of self-esteem, quality of life and stress, it is based on the fact that the 

emotional component is largely present in a career transition process and that this 

component is found in both self-esteem, quality of life and stress, and that they naturally 

influence each other. 

In this thesis, I want to examine the group aged 40 to 60 who have involuntarily resigned 

from their job during a period of 6 months. This demarcation has been chosen so that the 

group is as homogeneous as possible, both in terms of where they are in their personal 

transition process, but also the fact that, due to their age, they are very likely to have been 

in working life for a while. I have not separated the groups based on education level, as I 

assume that the experience of having to leave a job is not directly influenced by education 

level. I also have not separated the groups based on gender, as I find no support for gender 

differences in the experience of job loss. These limitations have been made both to be able 

to investigate what I want to investigate, to reach a sufficient number of informants, and to 

make a comparison possible and not too complicated with many variables within and 

between groups. The overall purpose is to explore whether the introduction of the RIM® 

method has an effect or not. 

In order to form a backdrop and basis for the investigation, in the next chapter I will give a 

brief introduction of what happens psychologically on an individual level when the job is 

involuntarily lost, and what available support exists and may be appropriate. I will also 

briefly describe what coaching, guidance and counseling in career change is and what its 

function is, and I will describe the RIM® method.  
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2 THEORETICAL BACKGROUND 
 

Losing a job involuntarily can for some people be experienced as dramatic in many areas of 

life, while for others it is not experienced as intrusive. There are nevertheless some common 

processes that are present in various degrees. Below I will review psychological aspects of 

losing a job, I will show how support in the process can help people move on in general, and 

more specifically how the RIM® method is used as a support conversation. 

 

2.1 Psychological aspects of job loss 
 

The job represents many important functions for us. It can be about finances, security, social 

status, and for some both identity and the very meaning of life. Some feel despair, shame 

and low self-esteem. Becoming unemployed also increases the risk of disability benefits, 

mortality, hospitalization, medication use, divorce and self-inflicted injury (Buer, 2020). 

Fugelli and Ytterdahl (2000) refer in the article 'Health and quality of life among the long-

term unemployed' to the fact that several studies have shown a connection between 

unemployment and increased morbidity. Sleep problems, digestive problems, headaches 

and back pain are common (Ytterdahl and Fuggeli, 2000). 

Holmes & Rahe (1967) investigated the connection between stress and illness, and based on 

this a stress scale was introduced indicating the extent to which the most common life 

events can trigger stress. On this scale, losing your job is listed as the eighth most stressful 

life event. 

A study that starts from the fact that involuntary job loss is a significant and potentially 

devastating/demanding life event is "Development and initial validation of the job loss grief 

scale" (van Ersel et al., 2019). This study looks at complicated grief as a result of losing a job 

(complicated grief – abbreviated as CG). The aim of the study was to develop and evaluate 

an instrument that measures job loss-related CG symptoms, the Job Loss Grief Scale (JLGS). 

The purpose of JLGS is to promote systematic research on CG symptoms after job loss (van 

Ersel et al., 2019). So there is no doubt that losing a job will affect a person emotionally. 

Going from having a job to not having one is a change. It will also be a change to go from not 

having a job to getting a job. In a process of change, we go through some phases that most 
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of us recognize ourselves in. We do it in our own way, and at the speed that feels right for 

each and every one of us. But an awareness of the phases can make us more able to put 

ourselves in the driver's seat of our own transition process. A widely used model for phases 

of change in many contexts is Elisabeth Kübler-Ross' stages of grief (Kübler-Ross, 1969). 

Kübler-Ross first introduced the five-stage grief model in her book "On Death and Dying". 

Although this transition model originally refers to the 5 stages of grief, a comparison can be 

drawn to the understanding of what happens in all forms of change processes with an 

external trigger - such as losing a job. The model points to what our mind does when we are 

faced with a problem/challenge. And when the challenges become overwhelming and leave 

us feeling unable to solve them, our emotions overflow until we reach a stage of acceptance. 

And we will then move through the phases of ending, transition and new beginning. Each 

stage has different needs such as information and communication, emotional support and 

guidance. 

 

These phases are: 

• Denial 

• Regret 

• Negotiation 

• Depression 

• Acceptance 

      Figure 1: Stages of grief (Kübler-Ross, 1969) 

 

We do not necessarily follow the stages chronologically. In my work with people in career 

change, I have used the visual model below, which is based on the Kübler-Ross model, as a 

basis for talking about the process, with good feedback. In terms of experience, the relevant 
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stage is recognized and indicated with ease. 

 

Figure 2: Stages of grief in a change- and transition perspective 

 

How people in career transition move through these stages will depend on many factors, e.g. 

experience of being in a similar change, market situation in terms of skills, geography, age 

etc. And while some will go through the phases relatively unchallenged, others will find it 

challenging to move forward. Perhaps they also do not have the knowledge and tools to 

move forward. The knowledge and tools can be accessed through coaching and counseling 

as support in the adjustment process. 

 

 

2.2 Coaching and counselling in career transition 
 

Conversations that help and support others today have several "names". Bjorndal (2016) 

brings together guidance, counselling, mentoring and coaching under the collective term 

'help conversation'. Help coversation are seen "as a tool to help people cope with challenges 

along life's paths" (Bjorndal, 2016, p. 17). To follow Bjorndal's reflection, a person who needs 

help "to master challenges along life's paths" is thus a pathfinder. A support conversation 
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will therefore have different form and different content depending on what the challenge is, 

the framework within which the conversations take place and who the 

coach/counsellor/advisor is. The aim is that the pathfinder is stimulated to professional and 

personal development. The help conversation should contribute to the pathfinder gaining 

new insight and new knowledge related to the questions and areas that are focused on 

(Eide, 2020, p. 28). 

It is therefore a well-known approach to change processes with help and support. 

Traditionally, help conversations about career have been referred to as career guidance, and 

have primarily been aimed at young people who are about to make their first choice of 

career and education. But more and more adults have a need for guidance and support 

conversations in the face of a changing working life (NOU 2016:7). 

Guidance can be carried out in many different ways by using different models, techniques 

and tools. I choose the limitation of not to go into the difference between coaching, 

guidance and counselling, and the different approaches, but take as a starting point that 

everything is help conversation, and that it is adapted to the needs of the pathfinder. 

These services have, as previously mentioned, historically been linked to the public sector. In 

recent years, there have also been private providers of help conversations related to career 

change. 

Outplacement services offered to terminated employees traditionally include process 

guidance, personal support, career and personal assessment, job search, marketing 

consulting and administrative services. When employees have access to outplacement 

services in relation to their resignation, the likelihood that they will move to a new job and 

have a higher salary increases than those with a lower degree of support in the process 

(Legnick-Hall & Neely, 2015). 

Today, such support conversation are also offered privately, so that anyone can book 

appointments for career advice, career guidance/coaching on their own initiative. 

In our digital shift, we also offer digital career adjustment programs that, through video, 

text, tasks and reflections, can assist people through the stages of the change process. It is 
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such a digital career placement program that will be used as part of the method in this 

thesis. This online course is described in more detail under method. 

2.3 RIM® method – regenerating images in memory 
 

Being in a career transition can therefore be experienced as emotionally challenging. Our 

awareness of our emotions and our ability to regulate them will be important in how we 

experience losing our job. "Emotion regulation involves a coherent relationship with the self, 

especially in relation to effective communication between body, mind and emotions. 

Effective emotion regulation involves the ability to accurately detect and evaluate signals 

related to physiological reactions to stressful events, accompanied by appropriate regulation 

strategies that influence the emotional response" (Cynthia & Hooven, 2018). 

Yoga, meditation and mindfulness are some approaches that can help discover, evaluate and 

regulate such signals. To use mindfulness as an example, it is "about being aware and 

present here and now, and meeting one's own experience in a friendly way" (Williams & 

Penman, 2012). Mindfulness is a natural ability that all people have. At the same time, it is 

an ability that can be practiced. We practice being 'mindful' when we engage in activities 

where we use our senses to be present in an attentive way. And one of the most important 

sources of being aware of the here and now is through focusing on our breathing. Our 

breathing always happens here and now. Mindfulness is a technique for turning the focus to 

what is happening here and now. 

 

The conversational approach The RIM® method (Regenerating Images in Memory) is a 

conversational technique that facilitates communication with what we do not always have 

conscious access to, i.e. the unconscious, intuitive mind, with the aim of liberation from 

negative thoughts, feelings and memories. The method is based on interoception (sensing 

the body's internal state) and the brain's plasticity (the brain's ability to change under the 

influence of the conditions that surround it). The RIM® method is based on a body-centered 

process that uses imagination to translate body awareness into form. The RIM® method uses 

imagination to translate unconscious content into images through metaphors, with the aim 

of increased clarity and insight.  
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Early science of emotion pointed to a bodily source, a view supported in neuroscience by 

interoception models that indicate how body and mind interact in complex ways to influence 

each other when expressed and understood as emotions (Craig, 2002). Interoception is the 

perception of sensations from inside the body and includes the perception of physical 

sensations related to internal organ function such as heartbeat, respiration, satiety, as well 

as the activity of the autonomic nervous system related to emotions (Craig, 2002). 

It is not all that we have conscious access to, nor do we consciously respond to all 

information, but even if we do not have full knowledge of all processes of consciousness, 

there is no doubt that we have knowledge that we do not gain conscious access to. The 

cognitive psychology field also supports this. We know that we experience material that we 

do not have access to. An example is Post-Traumatic Stress Disorder (PTSD) where memories 

can come in the form of flashbacks, often set on by triggers, where painful events are 

experienced again. We have gradually gained an emerging insight into the underlying 

neurobiological mechanisms of emotional memory (LeDoux, 2012). When encoding, 

retrieving and consolidating fearful experiences, there is evidence that the brain has 

separate, parallel systems for interpreting triggers (systems that include the amygdala) and 

context (which includes the hippocampus and medial prefrontal cortex) (Mahan & Ressler, 

2011, LaBar & Phelps, 2005 in Albæk and Milde, 2017). Albæk and Milde (2017) argue that 

memories that are reactivated can be changed in the form of everything from small 

modifications to complete overwriting of the original memory (Albæk and Milde, 2017). 

The way I interpret this, it will be possible to get in touch with not immediately available 

knowledge and memories, and since the nervous system encodes an imagined event in the 

same way as an actual event, an emotional body memory can be regenerated to create new 

positive neurological traces that put an old pain to end – even if the actual memory remains 

the same. 

 

As mentioned, little empirical research has been done on the effects of the RIM® method, 

and that is exactly why I think this study is extra exciting. Is the RIM® method an approach 

that explores, raises awareness and processes emotions around losing a job in an effective 

way? And more specifically, will introducing the RIM® method make a difference in the 

experience of quality of life, self-esteem and stress level on the way to a new job? 
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2.4 Research question 
I am investigating if the RIM® method has an effect on the experience of self-esteem, quality 

of life and stress level for people in career change. 

The study has the following hypothesis: 

H1: It makes a difference to carry out the RIM® method in a career transition process 

 

The null hypothesis thus becomes:   

H0: It makes no difference to carry out the RIM® method in a career transition process 

 

3 METHOD 
 

"Research must generate new knowledge in a systematic and credible way, by investigating 

causal relationships, understanding phenomena or creating new insights" (Befring, 2014). 

What I am investigating is whether people in career transition, who have involuntarily 

resigned from their jobs, experience a difference in perceived quality of life, self-esteem and 

level of stress when introducing conversations based on the RIM® method. The issues in this 

thesis are about comparison, and I therefore choose a quantitative method for data 

collection. Quantitative method has a "strong structure, where instruments, procedures for 

data collection, which data will be central and data analysis are determined before data 

collection starts. This is done so that all units are treated in the same way" (Grønmo, 2016). 

The data collection for this survey took place using questionnaires. 

 

3.1 Design 
Informants answered two identical questionnaires addressing the experience of self-esteem, 

quality of life and stress, before and after completion of the digital career adjustment 

program 'New course' (hereafter referred to as the online course). Half of the participants 

received two RIM® calls of up to 1.5 hours via telephone before and after completion of the 

online course. 
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To answer the research question, 2 groups of respondents were randomized. Group 1 is the 

group being investigated, while group 2 is the control group. See table below: 

Group 1 - investigation group Group 2 - control group 

1. Answers the questionnaire digitally 
2. Receive a RIM® conversation of up to 

1.5 hours 
3. Completes the online course 'New 

course' 
4. Receive a RIM® conversation at the end 

of the course 
5. Answers the questionnaire digitally 

1. Answers the questionnaire digitally 
2. Completes the online course 'New 

course' 
3. Answers the questionnaire digitally 

 

Table 1: Overview of the study's two research groups 

 

Research period: 01.03.22 to 30.06.22 

The approach is standardized for both groups through the use of a questionnaire and 

completion of the online course. Text is the same in email communication regarding the two 

web-based forms and user access to the online course, regardless of which of the two 

groups the respondent is in. For the group that receives a RIM® call, what the call entails is 

also briefly described. In a RIM® conversation, the facilitator follows the client, but here 

opening phrases are standardized, so that the conversations start the same. 

I am the certified RIM facilitator, and I’m the one who conducts the RIM® conversations in 

the survey. 

 

3.2 Sample 
Criteria for informants in the survey: 

• Involuntarily resigned from their job after 1 December 2021 

• Not got a new job 

• Age 40-60 years 

• Willingness/commitment to complete the online course 'New course', answer 2 

questionnaires, and participate in 2 RIM® conversations when selected to participate 

in the investigation group 
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The informants were invited to participate via snowball sampling (Svartdal, 2009, p. 175, 

through publication via dinHR's Facebook and Linkedin pages with a link to the information 

page (see appendix 4 for information on the website). These publications were sponsored to 

increase the reach, with a target group aged 40-60. Participation was voluntary and entailed 

no costs for the participants. 

 

3.3 Data collection 

I use 3 different questionnaires, which have been combined into one form prepared in 

Nettskjema.no (see attachment 2), for answering before and after completion of the online 

course. Name and email address are obtained through the registration form (information and 

consent) to register the candidates who use the online course, and I use the system-generated 

ID as a recognition indicator for linking the two questionnaires that are administered before 

and after in the data analysis. 

In this survey, I have chosen to use measurement tools that have previously been validated, 

are well-reputed, free and freely available, and considered to be global. This contributes to the 

formulation of statements that are appropriate and well formulated from the theory, and that 

relevant information is obtained (Svartdal, 2009, pp. 178-179). The forms are not of 

Norwegian origin, which may cause a bias in the translation of the questions. I have used 

available Norwegian translations, and refer to the source for these under each test description. 

The questionnaire was created via the website Nettskjema.no, an online data collection tool, 

used in agreement with Ansgar University, with an adapted degree of security. 

The 3 questionnaires used are "The Rosenberg Self-Esteem Scale" (RSE) for mapping 

perceived self-esteem, "Satisfaction With life Scale" for measuring subjective quality of 

life/satisfaction with life and "Perceived Stress Scale" (PSS) for measuring perceived stress 

level. For specification of questionnaire, see appendix 2. For specification of scoring, see 

appendix 3. 

 

3.3.1 The Rosenberg Self-Esteem Scale (RSE) 
The Rosenberg Self-esteem Scale (RSES) (Rosenberg, 1965), is a scale that measures global 

self-esteem, and is a widely used and validated questionnaire with 10 questions (Ferring & 
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Philip, 1996). Facilitation and evaluation applied to Norwegian conditions by Tilmann von 

Soest (2005). 

 

3.3.2 Satisfaction With life Scale 
As previously mentioned, 'quality of life' has no agreed definition. In 2016, the Directorate of 

Health launched the study ‘The good life in Norway’ (2016). This presented different 

perspectives on quality of life, and gave an assessment of the weaknesses of the current 

measurement system. In this study, quality of life is perceived as a complex phenomenon, 

with both subjective and objective aspects. The minimum list consists of 12 questions, of 

which the first five constitute an adapted version of the OECD's (2013) recommended 

minimum package for measuring subjective quality of life (Life quality - Recommendations 

for a better measurement system, 2018, p. 25), and are designed to measure global 

cognitive assessments of one's life satisfaction (not a measure of either positive or negative 

affect). It is these 5 questions, of a subjective nature, that I use as a basis for measuring 

individual experience of quality of life. 

 

3.3.3 Perceived Stress Scale (PSS) 
Perceived stress scale (PSS) is a test that measures the extent to which situations in life are 

experienced and assessed as stressful. The PSS was developed by Cohen et al (1983), and is a 

clinically validated and recognized psychological tool for measuring perceived stress 

worldwide. 

There are several versions of the form, and I have chosen to use the original form with 14 

questions. PSS 14 has been translated into Norwegian (Alfheim, H.B. et al, 2012). 

 

3.4 Online carreer transition program 
Part of the survey is to carry out the digital career adjustment course 'New course'. I have 

developed this online course myself based on my long experience as an HR specialist and 

career counsellor. The purpose of the online course is to highlight the candidate's resources, 

what the person is good at and, not least, what motivates and gives energy, in order to set 

out a new career direction. The online course is set up with both text and video in modules 
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and lessons. It also comes with a workbook for carrying out both reflection and activity tasks, 

with a natural structure for each step in the course. The course also provides good insight 

into the job application process, and a good basis for preparing a CV, application, interview 

etc. The online course is published for purchase on the open market: 

https://www.kineaasheim.no/product/ny-kurs-pa-vei-til-ny-jobb-nettkurs/. The course was 

free for the participants in the project, and they retain access to the course for 1 year after 

completion. Link to overview of content in the online course: 

https://www.kineaasheim.no/velkommen-til-ny-kurs/. The scope of the online course is 

estimated to approx. 10 hours. 

 

3.5 Ethics 
This survey compares responses before and after, and thus both personally sensitive and 

identifying information was collected (NESH 2021, p. 20). Approval was therefore sought and 

granted by Norwegian Centre for Research Data (NSD) before starting the survey, and the 

data has been collected using Nettskjema.no. Use of Nettskjema.no ensures that the 

respondents' personal information is properly safeguarded with regard to data security 

(Stuvøy et al., 2021, pp. 93-94). In order to reduce the risk of breach of the GDPR, identifying 

information has been replaced with an ID number when processing data and associated 

analysis. 

 

The invitation to participate and the information about the survey were clear and open, and 

referred to further reading material (see appendix 4). The survey informed about purpose 

and data security (NESH 2021, p. 20). Participation was explicitly communicated as 

voluntary, with the option to withdraw at any time, and contact information was readily 

available (NESH 2021, p. 17). With this, I ensure safeguarding of the participants' rights, 

freedom and human dignity in the research and writing process (NESH, 2021, p. 20). I also do 

this through a professional and theoretically grounded presentation of the research, 

discussion of possible bias, and limitations of this research. 

 

The topic I am investigating is close to my daily work, and my active role in the investigation 

has both strengths and weaknesses. It has an advantage in that I am genuinely interested in 

exploring whether the use of the RIM® method has an effect for people in career transition. 
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But this interest also means that I have to pay particular attention to my objectivity and 

professional approach to ensuring that the study is carried out as ethically as possible. 

 

I do this, among other things, through the standardization of questionnaires and the use of 

the digital career adjustment programme. These will be the same for everyone. Here I use 

the same text when sending a link to the two web-based forms and the same content in an 

email for user access to the career adjustment programme, regardless of which of the two 

groups the respondent is in. For the group that receives RIM® calls, the approach will also be 

the same. A RIM® conversation is a conversation where I, as facilitator, follow the client, but 

the opening phrase is standardized, so that the conversations start the same. So, on the one 

hand, I help to facilitate, and control, that the situation is as equal as possible for all 

respondents, with only me being involved. While, on the other hand, there are increased 

demands on my reflection on my own roles, objectivity and integrity considering that I both 

have a research focus, but am also part of what is being researched. 

 

3.6 Analysis tool 
The data in the survey has been collected through 3 separate surveys. I therefore choose to 

analyze the data both per survey, within the groups, and collectively, against the research 

question. The data in the survey has a metric measurement level, and is used as continuous 

variables. The higher the score on perceived self-esteem, the better the self-esteem. The 

higher the score on quality of life, the higher the experience of quality of life. While the scale 

for measuring stress is basically the opposite. For the experience of stress level, I have 

therefore reversed the scale to be able to see this more easily in connection with the other 

two measurements. 

The data from the survey was analyzed using the statistical tool JASP. 

It was a goal before the survey to have 15 people in each group, as this would give a 'power' 

of 0.8 and thus increase the degree of transferability of the results. More than the desired 30 

informants signed up for the survey, which was initiated, but 14 chose not to start at all 

(they only accepted the terms and approved the consent form), and 11 started but 

withdrew. There were no clear patterns in which group these were placed, nor with regard 
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to gender differences, or when they ended. Reasons given for not completing, and thus 

withdrawing from, the survey are illness, general capacity and new job. 

 

4 RESULTS 
 

In my analysis, I examine whether it makes a difference to introduce the RIM® method in a 

career transition process, through the measurement of the experience of quality of life, 

stress and self-esteem. Significance level is set at 0.05. If the results exceed this value, the 

alternative hypothesis, which states that it makes no difference to introduce the RIM 

method in a career adjustment process, will be rejected. 

In order to examine the data material, I first do a descriptive analysis to shed light on the 

unique nature of the data and any connections at the individual level. 

I then compared 2 groups to look at maturation conditions. A pre- and post-measurement 

was carried out where the RIM variable was manipulated. By examining whether there is an 

effect on the dependent variables of simply taking part in the survey, one of the groups is 

not exposed to the RIM® method. To investigate whether the RIM® method has an effect, I 

use the paired dependent t-test and independent t-test. 

 

4.1 Descriptive statistics 
There were a total of 17 informants who completed the study, and they were divided into 

two groups where the group 'RIM' (the research group) had one RIM conversation before 

and after the online course, while the group 'NOT RIM' (the control group) only completed 

the online course. The 17 informants were distributed among 10 people in the investigation 

group, and 7 people in the control group. These were distributed as follows: 

 

 

 

 

Groups Full sample Gender 

  n % Female Male 

RIM 10 59.0 7 3 

non RIM 7 41.0 4 3 
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TablE 2: Overview of informants in number and percentage distribution per group, as well as 
gender distribution 
 

The survey has a clear amount of data, and by analyzing the data overview (eyeballing) it 

gives an indication that the biggest changes are within perceived self-esteem. The stress 

level appears to be about the same, and no particular difference in the group for 'RIM or 

NON RIM'. In perceived quality of life, there is a greater change in the 'RIM' group than in 

the 'NON RIM' group. No obvious differences were found in terms of gender, and for that 

reason all data are processed separately for each group. All informants answered all 

questions. 

 

The calculated average, ref. table 3 below, also shows that there is a difference in perceived 

self-esteem and perceived quality of life between the two groups, but not in the experience 

of stress. The spread is also large both in terms of self-esteem and quality of life. 

  Self worth Stress Quality of life 
  NON RIM RIM  NON RIM RIM  NON RIM RIM 

Sample 7 10 7 10 7 10 
Mean 0.057 1.520 0.557 0.530 -0.029 0.520 
Standard 
deviation 2.503 1.767 0.395 0.400 1.197 0.725 

Minimum -3.600 -1.600 0.100 -0.100 -1.400 -0.400 
Maximum 4.400 3.200 1.200 1.100 1.400 1.400 

 

Table 3: Descriptive statistics for the groups divided into self-esteem, stress and quality of life 

 

4.2 Paired dependent T-Test 
 

GROUP NON RIM  GROUP RIM 
Measure 1 Measure 2 t Df p  Measure 1 Measure 2 t Df p 
Seelf 
esteem 

Seelf 
esteem -0.060 6 0.954  Seelf 

esteem 
Seelf 
esteem -2.720 9 0.024* 

Stress Stress -3.648 6 0.011*  Stress Stress -3.857 9 0.004* 
Quality for 
life 

Quality for 
life 0.063 6 0.952  Quality for 

life 
Quality for 
life -2.267 9 0.050* 

*Significant difference (p≤. 05, Two Taled) 

Table 4: Analysis of 'before' and 'after' measurements within each group 
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The analysis of the 'before' and 'after' measurement within each group shows that within 

the group 'RIM' (table 4) there is a statistically significant difference in both self-esteem 

t(9)=2.72, p=<.05), stress t (9)=3.86, p=<.05) and quality of life t(9)=2.27, p=<.05). 

The analysis of the 'before' and 'after' measurement within each group shows that there is a 

statistically significant difference in the stress measurement within both the group for 'NON 

RIM' t(6)=3.65, p=<.05) and group 'RIM' stress t(9)=3.86, p=<.05, but does not give a 

statistically significant difference between the two groups. This indicates that stress is 

reduced for both groups throughout the survey period, within each group. 

 

4.3 Independent T-Test 
 

Independent T-Test  

 t Df p 

Differance self 
esteem  -1.419  15  0.176  

Differance Stress  0.138  15  0.892  

Differance Quality of 
life  -1.181  15    0.256  

 
tea.  Student's t-test. 
 
Table 5: Analysis of the difference 'before and 'after' between the groups 

 

There is no statistically significant difference between the groups in terms of self esteem 

t(15)=1.4, >.05), stress t(15)=0.14, >.05) and quality of life t(15)=1.2, >.05) based on the 

difference applied in the independent t-test (Table 5). 

 

4.4 Main findings 
 

Initial descriptive analysis shows that there is a difference between the groups in self-esteem 

and quality of life. 
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In accordance with the prediction, the analysis of the 'before' and 'after' measurement 

within each group shows that within the group 'RIM' (table 4) there is a statistically 

significant difference in both self-esteem, stress and quality of life. 

The analysis shows that 'before' and 'after' the measurement within each group that there is 

a statistically significant difference in the stress measurement within both the group for 

'NOT RIM' and group 'RIM', but gives no statistically significant difference between the two 

groups. This may indicate that stress is reduced within both groups throughout the survey 

period. 

There is no statistically significant difference between the groups in terms of self esteem, 

stress and quality of life based on the difference used in the independent t-test (table 5). 

Based on the results showing that there are differences within the two groups, the 0 

hypothesis can be rejected, because it makes a difference to use the RIM® method in a 

career transition process, however it shows no difference between the groups 

 

5 DISCUSSION 
 

In this thesis, measurement of perceived self-esteem, stress level and quality of life has been 

used and examined in more detail to answer the question of whether the conversational 

approach, the RIM® method, makes a difference for people in career transition. 

The group of informants referred to in this thesis represents a group about which we 

generally do not have much data. These are people who, for various reasons, have been 

involuntarily dismissed from their jobs. Reasons can be restructuring and downsizing, non-

delivery or cooperation problems to name a few. They are not necessarily part of NAV's 

statistics, as they have often received severance agreements which entail exemption from 

the obligation to work during the notice period and preferably a few months' salary beyond 

that. And as long as they have not received their last salary from their previous employer or 

receive benefits from NAV, they are not registered anywhere either. Jon Petter Nossen 

(2010) writes in the article "What is the significance of downsizing for sickness absence and 

other health-related benefits" that studies of downsizing largely use data from NAV's 

employee and employer register. Downsizing is defined based on a change in the number of 
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employees, usually at each individual physical unit within a business, and these register data 

do not contain any direct information about the reason for employees leaving their jobs (or 

being laid off). Not even if it happens voluntarily or if they are dismissed, take a severance 

package or take early retirement. There is also no information about the reason why a 

company downsizes (Nossen, 2010). This means that I do not have much research to 

compare with for this group. 

This thesis examines whether a conversational approach makes a difference for people in 

personal career transition. Being told that you have to leave your job is, as previously 

mentioned, in the top 10 of critical life events (Holmes & Rahe, 1967), and there is reason to 

assume that there is a lot of emotion involved in such a situation, even if we have different 

prerequisites for handling such a change. On an emotional level, some will experience shock 

and disbelief at what they have experienced, others are in mourning for what has been lost, 

while others are ready to go out on the market for a new job immediately. A common 

denominator, however, for the vast majority is that one is in a process of change, and in such 

a process of change we go through different phases (Kübler-Ross, 1969). We do it in our own 

way, and at the speed that feels right for each and every one of us. And these different 

stages, which largely follow the Kübler-Ross model and the 5 stages of grief (Kübler-Ross, 

1969), provide both opportunities and obstacles in moving forward and into active job 

hunting. 

The stage each individual informant is in their personal change process can influence the 

answers they give. If the informant was still in the shock and disbelief phase, there is reason 

to believe that the person in question will get less out of the career adjustment program 

than a person who has come through the phase of acceptance. The quality of the survey 

could possibly be increased if a survey was made of where the person concerned saw 

himself in the light of the stages before and after the measurements. 

 

5.1 The RIM® method and perceived self esteem, stress and quality of life 

When the results are looked at within each group, and then compared, it shows that within 

the 'RIM' group there is a statistically significant difference in all three measurement areas, 

while for the 'NOT RIM' group it only gives a statistically significant difference in perceived 
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stress. This supports the fact that it makes a difference to introduce the RIM method in a 

career transition process. 

As mentioned, the result for stress shows that there is a reduction in perceived stress for 

both groups. If the informants experience increased stress management through 

participation in the program, and to a greater extent shift from a passive approach to an 

active approach to job hunting, it can help to reduce perceived stress through, for example, 

an increased sense of control and inner motivation. But the result can also be influenced by 

being part of a program in itself. Another reason could be that the digital career transition 

program itself contributes to progress in one's own transition process, and thus reduces the 

experience of stress. 

The RIM method is believed to have a good effect on processing emotions, and this is 

confirmed by the fact that self-esteem increased in the group that was exposed to the RIM® 

method and not in the control group (t(9)=2.72, p=<.05). This increase can also be influenced 

by the fact that we actually had a conversation, and thus is not directly linked to the 

conversation approach itself. No statistically significant difference is shown for stress and 

quality of life between the groups. 

The experience of quality of life increased for the group exposed to the RIM® method, but 

not between the groups. Quality of life is a large measurement area, and the survey period 

may be too short for a development to occur - regardless of intervention. Another element is 

that in Norway most people answer that they are satisfied with life. 26 percent of the 

population states that they have high satisfaction with life (answers 9 or 10 on a scale from 0 

to 10) (Støren et al, 2020, p. 4), although the individual responses show that in the pre-

measurement there were consistently lower scores than that of the informants in this 

survey, which may indicate that they are among the part of the population that is not there. 

There are few informants in the study, which affects the validity. The possibility of 

generalizing the result is thus limited. I address methodological limitations further below. 
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5.2 Methodological limitations of the study 

The topic I have highlighted in this thesis is extensive and with little research to compare it 

with. Time available and expected scope, and own background understanding and interest, 

can provide possible sources of error in methodological procedures. Below I will briefly 

explain some possible limitations in the thesis. 

 

5.2.1 Measurement method 
I chose to measure both self-esteem, stress and quality of life using standardized tests. The 

scope was to explore several aspects of the common denominator emotional impact, as well 

as to use high-quality questionnaires. I could also have chosen to develop a separate 

questionnaire, which was more directly aimed at the process each individual is in, for 

example linked to the stage they feel they are in their personal transition process. This 

would have given me more information about the informant, and thus more to explore in 

the result. The scope of the design entailed a long investigation period, which also possibly 

affects dropouts. Being in a career transition is a process, so that shortening it too much 

would affect the possibility of achieving a change. I could still have been a little more "strict" 

in following up on the informants and the time they were given. The reason why I did not 

"prompt" the candidates a lot was both because everyone is different and needs different 

time for such exercises (both in terms of capacity and available time in everyday life), but it 

was also to reduce the effect that human contact can have on informants to give both 

groups as equal a framework as possible. A possible improvement of the data base could be 

to supplement the method with a qualitative interview for in-depth information. 

 

5.2.2 Sample 
Of a total of 32 informants who accepted the information and consent form, only 17 

completed it. 17 informants divided into two groups is also somewhat low for carrying out 

good statistical analysis. In this data collection, the dropout rate was 53%. The dropout 

analysis shows no clear trend in either group affiliation, gender or the time of exit. 

Possible reasons in the design for dropouts: 

- Too long research period. For some, it took up to 2 months from start to finish 



29 
 

- Too poorly communicated extent of participation 

- Incentive for participation not good enough (free digital career transition program) 

- Stage the informants is their process of change 

Reflection afterwards that could increase the degree of participation is the time perspective 

of the investigation period, as well as anchoring the research period and the commitment to 

it to a greater extent in the beginning. Regardless of group, each candidate received good 

information about the survey and access to an online course with a market value of NOK 

1,490 (149 dollar). Based on that, I believed the trade-off was established. Naturally, life 

happens, but I expected a greater loyalty to the project in which they agreed to participate. 

 

5.2.3 Personal background understanding 
My interest in the field of research and my understanding of the background can influence 

what is emphasized and communicated in the thesis. I have aimed throughout the process to 

be as objective as possible with both the choice of literature, theories and research, as well 

as the methodological approach. 

 

5.2.4 Further research 
The number of informants and the time perspective for the survey period was the biggest 

challenge for carrying out my design, so if a similar survey is to be carried out again to 

further research the effect of the RIM® method, the survey method can with advantage be 

simplified. The use of the questionnaires worked well, but it is possible that introducing the 

form (or other measurement methods) before and after a RIM® conversation will both give a 

better measurement of the experience because it is close in time, and more informants who 

carry out the actual data collection are not as time consuming. Replacing the quantitative 

data collection with a qualitative one should also be considered in order to be able to 

include more nuances and individual differences. However, a challenge then will be the 

control group, which I considered important for examining the effect. 
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6 CONCLUSION 
 

So it does something to us to have to leave our job involuntarily. Help conversations and the 

acquisition of tools to manage the personal adjustment process can help reduce the 

emotional aspect of losing a job. Introduction of the RIM® method tends to have an effect on 

the experience of self-esteem, stress and quality of life. The stress level was reduced for 

both the research group and the control group, which may be due to the fact that the online 

course offers tools and guidance in the adjustment process, but also that being part of 

something can have a positive effect in itself. On the other hand, there was no statistically 

significant difference between the groups. 

The validity of the results is considered limited by a low number of informants. 
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7 APPENDIX 
APPENDIX 1: Information and consent form (PDF print of digital registration form 

made in Nettskjema.no) 
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APPENDIX 2: Questionnaire (PDF-print of digital registration form made in 
Nettskjema.no) 
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APPENDIX 3: Scoring of the questionnaires 
 

Rosenberg Self-esteem 

The questionnaire consists of 10 questions, which measure positive and negative feelings 

related to the self. The questions are answered using a 4-point scale with the answer options 

completely agree, partially agree, partially disagree and completely disagree. The total score 

indicates the degree of self-esteem, and is scored as follows: 

Shard Degree of self-esteem 
>25 Strong self-esteem 
15-25 Healthy/normal self-

esteem 
<15 
pm 

Low self-esteem 

 

Satisfaction with life scale 

The respondent indicates how much they agree or disagree with each of the 5 items using a 

7-point scale ranging from 7 completely agree to 1 completely disagree. The total score 

indicates the degree of quality of life, and is scored as follows: 

Shard Degree of quality of life 
31-35 Very satisfied 
26-30 Satisfied 
21-25 A little satisfied 
20 Neutral 
15-19 A little unsatisfied 
10-14 Dissatisfied 
5-9 Very dissatisfied 

 

Perceived stress scale 

The form has 7 positive items and 7 negative items rated on a 5-point Likert scale. The 

questionnaire PSS 14 contains 14 questions with 5 fixed answer options with scores from 0 

(never) to 4 (very often). For questions 4, 5, 6, 7, 9, 10 and 13, the answer options are 

reversed. The answer options are then: from 0 (very often) to 4 (never). The lowest total 

score is 0, while the highest total score is 56. The total score indicates the degree of 

perceived stress, and is scored as follows: 
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Shard Degree of perceived 
stress 

0-18 Low stress levels 
19-37 Moderate stress levels 
38-54 High stress levels 
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APPENDIX 4: Text for recruiting informants (https://www.kineaasheim.no/gratis-
nettbasert-karriereomstillingsprogram/) 
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English translation: 
 
An employment relationship ends for many reasons, but common to everyone who leaves a job is 
that the way forward must be staked out again. An active approach and support along the way 
increases the chance of getting a new job, and reduces the time without work. 
 
In order to be as successful as possible in the transition process of looking for a new job, it is about 
becoming aware of what resources you possess, what you are good at and, not least, what motivates 
you and gets you energy from, and then stake out a new course. This, together with concrete work 
with CV, application, development of personal brand etc., you get through the career change 
program 'New course'. 
  
Are you between 40 and 60 years old, and have recently resigned from your job involuntarily? Then 
you can get this online course for free! 
  
 
How? 
 
I am very eager to learn, and this spring I will complete a study in connection with a bachelor's thesis 
in psychology. The purpose of the study is to investigate whether the use of a specific coaching 
modality affects the experience of self-esteem, quality of life and stress level for people in a career 
space position. 
 
For the study, 30 candidates are being sought to complete an online career change programme, 
where half also receive a coaching interview before and after completing the online course (a' up to 
1.5 hours). Participation is FREE. Candidates must meet the following criteria: 
 

• Age between 40 and 60 years 
• Involuntarily resigned from work after 1 December 2021, and did not get a new job 
• Can complete the online course in the period from now until 15.06.22 (extent approx. 10 

hours) 
• Will answer a questionnaire before and after completion of the online course (takes 5-10 

min) 
• Participate in two coaching conversations (one before and one after) if you are randomly 

selected for this group (conducted on Zoom or phone - no prior knowledge required) 
  
 
Registration closes when the target of 30 candidates has been reached. The project period is now 
closed. 
 
  
 
In the online course you get: 
 
�� 5 modules and 23 lessons that help you on your way forward 
 
�� 2 bonus modules on establishing your own business and a good start in a new job 
 
�� Text and video in all lessons 
 
�� Workbook with reflections and activities that accompany the course 
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�� Tasks and activities that lead to the best presentation of you as a candidate 
 
�� Inspiration and templates for different types of CV 
 
�� Templates for good preparation for interviews 
 
�� Insight into profile type and use of tests 
 
  
 
Feel free to read more about the course here: Introduction to the online course 'New course' 
 
The scope of the online course is calculated to be around 10 hours, and can be completed when it 
suits you (within the specified period for the study). 
  
 
About me: 
My name is Kine Aasheim, and I have worked with HR, coaching and guidance for over 20 years. I am 
passionate about assisting people on the journey of change through both concrete tools and 
reflection on the scope for thinking outside the "box". And what I have learned, and not least 
experienced works, over these years I have embodied in the online course 'New course'. 
 
  
 
You can read more about my background on my Linkedin profile. 
 
Something for you or someone you know? 
Send me an email at kine@kineaasheim.no if you have any questions, or if you simply want to 
register as a candidate. You will then be sent a separate email with a link to an information and 
consent form. All inquiries are handled confidentially. 
 
 
 
 
 
 
 
 
 
 
 
  

https://www.kineaasheim.no/velkommen-til-ny-kurs/
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APPENDIX 5: Approved NSD (Norwegian Center for Research Data) application 
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