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ABSTRACT 

Distressing trends and the destructive effects of leadership are widespread, yet the revival of 

morality in leaders’ behaviors remains poorly understood. This study, drawing on behavioral 

integrity and dynamic (managerial) capabilities theory, investigates how leaders’ moral actions are 

activated through personal resources while tapping into contextual factors. More specifically, 

employing a quasi-experimental research design with a waitlist control group (n = 30 in total), the 

current study examines the effects of an 8-week Mindfulness-Based Stress Reduction (MBSR) 

program on psychological well-being, proactive coping, awareness of organizational politics, and 

the subsequent enactment of moral actions among middle-level leaders from various multinational 

corporations in the service sector. The findings uncover a paradox: while mindfulness enhances 

psychological well-being, its translation into political awareness and moral action is complex. 

Increased personal resources do not directly result in improved political awareness or moral 

behavior among leaders, indicating a complex interplay between mindfulness and moral leader 

behavior. This study adds to the growing body of literature on mindfulness and leadership, 

advocating for further research into how mindfulness unveils morality in leadership while 

navigating the challenging dynamics of organizational politics. 

  



 
  

 
 

ÖZET 

Liderliğin endişe verici eğilimleri ve yıkıcı etkileri yaygın olmasına rağmen, lider 

davranışlarındaki ahlaklılığın nasıl canlanacağı hâlâ yeterince anlaşılmamıştır. Bu çalışma, 

davranışsal bütünlük ve dinamik yönetimsel yetenekler teorilerine dayanarak, liderlerin ahlaki 

eylemlerinin, kişisel kaynaklar ve bağlamsal faktörler aracılığıyla nasıl etkinleştirilebileceğini 

araştırıyor. Daha detaylı olarak, bu araştırma deney ve kontrol gruplarında toplamda 30 

katılımcıyla yarı-deneysel bir tasarım kullanarak, 8 haftalık Farkındalık Temelli Stres Azaltma 

(MBSR) programının hizmet sektöründeki çeşitli çok uluslu kurumlardaki orta düzey liderlerin 

psikolojik iyi oluş, proaktif başa çıkma, örgütsel politika farkındalığı ve sonucunda ortaya 

çıkabilecek ahlaki eylemleri üzerindeki etkisini inceliyor. Bulgular bir paradoksu ortaya koyuyor: 

bilinçli farkındalık psikolojik iyi oluşu arttırıyor, ancak bu durumun politik farkındalık ve ahlaki 

eyleme dönüşümünün karmaşık bir süreç olduğu görülüyor. Kişisel kaynaklardaki artışın, 

liderlerin politik farkındalığını veya ahlaki davranışlarını doğrudan etkilememesi, bilinçli 

farkındalık ve ahlaki lider davranışı arasındaki karmaşık etkileşimi gösteriyor. Bu doktora tezi, 

bilinçli farkındalık ve liderlik literatürüne katkıda bulunarak, bilinçli farkındalığın liderlikte ahlaki 

davranışları nasıl ortaya çıkardığına ve liderlerin örgütsel politikaların zorlu dinamiklerinde nasıl 

yol aldıklarına dair daha fazla araştırmanın gerekliliğini savunuyor. 
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Introduction 

“Clarity dictates our perspective, and our perspective dictates our experience” 

(Puddicombe, n.d.). 

Studies about mindfulness interventions for leaders have been steadily growing in the 

scholarly literature over the last few years (Donaldson-Feilder et al., 2019; Donaldson-Feilder et 

al., 2021; Nübold et al., 2020; Rupprecht et al., 2019; Schuh et al., 2019; Urrila, 2021) without 

much recognition of its mixed-blessing effect for organizations (Turel & Osatuyi, 2017; Wihler 

et al., 2022; Williams & Birtwell, 2018). To date, studies present several beneficial outcomes of 

leader-specific mindfulness interventions for both the organization and the leader. Urrila (2021), 

in her systematic review, classified intervention outcomes into four broad categories: personal 

well-being, work productivity, relationships, and inner growth. The manifested outcomes seem 

to justify the ever-mounting concentration on mindfulness intervention for all beneficiaries. 

Nevertheless, research on this topic needs more caution in displaying only the bright side of the 

story. If mindfulness entails seeing everything clearly as they are (Kabat-Zinn, 2015; 

Nyanaponika, 1971), wouldn’t the undesirable and subtle elements that exist in every 

organization (Arefin et al., 2021) become more discernible in the eyes of mindful leaders? 

If and when the subtle undesirable conditions in the organization surface due to the 

mindfulness intervention, how do leaders respond to what they now see more clearly? More 

specifically, as indicated in the quotation above, if clarity dictates leader perspectives on subtle 

organizational realities, how does this determine their response to that (i.e., experience)? The 

present study addresses this question through an experiment in which a group of leaders will 
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participate in a mindfulness intervention program from which they are expected to gain both 

desirable (well-being and coping) and undesirable outcomes (awareness of the existence of 

organizational politics and the discomfort it may create) compared to the no-intervention group. I 

then examine how leaders in the mindfulness-intervention group address the undesirability of 

organizational politics they become aware of (i.e., whether they take corrective moral action). 

This study focuses on one of the undesirable conditions expected to be unveiled due to 

mindfulness intervention, namely, organizational politics. One of the most prevalent, ubiquitous, 

yet elusive elements of the organizational context is politics (Ferris et al., 2019; Hochwarter et 

al., 2020), which refers to informal, divisive, and unsanctioned individual or group behavior that 

aims to increase self-interest at the expense of the well-being of others (Ferris et al., 2002; 

Kacmar & Baron, 1999). Perceptions of organizational politics (POPs) concentrate on subjective 

evaluation of this concept (i.e., perceived politics), as objective evaluation is inherently 

unverifiable (Hochwarter et al., 2020). The majority of organizational politics literature is 

dominated by studies revealing the disruptive effect of politics on organizations and their 

members, such as higher levels of stress, exhaustion, perceived uncertainty, turnover intention, 

and counterproductive work behavior, whereas lower levels of justice, trust, relationship quality, 

innovative behavior, job satisfaction, and job commitment (Hochwarter et al., 2020). Although 

several studies have shown that the political environment poses a significant threat to 

organizations (Ferris & Kacmar, 1992), one of the shortcomings of current prescriptive literature 

is providing little to no information on whether and how leaders respond to organizational 

politics (Ferris et al., 2019; Kapoutsis & Thanos, 2018). 

We need to know whether leaders take moral actions to intervene in the political context 

in organizations. The reason is that leaders are positioned as power holders and key change 
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agents in the organization who are expected to take action when necessary (Acton, 2021; Banks 

et al., 2018; Hannah et al., 2011; Moorman et al., 2013; Sanders et al., 2018; Sendjaya et al., 

2016). A leader’s awareness of the subtle nature of politics in the organization might be the first 

step to understanding their particular response (i.e., moral action) to that environment (Vich, 

2015), which I will test in this study. A leader’s moral action (i.e., behavioral response emerging 

from rational moral functioning) (Blasi, 1980) is one of the responses that might be triggered by 

the situational elements in the organization (Porter & McLaughlin, 2006). Leaders are less likely 

to intervene in the organization’s political environment unless they have raised awareness about 

the situation’s existence (or intensity) (Chmielewski et al., 2021; Molloy et al., 2019). This is 

where I argue that leader mindfulness should come into play as a necessary ingredient to increase 

leader awareness (Lewis & Ebbeck, 2014). To address the mentioned issues, the current study 

aims at investigating whether (1) mindfulness intervention increases the leaders’ awareness of 

POPs, (2) the intervention increases the well-being and coping of leaders, and (3) whether those 

effects of the intervention result in leader moral action. 

The importance of increasing our understanding of leaders’ moral actions is twofold. 

First, we need to figure out ways to increase their moral action (Sendjaya et al., 2016), 

considering the ongoing distressing trends in leadership (e.g., corporate scandals, all-time low 

level of trust toward leaders, destructive leadership) (Bedi et al., 2016; Mackey et al., 2021). In 

parallel with this trend, extant literature positions leaders as either part of the political 

environment (Ellen et al., 2013; Munyon et al., 2021; Sheard et al., 2011) or significant agents to 

influence this environment and its outcomes (Durrani, 2014; Kacmar et al., 2013; Khattak et al., 

2022). Therefore, the paucity of knowledge on moral leader behavior facing undesirable 

organizational contexts limits ways to achieve ethical leaders who take moral actions in required 
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circumstances (Kelemen et al., 2020). Second, we further need to light the connection between 

leader mindfulness and their moral action. The mentioned link can be one of the ways to activate 

leader corrective (moral) action rather than position them to be part of the political environment, 

as in previous studies. In line with this expectation, leaders (who especially embody ethical 

characteristics) may also feel obligated to react to the current demands of the situation (Banks et 

al., 2021). Keeping the strong connection between mindfulness and ethical behavior in mind 

(Guillén & Fontrodona, 2018; Kersemaekers et al., 2020; McGhee & Grant, 2015; Nguyen et al., 

2020; Orazi et al., 2019; Sutamchai et al., 2020), the outcomes of mindfulness intervention in 

this study (i.e., awareness of POPs, well-being, and coping) hope to revive leaders’ ethical 

qualities and create ways to activate their moral action. 

The existence (and realization) of intriguing contextual factors in the organization (e.g., 

political environment) (Sharma, 2018) can be too challenging for leaders to respond effectively 

without developing essential coping skills and well-being levels (Kaluza et al., 2020; Li et al., 

2018). The connection between ethics and well-being dates back to Aristotle’s Nicomachean 

Ethics (Ameriks & Clarke, 2000; Haybron, 2016; Witt & Mathesis Publications, 1985), arguing 

that experiencing eudaimonic (e.g., psychological) well-being and living ethically with moral 

excellence are attached to each other. On the other hand, proactive coping can be another 

essential ingredient to face moral issues effectively. The reason is that proactive coping creates 

resources and adaptability even before stress-related events (i.e., moral dilemmas) occur 

(Schwarzer & Taubert, 2002; Sharma et al., 2021). Therefore, leaders’ psychological well-being 

and coping with difficulties proactively can play a crucial and complementary role in facilitating 

their moral actions. Studies present promising findings that leader-specific mindfulness 

interventions play a central role in heightening leader well-being and leadership capabilities 
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(Donaldson-Feilder et al., 2019; Donaldson-Feilder et al., 2021; Urrila, 2021). Accordingly, this 

study investigates leaders’ psychological well-being and proactive coping that are expected to 

surface due to the mindfulness intervention. Consequently, leader well-being and coping are 

positioned as desirable outcomes and mechanisms to achieve leader moral action, along with the 

awareness of organizational politics. 

I expect that a leader-specific mindfulness intervention will increase the well-being and 

coping of the intervention program participants compared to those who do not attend it. I also 

expect that mindfulness may trigger leaders’ awareness of the elusive political environment by 

allowing them to see this environment more clearly, as it really is (Burmansah et al., 2019). I 

further aim at discovering whether the raised awareness of POPs stimulates any moral action of 

leaders to respond to it. In this way, I wish to present the mixed-blessing consequences of 

mindfulness intervention (well-being vs. POPs). Although increased well-being is one of the 

reported favorable effects of mindfulness (Decuypere et al., 2020; Lomas et al., 2017), it can also 

bring clarity and awareness of unpleasant organizational realities (i.e., organizational politics) 

that might create discomfort in leaders. Therefore, mindfulness intervention might create 

cognitive dissonance (Festinger, 1962) for leaders, leading them to take actions to balance or 

reduce the discord they might have experienced. 

The current study aims to make contributions both to academic research and practical 

applications in a variety of ways. To the best of my knowledge, this will be a pioneering study to 

explore the mechanism of change to investigate whether leader-specific mindfulness intervention 

can pave the way for ethical leader behavior (i.e., leader moral action). It also recognizes the 

highly overlooked (mixed-blessing) effect of mindfulness intervention by hoping to present both 

favorable (i.e., enhanced well-being and coping) and unfavorable (i.e., awareness of the 
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existence of organizational politics) outcomes that might lead to much-needed leader behavior 

(i.e., moral action). In this sense, this study also addresses the recent call by Choi et al. (2022) by 

tapping into “The Balance Framework” (Gruman et al., 2018) of mindfulness in the work 

context. The framework suggests that any positive phenomena incorporate nuanced features that 

might lead to both advantageous and detrimental experiences. Recognizing the nuanced nature of 

mindfulness also provides novel avenues for future research. Further, the proposed association 

between leader mindfulness and awareness of organizational politics clarifies the link between 

managerial cognition and a manager’s knowledge re-configuration. This way, the findings of this 

study will contribute to how mindfulness can serve as a micro-foundation of dynamic managerial 

capabilities (Gaertner, 2011; Helfat & Martin, 2015). Also, this study addresses the limited 

understanding of leader behavior (i.e., moral action) toward the political environment in the 

organization as well as the unconventional antecedent (i.e., leader awareness of organizational 

politics) of that behavior. 

From a more practical standpoint, I intend to increase the understanding of the mixed-

blessing consequences of the popularly addressed mindfulness intervention to guide 

organizational decision-makers. Although mindfulness helps leaders to release many beneficial 

outcomes (Urrila, 2021), it can also surface an undesirable and distressing element of the 

organization. Luckily, even those elements may turn into a process that pushes leaders to take 

moral actions, thanks to the power of intervention and its beneficial outcomes examined in this 

study (i.e., leader psychological well-being and proactive coping). Therefore, this research helps 

practitioners in recognizing the significance of leader mindfulness for the sake of the leader, the 

organization, and its members. 
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Literature Review 

Mindfulness Interventions 

Mindfulness refers to a conscious awareness that arises from paying attention to the 

present moment in an open and non-judgmental way (Bishop et al., 2004; Brown et al., 2007; J. 

Kabat-Zinn, 1990; Kabat-Zinn, 2015). It has both state and trait-wise tendencies. While state 

mindfulness describes within-person variations in present-focused awareness, trait mindfulness is 

associated with a person's overall tendency to sustain awareness at any given time (Brown & 

Ryan, 2003; Medvedev et al., 2017). Trait and state mindfulness are strongly correlated but 

distinct concepts (Brown & Ryan, 2003; Weinstein et al., 2009). Naturally, individuals 

possessing high levels of trait mindfulness tend to maintain a mindful state more frequently 

(Tanay & Bernstein, 2013). 

Mindfulness interventions ultimately intend to foster trait mindfulness by cultivating 

mindful states with several exercises and practices. Several mindfulness interventions have been 

applied to various settings (e.g., school, workplace, military) and populations so far (Creswell, 

2017). The intervention programs include but are not limited to well-known Mindfulness-Based 

Stress Reduction (MBSR) (J. Kabat-Zinn, 1990), Mindfulness-Based Cognitive Therapy 

(MBCT) (Teasdale et al., 2000), Mindfulness-Based Intuitive Eating Intervention (Bush et al., 

2014), Acceptance and Commitment Therapy (ACT) (Hayes et al., 2004), Mindfulness-Based 

Relationship Enhancement (MBRE) (Carson et al., 2004), Mindful Self-Compassion (MSC) 

(Germer & Neff, 2019), Dialectical Behavior Therapy (DBT) (Linehan, 1993a, 1993b), and 

many other targeted mindfulness training (Eby et al., 2019). 

In recent years, research began to concentrate on leader-specific mindfulness 

interventions targeting several leader health and well-being outcomes, as well as leadership 
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development, such as fostering post-conventional leadership capabilities (Donaldson-Feilder et 

al., 2019). A recent review (including thirty articles) shows that the leader-specific mindfulness 

interventions have substantive implications for cultivating several essential (e.g., stress 

management, psychological well-being, creativity, information processing, etc.) and 

transformative (ethical, transformational, and authentic leadership behavior, self-awareness, 

spiritual growth, etc.) leadership capacities (Urrila, 2021). This study will also implement and 

test the effectiveness of a mindfulness intervention on a leader sample to investigate several 

outcomes (i.e., awareness of organizational politics) that are unexamined in the previous 

literature, to the best of our knowledge. Before proceeding, our initial hypothesis aims to 

investigate whether a mindfulness intervention, specifically the Mindfulness-Based Stress 

Reduction (MBSR) program, administered to a sample of leaders for the purpose of this study, 

affects their levels of trait mindfulness. Existing studies overwhelmingly confirm the beneficial 

impact of mindfulness interventions on participants’ mindfulness levels (Creswell, 2017; Urrila, 

2021; Zhang et al., 2021). Building on this prior research, I formulate the following hypothesis: 

Hypothesis 1: Leadership-specific mindfulness intervention positively impacts leaders’ 

mindfulness. 

Mindfulness, Psychological Well-Being, and Proactive Coping 

Empirical literature provides abundant evidence presenting the link between mindfulness 

and well-being. Nevertheless, research studies on mindfulness interventions in the workplace 

mainly focused on the hedonic aspect (e.g., job or life satisfaction, positive or negative affect, 

perceived stress, etc.) of well-being as an outcome variable (Eby et al., 2019). The concentration 

on the eudaimonic part of well-being (also conceptualized as psychological well-being, including 

meaning, purpose, engagement, etc.) is less common. 
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The primary distinction between hedonic and eudaimonic well-being lies in that hedonic 

well-being focuses on the pursuit of pleasure and positive experiences derived from external 

circumstances, whereas eudaimonic well-being emphasizes positive internal functioning driven 

by intrinsic motivations like self-actualization, the search for meaning, and virtuous living (Ryff 

& Singer, 2006). Eudaimonic well-being extends beyond merely experiencing a pleasant life, 

highlighting a life well-lived. It is closely linked to the core principle of self-determination 

theory (Deci & Ryan, 2000; Deci et al., 2001), which is to fulfill three basic psychological needs 

(i.e., autonomy, competence, relatedness) for psychological health and well-being. The concept 

of eudaimonic well-being originates from Aristotle’s Nicomachean Ethics, as noted by Haybron 

(2016). It emphasizes positive human functioning driven by intrinsic desires, including meaning, 

life purpose, self-actualization, flourishing, virtue, personal growth, and mastery over one’s 

environment (Huta & Waterman, 2013). 

Garland et al. (2015) proposed mindfulness-to-meaning theory (MMT), which can help 

us to understand the causal connection between mindfulness and eudaimonic well-being. The 

theory asserts that mindfulness promotes positive reappraisal of challenging life circumstances, 

thus allowing individuals to see those events as benign, meaningful, and growth-promoting. 

Individuals with heightened awareness (through mindfulness) are more likely to comprehend life 

experiences’ purpose and meaning by decentering from stress appraisals. In this way, 

eudaimonic well-being arises from the cumulative impacts of those meaningful experiences 

without any support from external sources, as in hedonic well-being (Allen et al., 2021). 

Therefore, experiences of eudaimonic well-being have higher sustainability than hedonic well-

being (Waterman, 2007). In fact, the opportunities to experience eudaimonia can be limitless 

because there are limitless challenges too. Waterman (2007) defines this notion as a “eudaimonic 
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staircase.” The broaden-and-build theory (Fredrickson, 2001; Huppert et al., 2004) supports this 

notion by describing an “upward spiral of positive emotions” (i.e., positive emotions create space 

for individuals to further develop personal resources by expanding attention and awareness). 

Research studies presenting the positive link between trait mindfulness and psychological 

(the eudaimonic aspect of) well-being acknowledge that psychological well-being arises from the 

awareness and evolvement of internal potential (Ryan & Deci, 2001). For example, Lam et al. 

(2022) find a direct and positive relationship between mindfulness and eudaimonic well-being. 

Similarly, Brown and Ryan (2003) reveal the link between mindfulness (with the measure that 

they developed called the Mindful Attention Awareness Scale) and various forms of 

psychological well-being (e.g., autonomy, competence, relatedness, vitality, and self-

actualization) well in advance. Chang et al. (2014) wanted to understand the underlying 

psychological mechanism connecting mindfulness to eudaimonic well-being. They show the 

mediating role of three basic psychological need satisfactions (i.e., autonomy, relatedness, and 

competence) from the lens of self-determination theory (Deci & Ryan, 2000; Deci et al., 2001). 

Iani et al. (2016) demonstrate that several dimensions of mindfulness (e.g., describing, acting 

with awareness, and observing) relate to the core eudaimonic components of psychological well-

being (i.e., growth, purpose, and autonomy). Many other studies (Howell et al., 2011; Jobbehdar 

Nourafkan et al., 2022; Klussman et al., 2020; Kong et al., 2016; Wolsko & Lindberg, 2013) 

provide evidence for the association between these two, but they fail to infer causality. 

The extant literature also provides mindfulness-based interventions that can talk about 

their causal impact on psychological well-being (Boyle et al., 2019; Monzani et al., 2021; Tang 

et al., 2019). For example, Allen et al. (2021) provide a systematic review of mindfulness-based 

interventions targeting both hedonic and eudaimonic aspects of well-being. Although these 
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studies increase our understanding of the connection between mindfulness and psychological 

well-being, the current study focuses on leader-specific mindfulness interventions. Donaldson-

Feilder et al. (2019) and Urrila (2021) come to the rescue on this matter with their review of 

leader-specific mindfulness interventions. These reviews reveal that only a handful of studies 

(Baron et al., 2018; Goldman-Schuyler et al., 2017) specifically targeted leader psychological 

well-being that connects with eudaimonia as an intervention outcome. From the perspective of 

mindfulness-to-meaning theory and relevant literature reviewed above, this study hopes to 

increase the understanding of the proposed relation and pose the following hypothesis: 

Hypothesis 2: Leadership-specific mindfulness intervention positively impacts leaders’ 

psychological well-being. 

Besides the link between mindfulness and well-being, studies also present persuasive 

findings regarding the relationship between mindfulness and coping with difficult circumstances. 

This link is not surprising considering mindfulness’s well-established role in coping with stress, 

as reported in review studies (Eby et al., 2019; Janssen et al., 2018; Kriakous et al., 2020). As 

coping is a conscious or unconscious response to stress (Lazarus & Folkman, 1984), mindful 

individuals are more likely to cope with challenges effectively. The underlying idea of this 

relation is also reported in Lazarus and Folkman’s transactional model of stress and coping. This 

model suggests that the stress experienced by individuals primarily stems from their appraisal or 

perception of events, rather than from the actual outcomes of those events (Lazarus & Folkman, 

1984). Therefore, an individual’s capacity to cope with stress depends on their cognitive 

appraisal of the situation. Mindful individuals are more likely to engage in positive reappraisals 

about events (Stanisławski, 2019) due to the underlying mechanism of decentering (i.e., the 

ability to step out of the immediate experience, thus altering the nature of that experience) 
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(Safran & Segal, 1996). Hayes-Skelton and Graham (2013) also demonstrate that decentering is 

a shared mechanism between mindfulness and cognitive reappraisal, which can enhance our 

understanding of the connection between mindfulness and coping strategies. 

Mindfulness interventions targeting several ways of coping remain relatively limited 

compared to correlational studies that consistently present a significant relationship between the 

two. Palmer and Rodger (2009) show that mindfulness correlates positively with problem-

solving coping and negatively with avoidance and emotional coping. Weinstein et al. (2009) 

report that individuals with high mindfulness levels employ more frequent approach coping and 

less frequent avoidance coping. Their results indicate that mindfulness helps individuals to make 

more benign stress appraisals. Similarly, Donald and Atkins (2016) demonstrate that mindfulness 

is positively related to approach coping (e.g., active coping, acceptance, and positive 

reinterpretation) and negatively to avoidance coping (e.g., behavioral and mental 

disengagement). Mindful individuals are also reported to use adaptive coping strategies when 

handling stress (Pidgeon & Pickett, 2017; Wu & Buchanan, 2018). Similarly, Dillard and Meier 

(2021) show that individuals with higher trait mindfulness employ healthier coping strategies 

(e.g., acceptance, seeking support, planning, reframing, active coping) in dealing with 

coronavirus. Götmann and Bechtoldt (2021) also show that several facets of mindfulness are 

positively related to engagement coping and negatively related to disengagement coping styles in 

coping with coronavirus. Finkelstein-Fox et al. (2019) conclude that mindfulness relates to 

mindful emotion-focused coping, such as increased acceptance and decreased self-blame. 

On the other hand, mindfulness interventions (such as training and practices) demonstrate 

a decreased concentration of coping outcomes. For instance, De Vibe et al. (2018) showed that 

mindfulness training is associated with increased adaptive coping (i.e., higher problem-focused 
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coping and lower avoidance-focused coping). Numerous mindfulness-based interventions have 

provided evidence supporting the positive effects of mindfulness on a variety of effective coping 

styles and strategies (e.g., active coping, positive reappraisal, self-talk, help for action) (de la 

Fuente et al., 2018; Han, 2021; Long et al., 2021). 

This study concentrates on proactive coping as a leader-specific mindfulness intervention 

outcome among several coping styles and strategies. Proactive coping is one of the most 

effective coping techniques leaders need in the face of adverse events (Schwarzer & Taubert, 

2002; Sharma et al., 2021), as it creates resources and adaptability even before stress-related 

events occur. It refers to readiness for demanding life circumstances through several dispositions 

such as obtaining (or creating) necessary skills and resources to make more adaptive meaning 

and anticipating potential demands and abstaining from dysfunctional meaning-making 

(Aspinwall & Taylor, 1997; Park & Folkman, 1997). 

Leaders may be held accountable for problems when difficult circumstances arise 

(Williams, 2006). Consequently, they are expected to use their agency and take actions (Bowers 

et al., 2017; Panda & Gupta, 2001) in traditional organizational culture (i.e., one of the most 

prevalent types of cultures where the roles are clearly defined and separated) (Bellot, 2011; 

Bojadjiev et al., 2015; Ismail Al-Alawi et al., 2007). Therefore, active participation and effective 

response to stressful events are less likely to be possible without proactive coping skills. 

Surprisingly, only a few studies (Dvořáková et al., 2019; Guo et al., 2022) presented a positive 

association between mindfulness and proactive coping. Therefore, we need to increase our 

understanding of ways to activate and enhance leader proactive coping. Drawing from the 

previous literature and the transactional stress framework, I pose the following hypothesis: 



 
  

14 

 

Hypothesis 3: Leadership-specific mindfulness intervention positively impacts leaders’ 

proactive coping. 

Mindfulness and (Awareness of) Organizational Politics 

Organizational politics has received tremendous attention among researchers as it is 

associated with numerous psychological (e.g., stress, burnout), perceptual (e.g., justice, trust, 

work control), attitudinal (e.g., job satisfaction, cynicism, turnover intention), and behavioral 

(e.g., withdrawal, task performance, political behavior) consequences for employees 

(Hochwarter et al., 2020). It refers to the “actions by individuals which are directed toward the 

goal of furthering their self-interests without regard for the well-being of others or their 

organization” (Kacmar & Baron, 1999, p. 4). Since scholars believe that the measurement of 

organizational politics is unverifiable, they focus on the perception of organizational politics 

(POPs) in the work environment (Hochwarter et al., 2020). POPs are defined as “an individual’s 

subjective evaluation about the extent to which the work environment is characterized by 

coworkers and supervisors who demonstrate such self-serving behavior” (Ferris et al., 2000, p. 

90). Researchers recognize that perceptions of organizational politics (POPs) can serve as a 

catalyst for studies exploring the causes and effects of political behavior in organizations 

(Meisler et al., 2017). 

The research studies investigating the connection between mindfulness and the 

perception of organizational politics remain extremely limited. Two very recent studies address 

this gap even though they didn’t present their direct relation. Chen et al. (2022) show that 

mindfulness moderates the relationship between POPs and knowledge-sharing hostility (directly) 

as well as innovative behavior (indirectly through knowledge-sharing hostility). Followingly, 

they advise managers to stick to clear regulations and policies and employ mindfulness 
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interventions to mitigate their POPs and their detrimental effects. On the other hand, Wan et al. 

(2020) examine how mindfulness and perceptions of organizational politics (POPs) interact to 

predict both destructive deviant behavior and unethical pro-organizational behavior, mediated by 

moral disengagement. Their results imply that mindfulness and POPs together substantially 

affect unethical behavior. Followingly, they suggest that organizations must simultaneously 

promote mindfulness and reduce politics. 

The present study hopes to reveal how the leaders’ awareness of POPs changes (i.e., 

increased awareness of the political environment) after a mindfulness intervention. In other 

words, subtle elements of politics in the environment are expected to be more visible in the eyes 

of a (mindful) leader. Therefore, this study unveils whether mindfulness brings clarity and 

visibility into already existing but elusive characteristics of the political context instead of 

presenting the relationship between mindfulness and POPs. The idea of this argument comes 

from the dynamic managerial capabilities framework. It defines how managers use their agency 

to create, extend, and alter organizational destinies to survive and earn their living (Helfat & 

Martin, 2015). Followingly, this framework helps us to understand the link between a broad 

range of dynamic managerial capabilities (e.g., managerial cognition, managerial social and 

human capital), strategic change (e.g., knowledge creation, strategic renewal, speed of 

action/response), and organizational performance (e.g., survival, growth, productivity). 

This study draws from the dynamic managerial capabilities framework to explain the link 

between mindfulness (as a form of dynamic managerial capability) and changes in managers’ 

awareness of politics (as a form of strategic change). Gaertner (2011) further supports this link 

by incorporating mindfulness as one of the micro-foundations of dynamic managerial 

capabilities. He suggests that mindfulness is a mechanism to clarify a manager’s knowledge 
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creation and knowledge reconfiguration. Further, he indicates that mindfulness can contribute to 

sensing opportunities and threats. 

Hochwarter et al. (2020), in their recent review regarding the POPs research, also support 

this suggested idea in this study. They posit that the perceptual accuracy of POPs depends on the 

depth of information processing followed by an event, aligning with the notion of event system 

theory (Morgeson et al., 2015). More specifically, individuals are less likely to rely on heuristics 

and implicit biases when they process information deliberately and effortfully (Petty & 

Cacioppo, 1986) (i.e., controlled information processing). In this way, individual perceptions can 

become more precise, as individuals are more inclined to evaluate situations considering the 

broader temporal, organizational, and social contexts in which they occur. Since mindfulness 

links to increased deliberative information processing (that can be adjusted to the current 

situation as a meta-cognitive process) (Kudesia, 2019), mindful individuals are more likely to 

perceive events accurately as they are. When these ideas are applied to this study, organizational 

leaders (from several different levels mentioned above) are expected to reconfigure their 

knowledge about the political environment (and sense this threat) thanks to (expected) increased 

awareness and clarity through mindfulness intervention, bringing this study to form the 

following hypothesis: 

Hypothesis 4: Leadership-specific mindfulness intervention positively impacts leader 

awareness of organizational politics. 

Mindfulness and Leader Moral Action 

The concerning trends observed in leadership, such as corporate scandals (e.g., Enron, 

WorldCom), a historically low level of trust in leaders, and the impacts of destructive leadership 
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(Bedi et al., 2016; Mackey et al., 2021; Schminke et al., 2005), have underscored the essential 

need for enhanced morality and ethics within workplace environments. In conventional 

organizational contexts, where leaders play pivotal roles as agents of change and decision-

makers, there exists an increasing demand among organizational members for morally sound 

decision-making at the individual level (Vich, 2015). The scholarly examination of moral 

decision-making processes reveals that Rest (1986) proposed a four-step model consisting of 

moral awareness, moral judgment, the establishment of moral intent, and moral action. This 

framework suggests that the development and engagement in the latter three steps are predicated 

upon the elevation of moral awareness. Rest (1986) characterized moral awareness as the 

“person’s recognition that his/her potential decision or action could affect the interests, welfare, 

or expectations of the self or others in a fashion that may conflict with one or more ethical 

standards” (p. 982). Consequently, individuals possessing increased moral awareness are more 

prone to understand the impact of their actions on others, thereby facilitating more conscientious 

moral choices. Thus, mindfulness may emerge as a valuable resource for fostering moral 

development in individuals at each step of the moral decision-making process. 

The recent literature supports the strong connection between mindfulness and ethics 

(Guillén & Fontrodona, 2018; Kersemaekers et al., 2020; McGhee & Grant, 2015; Nguyen et al., 

2020; Orazi et al., 2019; Sutamchai et al., 2020), through the facilitating role of mindfulness on 

various insights (e.g., self-awareness, self-regulation, interconnectedness, moral reasoning, 

impermanence, compassion, responsibility, etc.). More broadly, mindful individuals are more 

likely to look beyond the provided frame and raise their awareness of the ethical attributes of any 

given issue (Dane, 2011). As Vich (2015) suggested, to make a moral judgment, one needs to 
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raise their moral awareness. Followingly, enhanced moral judgment (through awareness) is more 

likely to lead to enhanced moral action. 

Similarly, mindfulness enhances ethical decision-making and behavior by fostering 

heightened awareness of one's immediate surroundings, ethical issues within that context, and 

oneself. This includes an increased understanding of one's biases, conditioned thoughts, and self-

serving cognitions (Ruedy & Schweitzer, 2010). Even though the direct connection between 

mindfulness and moral action is overlooked in extant research, Ruedy and Schweitzer (2010) 

proposed a positive impact of mindfulness on individual moral actions. In line with this idea, this 

study suggests that mindful leaders (through intervention) can be more likely to engage in moral 

behaviors, especially when the situation calls for it (e.g., the existence and awareness of POPs). 

Based on the previous discussion, I form the following hypothesis:  

Hypothesis 5: Leadership-specific mindfulness intervention positively impacts leader 

moral action. 

Mindfulness, Organizational Politics (Awareness), and Moral Action 

The current study aims to reveal whether awareness of organizational politics through 

mindfulness activates leader moral action. The idea behind this relationship comes from 

behavioral integrity theory (Blasi, 1980; Simons, 2002), which explains the connection (and 

alignment) between a manager’s reasoning (words) and action (deeds). The theory asserts that a 

manager’s behavioral integrity comes from various behavioral antecedents such as poorly 

integrated policies and procedures, the manager’s awareness of their own values, and the 

manager’s personality traits. Drawing from this idea, the awareness of the political environment 

through enhanced mindfulness lays a foundation for managers to exhibit behavioral integrity. In 
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other words, if managers indicate higher visibility of politics thanks to their heightened level of 

awareness (reasoning), they are more likely to perform moral behaviors (action) to interfere with 

the situation. The reason is that leaders are positioned as power holders and key change agents in 

the organization who are expected to take action when necessary (Acton, 2021; Banks et al., 

2018; Hannah et al., 2011; Moorman et al., 2013; Sanders et al., 2018). This process shows the 

alignment of the manager’s words and deeds, corresponding with the behavioral integrity 

framework. 

Behavioral ethics literature discusses a diverse but scarce set of antecedents for leaders to 

display ethical behaviors, although we know much about the outcomes of those behaviors 

(Lemoine et al., 2019). Therefore, factors making way for moral leader behavior have received 

insufficient attention (Kelemen et al., 2020). Other than the factors allowing leaders to inherently 

act morally (e.g., personality), contextual elements in the organization may lead them to elicit or 

withhold moral behaviors (Kalshoven et al., 2011; Ko et al., 2018; Mayer et al., 2012). For 

instance, Banks et al. (2021) argue that an ethical climate creates a convenient space for leaders 

to act morally. In contrast, an unethical climate may make them think their ethical signals may 

not be well-received. This argument is not surprising considering that ethical context signals 

social norms by which leaders should abide (Peterson, 2002). Moreover, this context creates an 

environment where leaders can learn and acquire ethically appropriate behaviors through 

observation. On the other hand, leaders’ responses to unethical contextual elements in the 

organization are more complicated; we have a minimal understanding of this issue. Although 

leaders may think that ethical behaviors may not be welcomed and are futile in an unethical 

context, they may still perform those behaviors at personal expense. The rationale is that leaders 

who view their self-identity through a moral lens are more inclined to engage in ethical 
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behaviors, even when these actions come at a significant cost (Wang & Hackett, 2020). 

Therefore, I argue that (mindful) leaders (thanks to the mindfulness intervention) who tend to 

connect strongly to their moral identity (Basharpoor & Ahmadi, 2021; Ruedy & Schweitzer, 

2010; Xiao et al., 2020) are more likely to be motivated to take moral actions even (and 

especially) when they notice the unethical context in the organizational environment (i.e., 

politics). In this way, I draw from behavioral integrity and ethics theory and literature in general 

(Treviño et al., 2006) and propose the following hypothesis: 

Hypothesis 5a: Leadership-specific mindfulness intervention positively impacts leader 

moral action through (enhanced) awareness of organizational politics. 

Mindfulness, Proactive Coping, Psychological Well-being, and Moral Action 

The mentioned link between mindfulness and moral action may also actualize through 

developing essential coping skills and well-being levels, complementing the awareness of the 

organizational politics mechanism (Kaluza et al., 2020; Li et al., 2018). Nevertheless, research in 

this field remains limited in presenting the intermediary role of proactive coping on the 

relationship between challenging situations and behavioral outcomes. Searle and Lee (2015) are 

among the few to demonstrate the moderating effect of proactive coping on the relationship 

between challenge demands (as a form of stressors) and engagement as well as burnout. They 

conceptualize proactive coping as a personal resource (from the job demands-resources model) 

(Demerouti et al., 2001) and claim that proactive coping skills and behaviors bear the 

tremendous capacity to handle difficulties related to hindrances. Similarly, Altan-Atalay and 

Zeytun (2020) demonstrate the moderating effect of proactive coping on the relationship between 

negative urgency and depression. They argue that proactive copers are more likely to appraise 
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the threats as challenges, so their coping skills play a buffering role in the presented relation. 

Also, Stiglbauer and Batinic (2015) present the buffering effect of proactive coping on the 

association between job insecurity and subjective well-being. Polk et al. (2020), on the other 

hand, test the three-way interaction between daily stressor, daily mindfulness, and proactive 

coping in predicting daily negative affect. The results imply that individuals with high levels of 

proactive coping tend to react emotionally to stressors when they are low in mindfulness. 

Heijden and Spurk (2019) suggest that proactive copers employ goal management 

strategies during difficult circumstances as they maintain a vision. They perceive difficulties as 

stimulating challenges to overcome (Greenglass, 2002). Therefore, they are more likely to be 

motivated to make the most of their job and strive for further development. Similarly, a recent 

study by Sharma et al. (2021) suggests that leader proactive coping skills are fundamental in 

today’s unpredictable work environment that incorporates a diverse set of stressors and demands. 

They conclude that leaders can mitigate the negative impacts of stressors on both themselves and 

their organization by leveraging the benefits of proactive coping. 

These studies show that proactive copers are more likely to ease the negative effect of 

difficult circumstances thanks to the effective application of coping skills. Moreover, individuals 

with high proactive coping skills also tend to be ready to capitalize on the possibility of gain that 

resides in such challenges. As proactive coping, by definition, creates resources and adaptability 

even before stress-related events occur (Schwarzer & Taubert, 2002; Sharma et al., 2021), this 

study suggests that leaders with high proactive coping skills are more prone to engage in moral 

behaviors when confronted with a moral dilemma. 
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Psychological well-being, along with proactive coping, may be another essential element 

determining the magnitude of effective leader response to adverse events. The reason is that 

psychological well-being itself can be positioned as a resource (aligning with the conservation of 

resources theory) (Hobfoll, 1989) that can create the capacity to deal with challenging 

circumstances and lead to constructive leadership behavior. Drawing from the conservation of 

resources framework, Byrne et al. (2014) show that leaders’ lack of psychological well-being (as 

a form of depleted resource) undermines leadership behaviors such as reduced levels of 

transformational leadership and increased levels of abusive supervision. Kaluza et al. (2020) also 

present a reciprocal link between leader well-being and leadership behavior (both constructive 

and destructive), continuously feeding each other. Many other studies highlight the significant 

and direct impact of leader well-being on positive leadership behaviors (Barnes et al., 2015; 

Kouchaki & Desai, 2015; Lin et al., 2016; Tepper et al., 2006). 

This study aims to bring a fresh look at this link by examining the complementary role of 

psychological well-being in the relationship between mindfulness and leader moral action. I 

suggest that the moral qualities which can be revived through enhanced mindfulness (Sevinc & 

Lazar, 2019) may allow individuals to experience psychological (i.e., eudaimonic) well-being in 

line with Aristotle’s argument in Nicomachean Ethics (Ameriks & Clarke, 2000; Haybron, 2016; 

Witt & Mathesis Publications, 1985). More specifically, he argues that eudaimonic well-being, 

focusing on positive human functioning motivated by internal desires (Huta & Waterman, 2013), 

can be achieved through living ethically with moral excellence. Therefore, I suggest that 

eudaimonic well-being may have a stimulating role in activating individuals’ moral behavior. 

Consequently, drawing from the previous literature and theory outlined above, I pose the 

following hypothesis: 
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Hypothesis 5b: Leadership-specific mindfulness intervention positively impacts leader 

moral action through (enhanced) psychological well-being and proactive coping. 

Method 

Sample and Procedure 

The sample comprises white-collar employees holding managerial positions from several 

multinational organizations. I particularly approach entry and middle-level managers for several 

reasons. First, they can be consequential for organizations’ destinies in terms of their total 

number (Dean et al., 2010). Second, they occupy the critical agentic role that can be the 

backbone of the organization, building a bridge between employees and top management (Floyd 

& Wooldridge, 2000; Mantere, 2008). Third, they are not just part of the everyday organizational 

environment but also responsible for managing the adversities that may reside in that 

environment (Van Rensburg et al., 2014). For the reasons above, this study focuses on the 

mentioned leader sample to understand whether they use their agency and take action to 

intervene in the unethical organizational context after the mindfulness intervention. Table 1 

represents the remaining sample characteristics. 
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Table 1 

Sample Characteristics 

Group 
Total 

Number 
Age Gender 

Highest Level of 

Education 
Total Work Experience 

Experimental 

Group 
21 

 

4 of them are 

between 21-30 

 

14 of them are 

between 31-40 

 

3 of them are 

between 41-50  

 

11 female 

 

10 male 

9 of them are 

master’s degree 

 

12 of them are 

bachelor’s degree  

2 of them are between 1-5 years 

 

10 of them are between 6-10 years 

 

6 of them are between 11-15 years 

 

3 of them are beyond 16 years 

Control 

Group 
9 

 

5 of them are 

between 21-30 

 

4 of them are 

between 31-40  

 

5 female 

 

4 male 

4 of them are 

master’s degree 

 

5 of them are 

bachelor’s degree  

4 of them are between 1-5 years 

 

5 of them are between 6-10 years  

 

Participants took part in a Mindfulness-Based Stress Reduction (MBSR) program 

delivered by the author of this study. This setting was actualized in collaboration with the Koç 

University (KU) Graduate School of Business (GSB). GSB offers Master of Business 

Administration (MBA) and Executive MBA (EMBA) programs for organizational leaders. 

Thanks to our joint collaboration, GSB sent an announcement to their current MBA and EMBA 

students asking them to participate in an online MBSR program and measurement process (e.g., 

simulation, discussion, survey). After the initial one-to-one interview with potential program 

participants (aimed at determining whether they are suitable to take part in the MBSR and 

measurement process for data gathering), the author administered the MBSR program through 

online channels. 

Participant suitability was assessed based on various factors: their readiness and 

willingness to commit time and effort to each session and measurement process, their 

occupational status, recent experiences of trauma (ineligible if present), and indications of the 

three dark triad traits: psychopathy, Machiavellianism, and narcissism (ineligible if present). 
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Despite lacking formal training in detecting dark triad traits, the author endeavored to identify 

any indicators of these traits through in-depth conversations with participants. This was 

facilitated by her intense theoretical background in the subject matter and practical training 

acquired during her formal mindfulness teacher training. 

After conducting initial interviews with close to 40 participants, the pre-intervention 

experimental group comprised 30 individuals, primarily due to their inability to foresee 

allocating sufficient time (n = 9) and effort for the requirements of this study and the experience 

of a recent traumatic event (n = 1). During the initial weeks of the intervention, some individuals 

were unable to participate due to work commitments, resulting in a decrease in the number of 

participants included in the post-intervention experimental group to 21 for analyses. 

An online setting is preferred to enhance participation and engagement and facilitate a 

more accessible environment for participants to engage comfortably from their homes or 

preferred places. Given that MBSR involves activities such as mindful movement and body 

scans that may necessitate participants to either lie down or engage in standing movements, 

requiring clothing and space conducive to such activities, traditional classroom settings may not 

adequately accommodate these needs. Based on previous findings (Aikens et al., 2014; Bazarko 

et al., 2013; Querstret et al., 2018; Rice et al., 2019), no significant differences are expected 

between online and in-person mindfulness training in terms of its effectiveness. 

This study employed a pretest-posttest quasi-experimental research design, 

complemented by the inclusion of a wait-list control group. The control group participated in 

measurement processes without receiving any mindfulness intervention before or during the 

measurement process. In coordination with the Graduate School of Business (GSB), it was 



 
  

26 

 

acknowledged that there might have been hesitancy among MBA and EMBA students regarding 

participation in the control group. This view arose from the initial distribution of the 

Mindfulness-Based Stress Reduction (MBSR) program announcement to all MBA and EMBA 

students. Most of these students might have perceived little to no benefit in participating solely in 

measurement activities and enduring a significant waiting period to get involved in the MBSR 

program. This was particularly relevant considering their schedules, which were often 

characterized by uncertainty, unpredictability, and high demands. 

Consequently, an alternative approach was pursued to identify a control group with 

characteristics similar to the experimental group. The author, having previously provided 

mindfulness training to a multinational service firm, established a collaboration with the firm’s 

administrative team. Subsequently, the author engaged with middle-level leaders across various 

departments who had not received the mindfulness intervention. Due to the daily demands and 

unpredictable schedules of the employees, the posttest was repeatedly rescheduled after being 

canceled numerous times, resulting in a reduction in the number of participants in the control 

group from twenty-four, who had completed the pretest, to nine individuals who ultimately 

participated in the posttest. 

I obtained ethics approval from Koç University with confirmation number 

2023.086.IRB3.030. Subsequently, I gathered the data through several means (i.e., survey, focus 

group discussion, and simulation) from the experimental group before and after the 8-week 

intervention by obtaining their consent, thus ensuring anonymity and confidentiality. The control 

group followed the same measurement procedure, except the time between the pretest and 

posttest exceeded 8 weeks due to numerous reschedules. The longitudinal design of this study 
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enabled the examination of the causal effects of mindfulness training on the variables under 

investigation, as well as the identification of possible mechanisms through which mindfulness 

interventions are connected to leaders’ moral actions. 

The participants’ mindfulness, psychological well-being, and proactive coping values 

were collected with self-report measures. In terms of quantifying the awareness of organizational 

politics, they were provided with a written text about the organizational politics context. Then, 

they were asked to rate the organizational politics measure before and after the intervention. This 

approach allowed us to capture the extent of their awareness of organizational politics. A survey 

was used to collect control variables such as demographic information and social desirability. 

Finally, their moral action was evaluated in several ways, including a simulation and focus group 

discussion (Sendjaya et al., 2016). Multiple researchers conducted observations to reduce the 

potential bias that may occur in a single data source design.  

Intervention 

I (certified mindfulness teacher by Mindful Academy in Solterreno) initiated and led an 

8-week Mindfulness-Based Stress Reduction (MBSR) program (J. Kabat-Zinn, 1990) for a 

leader sample. Throughout the dissertation process, I undertook a multifaceted journey by 

receiving specialized training to achieve certification and qualification as a Mindfulness-Based 

Stress Reduction (MBSR) teacher for the purpose of this study. The initial prerequisite for this 

journey was a minimum of five years of personal meditation experience, a criterion I had already 

fulfilled due to my longstanding practice in meditation. 

Subsequently, I successfully completed an 8-week MBSR course, which I would later 

facilitate as the main part of this study. Following this, I engaged in the first level of teacher 
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training (TT1) at Mindful Academy Solterreno. This foundational course required at least 112 

hours of preparatory study and 66 hours of direct training. The preparatory study encompassed 

reading two specified books, engaging in designated meditation practices, and undertaking 

personal and professional development through a detailed study guide. Conversely, the in-person 

training—often referred to as a retreat—included comprehensive discussions and explorations of 

the MBSR course curriculum, group exercises, and reflective practices on teaching 

methodologies, facilitated by experienced mindfulness instructors. 

The third step in my specialized training involved participation in a 5-day silent retreat. 

During this period, I was required to maintain silence, engaging solely in teacher-led mindfulness 

practices, both formal and informal. This retreat aimed to deepen my experiential understanding 

of mindfulness practices. 

The advancement in my training led to completing Teacher Training 2 (TT2) at Mindful 

Academy Solterreno, an advanced course demanding at least 132 hours of preparatory study and 

66 hours of direct training. This phase of my preparation included intensive workshops that 

delved into the core intentions behind MBSR teaching methodologies, hands-on learning 

experiences of the 8-week MBSR course, practical teaching exercises, inquiry sessions, and 

receiving feedback on my teaching practices. 

Furthermore, I documented my mindfulness teacher training journey and reflections in a 

2500-word reflective journal, highlighting the challenges and insights gained through my teacher 

training experience. Additionally, I undertook a supervised teaching assignment, leading an 8-

week MBSR course under the mentorship of an experienced teacher trainer to refine my teaching 

skills. 
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Prior to conducting the MBSR course for the current study, I also facilitated several four-

week mindfulness training sessions for employees across various departments of a multinational 

corporation. This experience was aimed at further deepening my understanding and application 

of mindfulness training in organizational settings. 

The MBSR program was developed by Jon Kabat-Zinn at the University of 

Massachusetts Medical School Research Center in 1979. MBSR is an experiential program 

consisting of several formal and informal mindfulness meditation practices, group discussions, 

home exercises and practices, and a full-day teacher-led silence retreat. Each weekly session 

spans 2.5 to 3 hours, with the duration varying based on the number of participants and the 

length of discussions. The formal mindfulness meditation practices included awareness of breath, 

body scan, mindful movement, open awareness, kindly awareness, awareness of emotions, 

breathing space, and turning toward difficulty, lasting from ten minutes to one hour. The 

instructor leads an inquiry after each formal practice providing a basis for participants to express 

their experiences and make reflections in an open and non-judgmental way. Participants are 

highly encouraged to continue their daily practices through home assignments, including 45-

minute guided meditation practices, journaling, awareness of daily activities, etc. For this study, I 

used the term “leadership-specific mindfulness intervention” in hypotheses to describe a slightly 

modified MBSR program as I included an extra module focusing on raising awareness of 

organizational politics (POPs) and including a short session illustrating scientific studies that 

demonstrate the effects of mindfulness on individuals. 

MBSR programs and their versions have spread worldwide and are employed in many 

contexts, such as hospitals, classrooms, workplaces, and public and private organizations. The 
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primary outcome of this program is to enhance state and trait mindfulness levels by facilitating 

participants to learn how to focus their attention on whatever the present moment presents, so 

that they can observe their thoughts, emotions, feelings, behaviors, sensations, and surroundings 

in a kind, open, and non-judgmental way. Followingly, participants are inspired to detach (not 

identify) from their internal and external environment and become aware of their automatic 

reactions and patterns in everyday life. This approach motivates individuals to move beyond 

their automatic-pilot mode, replacing unhelpful patterns with choices that are more beneficial 

and rational for themselves. 

Measures 

Below are the details of each measure utilized in this study. All questionnaires were 

administered in English, the original language in which they were created. Despite the 

participants being from Turkey, I anticipate no significant constraints in using English 

questionnaires, given that all participants possess an advanced level of English proficiency, a 

prerequisite for admission to the master's program at Koç University, where they are currently 

enrolled. The reliability and validity scores of the measures, derived from both existing literature 

and the data collected in this study, are presented in the results section. 

Mindfulness 

Leaders’ mindfulness is measured with the Five Facet Mindfulness Questionnaire to 

capture the general level of (i.e., dispositional) mindfulness in life. A 24-item Five Facet 

Mindfulness Questionnaire short form is adapted from Bohlmeijer et al. (2011). A 5-item Likert-

type scale is used where 1 indicates strong disagreement and 5 denotes strong agreement for the 

measurement of all items. Higher scores indicate higher levels of dispositional mindfulness. The 

scale consists of five dimensions: (a) act with awareness, e.g., I rush through activities without 
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being really attentive to them (reverse coded); (b) describing, e.g., I’m good at finding words to 

describe my feelings; (c) observing, e.g., I notice the smells and aromas of things; (d) non-

judging, e.g., I tell myself that I shouldn’t be feeling the way I’m feeling (reverse coded); (e) 

non-reacting, e.g., I watch my feelings without getting carried away by them (Baer et al., 2006).  

Organizational politics (awareness) 

The perceptions of organizational politics are measured using a 9-item scale adapted from 

Kacmar and Carlson (1997); Kacmar and Ferris (1991). A 5-item Likert-type scale is used where 

1 indicates strong disagreement and 5 denotes strong agreement for the measurement of all 

items. Higher scores indicate higher levels of organizational politics perceptions. The scale 

consists of three dimensions: (a) general political behavior, e.g., People in this organization 

attempt to build themselves up by tearing others down; (b) go along to get ahead. 

Since I intend to measure the awareness of organizational politics, I prepared a written 

script including subtle elements of organizational politics for participants to read before they rate 

the survey. The script included their unique role information in the simulation they play to create 

a well-framed and comparable political context that is also applicable to the simulation context. 

To make the text subtle and relatable to the simulation, I also incorporated a positive 

phenomenon that can simultaneously exist with POPs, called professional commitment (Chang 

& Choi, 2007). Followingly, I intended to capture how much they raise their awareness about the 

political context that I have presented in this written script after the intervention. An example of 

the written script can be found in the Appendix. 
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Psychological well-being 

Psychological well-being is measured using a 21-item Eudaimonic Well-Being (QEWB) 

scale adapted from Waterman et al. (2010). A 5-item Likert-type scale is used where 1 indicates 

strong disagreement and 5 denotes strong agreement for the measurement of all items. Higher 

scores indicate higher levels of psychological well-being. The scale consists of three dimensions: 

(a) sense of purpose, e.g., I can say that I have found my purpose in life; (b) purposeful personal 

expressiveness, e.g., It is important to me that I feel fulfilled by the activities that I engage in; (c) 

effortful engagement, e.g., If something is really difficult, it probably isn’t worth doing (reverse 

coded).  

Proactive coping 

Proactive coping is measured using the 14-item Proactive Coping Inventory adapted from 

Greenglass et al. (1999). A 5-item Likert-type scale is used where 1 indicates strong 

disagreement and 5 denotes strong agreement for the measurement of all items. Higher scores 

indicate higher levels of proactive coping. Examples of the items include: “I like challenges and 

beating the odds,” and “I turn obstacles into positive experiences.”  

Moral action 

To measure leaders’ moral action potential, I utilized the procedure followed by Sendjaya 

et al. (2016). In line with their operationalization, I conducted a simulation and complementary 

focus group discussion to assess participants’ moral action potential based on their reflection in 

this simulated environment and discussion on a provided case study. Then, these observations are 

used to rate (independent assessors rated the scale) a three-point scale where one indicates a 

below-average score, two indicates an average score, and three indicates an above-average score. 

A below-average score means that leaders in this category need extra improvement, whereas an 
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above-average score points to a relatively higher level of moral action where there could be 

minimal need for additional advancement of this feature. These scores are designated based on 

the observations during the simulation and discussion (e.g., participant’s statements, reasonings, 

justifications, verbal and non-verbal behaviors such as tone of voice and facial expressions) 

when faced with a moral dilemma in several scenarios in different contexts. This way, we obtain 

individual scores of leaders’ moral actions thanks to their verbal and non-verbal reactions in each 

of the exercises (explained below). A detailed explanation of the moral action measurement 

procedures and scale can be found in the supplementary documents. 

Focus Group Discussion  

I conducted a complementary focus group discussion built on questions reflecting ‘The 

Parable of the Sadhu’ case study (McCoy, 1997). In general, participants individually provided 

answers to the given ethical dilemmas that conflict between personal values and the vague 

ethical values provided by the organization. Participants were asked to reflect on “who they are 

becoming” when they compromise their core values for the sake of their job. When placed in a 

moral dilemma, they were required to justify the reasonings behind their responses. The 

facilitator probed comments and further questions (e.g., personalizing the situation by providing 

examples of dilemmas such as hiding the truth) and created a convenient space for leaders to 

communicate how they think and behave on moral issues. The facilitator also created an 

environment where they could provide their answers openly and comfortably. This setting 

ensured the clarity of the participants’ moral positions.  
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Simulation 

The participants’ moral action is measured with Harvard Business School’s leadership 

and team simulation in addition to focus-group discussions. The simulation is named after 

Everest, as the participants’ (a group of five people) task is to climb the summit of Mount 

Everest. Each team member is designated to separate roles, such as a group leader, photographer, 

physician, marathoner, and environmentalist. The members face numerous challenges, requiring 

them to solve problems and make decisions during the expedition. They are provided with 

information (such as food supplies, weather, etc.) and instructions to proceed to successive 

camps effectively on their escalating way to the summit with time limitations. Participants are 

warranted to share information about their journey with other team members. At the beginning of 

the simulation, each team member is subject to a personal agenda manifested on their screen 

without informing other team members. Each member had a personal goal against their team’s 

goal. In other words, the personal and team goals are pitted against each other, leaving 

participants with ethical dilemmas. For instance, they had to decide whether to hide critical 

information that may endanger others’ capacity to survive to advance their personal interests. 

Two assessors (informed of the conflicting interests of team members and their diverse personal 

agendas) observed and rated participants’ verbal and non-verbal behaviors, strategies, and 

reasonings as they made decisions and proceeded to subsequent camps in the simulation.  

Control variables 

In line with previous research, control variables are added to increase the validity as they 

might influence the variables of this study (Horley & Lavery, 1995; Klussman et al., 2020; Kong 

et al., 2016; Sendjaya et al., 2016; Witter et al., 1984). The first control variable, social 
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desirability bias, is measured using a 10-item scale adapted from Crowne and Marlowe (1960). A 

5-item Likert-type scale is used where 1 indicates strong disagreement and 5 denotes strong 

agreement for the measurement of all items. Higher scores indicate higher levels of social 

desirability bias. The scale consists of two dimensions: (a) self-deception, e.g., When I don’t 

know something, I don’t at all mind admitting it (reverse coded); (b) impression management, 

e.g., I sometimes try to get even, rather than forgive and forget. Second, I recorded and included 

weekly participation in MBSR sessions (in terms of both being present and contributing to 

inquiries and discussions), engagement in home practices, as well as the level of resemblance of 

the simulation to their own workplace (in terms of communication patterns, level of competition, 

dedication to work, etc. in a team) as control variables. Thirdly, demographic variables such as 

age, gender, and tenure are included as the final control variables in this study. 

Analyses 

I obtained data from participants’ pre- and post-assessment questionnaires and analyzed it 

using the Statistical Package for the Social Sciences (SPSS) version 28. Initially, I applied 

descriptive statistics to compute the mean and standard deviation of the main variables. Then, I 

conducted non-parametric (i.e., Spearman) correlations to analyze the relationships among these 

variables. Next, I employed the Wilcoxon signed-rank test to measure the impact of mindfulness 

intervention on corporate leaders who participated in the study. By comparing the scores 

obtained before and after the intervention, along with the corresponding p-values, I could 

observe the effectiveness of the MBSR program in the participants’ levels of trait mindfulness, 

psychological well-being, proactive coping, POPs awareness, and moral action. 
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Results 

I examined the normality of data distribution given the composition of 21 (11 female and 

10 male) participants in the experimental group and 9 (5 female and 4 male) in the control group. 

Initially, I assessed skewness and kurtosis scores to understand the distribution pattern. The 

absolute skewness values for perceptions of organizational politics, moral action, psychological 

well-being, mindfulness, and proactive coping were 1.08, 0.21, 0.13, 0.79, and 1.95, respectively. 

Correspondingly, the absolute kurtosis values for the same variables, in the same order, were 

1.67, 0.03, 2.07, 0.25, and 7.09. Given that some of these values deviated from the anticipated 

range—less than 1 for skewness and less than 3 for kurtosis (Muthén & Kaplan, 1985)—I 

refrained from assuming a normal distribution and proceeded with non-parametric analyses. 

Subsequently, I conducted the Shapiro-Wilk test (Razali & Wah, 2011) to further probe 

the distribution’s nature as a supplementary analysis. While certain variables displayed 

significance (e.g., the p-value for perceptions of organizational politics was 0.004 < 0.05, and for 

psychological well-being, it was 0.021 < 0.05), the remaining results were insignificant (p-values 

for moral action, mindfulness, and proactive coping were 0.20, 0.20, and 0.13, respectively). 

Consequently, I refrained from assuming normality in the data distribution. 

Additionally, a post hoc power analysis was conducted utilizing G*Power (Faul et al., 

2007) to assess the adequacy of the study’s sample size in achieving a desired level of statistical 

power, set at 0.80 (Cohen, 1992), thereby reducing the risk of committing a Type I error. The 

findings indicated that the power of this study was 0.70, characterized by a medium effect size of 

0.5, with a sample size of 21 for the experimental group, and a significance level of p < 0.05. 
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Table 2 and Table 3 display the means, standard deviations, and correlations among the 

central variables belonging to the experimental group. Pre-intervention results (see Table 1) 

showed that mindfulness significantly correlated with psychological well-being (r = 0.55, p < 

0.05) and proactive coping (r = 0.61, p < 0.10). Also, the correlation between psychological well-

being and proactive coping was significant (r = 0.54, p < 0.05). The correlation between the 

remaining variables was insignificant. On the other hand, post-intervention results (see Table 3) 

demonstrated that the only significant relationship is the correlation between psychological well-

being and proactive coping (r = 0.70, p < 0.10). 
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TABLE 2 

Means, Standard Deviations, and Zero-Order Correlations, Pre-intervention Results  

Variables Mean SD (1) (2) (3) (4) (5) 

(1) Mindfulness 3.00 0.52 1.00       
  

              

(2) Psychological well-

being 

3.47 0.36 .55** 1.00       

    (0.01)         

(3) Proactive coping 3.71 0.47 .61** .54* 1.00     

    (0.00) (0.01)       

(4) Perception of 

organizational politics 

2.98 0.40 -0.20 0.10 -0.11 1.00   

    (0.37) (0.64) (0.60)     

(5) Moral action 2.04 0.41 0.30 0.19 0.21 -0.35 1.00 

    (0.17) (0.40) (0.36) (0.11)   

Note. P-values are in parentheses. Non-parametric (i.e., spearman) correlations are presented. 

*p < 0.05  **p < 0.01  
 

TABLE 3 

Means, Standard Deviations, and Zero-Order Correlations, Post-intervention Results  

Variables Mean SD (1) (2) (3) (4) (5) 

(1) Mindfulness 3.28 0.42 1.00       
  

              

(2) Psychological well-

being 

3.65 0.33 .24 1.00       

    (0.27)         

(3) Proactive coping 3.88 0.36 .25 
 .70** 1.00     

    (0.25) (0.00)       

(4) Perception of 

organizational politics 

2.84 0.39 0.14 0.23 0.24 1.00   

    (0.52) (0.30) (0.28)     

(5) Moral action 1.95 0.27 -0.08 0.03 0.10 0.21 1.00 

    (0.70) (0.89) (0.66) (0.34)   

Note. P-values are in parentheses. Non-parametric (i.e., spearman) correlations are presented. 

*p < 0.05    **p < 0.01  
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The internal reliability of the mindfulness scale was calculated to be 0.71, which is 

consistent with previous literature (Bohlmeijer et al., 2011; Lam et al., 2022) and accords with a 

cut-off score of 0.70 (Tavakol & Dennick, 2011). Conversely, the internal reliability of the 

perceptions of organizational politics scale yielded a coefficient of 0.53, despite its demonstrated 

reliability across diverse samples in previous studies (Arefin et al., 2021; Chen et al., 2022; 

Meisler & Vigoda-Gadot, 2014; Zibenberg, 2021). This lower score may potentially be 

attributable to the small sample size employed in the current study. Additionally, the internal 

reliability coefficients for the psychological well-being scale and the proactive coping scale were 

calculated as 0.75 and 0.76, respectively, again aligning with the established cut-off score of 0.70 

(Tavakol & Dennick, 2011), and consistent with previous research (Altan-Atalay & Zeytun, 

2020; Boyle et al., 2019; Chang et al., 2014; Greenglass et al., 1999; Guo et al., 2022; Zhou et 

al., 2013). 

To assess the interrater reliability of the moral action measurement, Kendall’s Tau was 

employed due to the ordinal nature of the ranking (Sen, 1968). For the experimental group, the 

pretest, posttest, and change scores yielded values of 0.13, -0.04, and 0.11, respectively. 

Conversely, the control group’s scores were determined as 0.13, 0.18, and 0.00 for the pretest, 

posttest, and change, respectively. The interrater reliability between the two independent 

assessors for the moral action measurement fell well below the expected levels (<0.60) (Gisev et 

al., 2013). Consequently, our reliance on this measurement remains severely constrained. To 

mitigate this limitation, several post-hoc analyses were conducted, including post-interviews 

with program participants and the inclusion of additional survey measures such as the moral 

foundations questionnaire (Graham et al., 2011) to make sense of their moral stance, which are 

elaborated upon in the subsequent post-hoc analyses section. 
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The summary of the Wilcoxon signed-rank test results is reported in Table 4. I evaluated 

the impact of 8-week mindfulness training on participants using a nonparametric test due to the 

small sample size (n = 21 for the experiment group and n = 9 for the control group) and the 

results from previously reported analyses (e.g., Shapiro-Wilk test and skewness-kurtosis values). 

Given that the survey questions were structured on a Likert scale and the distribution of data did 

not conform to normality, I employed the Wilcoxon signed-rank test to assess the impact of the 

intervention on various aspects, including mindfulness, psychological well-being, proactive 

coping, awareness of POPs, and moral action. I analyzed and compared the participants’ scores 

on the main variables before and after the intervention. 

The findings indicated an increase in the average mindfulness score post-intervention (M 

= 3.28, SD = 0.42) from the initial assessment (M = 3.00, SD = 0.52), signifying a medium effect 

size (Cohen’s d = 0.53, p-value < 0.1) for the experiment group, while no significant difference 

was observed in the results of the control group (p-value = 0.31 > 0.05). Similarly, there was a 

minor improvement in psychological well-being after the intervention (M = 3.65, SD = 0.33) 

compared to before (M = 3.47, SD = 0.36), also reflecting a medium effect size (Cohen’s d = 

0.57, p-value < 0.1) while no significant difference was observed in the control group (p-value = 

0.29 > 0.05). These findings supported the initial two hypotheses (Hypothesis 1 and Hypothesis 

2). 

Although the mean value of the proactive coping construct was higher for post-

intervention results (M = 3.88, SD = 0.36) compared to pre-intervention (M = 3.71, SD = 0.47), 

this increase was not significant (Cohen’s d = 0.40, p-value > 0.05). When I looked at the results 

of the POPs awareness construct, results were also not significant, and post-intervention scores 
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(M = 2.84, SD = 0.398) were reported lower than pre-intervention scores (M = 2.98, SD = 0.40); 

(Cohen’s d = 0.23, p-value > 0.05). Therefore, hypotheses 3 and 4 are not supported by the 

current dataset, although the control groups for the current study variables did not show 

significant differences after the intervention. 

Regarding moral action, I first calculated the interrater reliability since the measurement 

of the participant’s moral action was rated by two independent assessors. As previously 

indicated, the interrater reliability was extremely low (Kendall’s Tau values 0.13, -0.04, and 0.11 

for the experimental group’s pretest, posttest, and change scores, respectively. Conversely, the 

control group’s scores were determined as 0.13, 0.18, and 0.00 for the pretest, posttest, and 

change, respectively) between two raters, indicating very minimal to no agreement (Gisev et al., 

2013). Although the results of this measure showed that the change in participants' moral action 

scores post-intervention (M = 1.95, SD = 0.27) was not significant compared to pre-intervention 

scores (M = 2.04, SD = 0.41) (Cohen’s d = 0.47, p-value > 0.05), our reliance on this result 

remains severely constrained. 

In examining the mediation hypotheses (Hypotheses 5a and 5b), our initial investigation 

focused on determining the presence of a significant association between the independent 

variable (mindfulness) and the dependent variable (moral action), as well as the relationships 

between the proposed mediators (POPs, psychological well-being, and proactive coping) and the 

dependent variable. However, as I could not meet the initial conditions necessary for testing the 

mediation effect (Judd et al., 2001; Mallinckrodt et al., 2006), I conclude that the available data 

does not support the inference of a mediation relationship among the variables. Consequently, 

Hypotheses 5a and 5b were not supported. 
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TABLE 4 

Results of Wilcoxon Signed-Rank Test, Cohen’s d scores 

Construct  
Pre-assessment 

Mean (SD) 

Post-assessment 

Mean (SD) 
p-value Cohen’s d 

Mindfulness 3.00 (0.52) 3.28 (0.42) 0.02 0.53 

Psychological well-being 3.47 (0.36) 3.65 (0.33) 0.02 0.57 

Proactive coping 3.71 (0.47) 3.88 (0.36) 0.16 0.40 

Perception of 

organizational politics 
2.98 (0.40) 2.84 (0.39) 0.35 0.23 

Moral Action 2.04 (0.41) 1.95 (0.27) 0.73 0.47 

 

 

Despite the non-parametric nature of the tests, which precluded the inclusion of several 

control variables in our analyses, an examination of participants’ social desirability levels was 

conducted. The results indicate that the social desirability levels of both the experiment and 

control groups align closely with the midpoint of the 5-point scale (Mean = 3.15, Standard 

Deviation = 0.38), with scores ranging from a minimum of 2.5 to a maximum of 4.2. Given the 

study’s existing underpowered status (falling below the desired level of statistical power, set at 

0.80) (Cohen, 1992), participant exclusion was not pursued, and the analysis proceeded 

accordingly. I also examined the correlation between social desirability and the main variables in 

the study (i.e., psychological well-being, proactive coping, POPs awareness, and moral action) 

and found no significant relationships (p-value = 0.15, 0.41, 0.33, and 0.32 respectively). This 

lack of significant correlation further supports the conclusion that our results were not influenced 

by the social desirability levels of the participants. 

The outcomes concerning the remaining control variables, including factors like 

participation in MBSR sessions, inquiries, and engagement in assigned homework, did not yield 

conclusive insights into their association with enhanced mindfulness post-treatment. More 
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specifically, a significant increase in mindfulness appears to occur regardless of the extent to 

which participants allocate time to home practices or actively participate in discussions during 

sessions. 

Post-hoc Analyses 

I undertook a series of additional post-hoc analyses (Curran-Everett & Milgrom, 2013), 

with the exclusive aim of deepening our understanding of the current data and findings for 

inclusion in the discussion section. This approach ensures that our analyses remain free from 

engaging in Hypothesizing After Results Are Known (HARKing), as cautioned against by 

Hollenbeck and Wright (2017). 

First, I looked at the effect of mindfulness intervention on the participant’s locus of 

control (Rotter, 1954; Spector, 1988), which is represented by internal and external loci. An 

internal locus of control is characterized by an individual’s belief that their decisions and 

behaviors significantly influence life outcomes. Conversely, an external locus of control denotes 

an individual's belief that life outcomes are primarily determined by external factors, such as 

fate, luck, happenstance, or the influence of powerful others. I utilized the 16-item Work Locus 

of Control Scale by Spector (1988). Sample items include “getting the job you want is mostly a 

matter of luck” for the external locus of control, whereas “a job is what you make of it” 

represents the internal locus of control dimension. The internal reliability of the internal and 

external locus of control scales was calculated to be 0.71 and 0.83, respectively, which are 

consistent with previous literature (Chen et al., 2016; Karkoulian et al., 2016) and accord with a 

cut-off score of 0.70 (Tavakol & Dennick, 2011). 



 
  

44 

 

A few studies have documented the effects of mindfulness on locus of control across 

various contexts. For instance, Bidokhi et al. (2018) observed an increase in the internal health 

locus of control and a decrease in the external health locus of control among women. Similarly, 

Flinton (1997) reported increases in the internal locus of control within a prison environment. 

Furthermore, Bowen et al. (2006) identified an enhancement in alcohol-related internal locus of 

control. These findings collectively underscore the potential of mindfulness interventions to 

positively influence individuals’ perceptions of control across different areas of their lives. 

Despite the existing literature neglecting the connection between mindfulness and locus 

of control within the work life context, I asserted that mindfulness increases the internal locus of 

control and decreases the external locus of control by facilitating a perceptual shift in the mode 

of responding to whatever the present moment presents internally (e.g., thoughts, emotions, 

physical sensations) and externally (sounds, physical world, interactions with others, work 

environment, etc.) (Van Gordon et al., 2014). More specifically, mindfulness encourages the 

acceptance of any circumstance that the present moment may offer, while also highlighting the 

transient nature of all phenomena, including thoughts, emotions, external events, and so on. 

Consequently, individuals practicing mindfulness tend not to be carried away by anything that 

happens in the moment and realize their capacity to choose their responses to it. In other words, 

they are more likely to be aware of their agency and control in determining how they relate to the 

world and themselves (Goldman-Schuyler et al., 2017; Kabat-Zinn, 2015; Kudesia, 2019). 

Due to the substantial limitations in measuring moral actions in this study, I aimed to 

investigate whether the locus of control among leaders moves towards a more internal 

perspective following the MBSR training. This shift could potentially enhance their moral 



 
  

45 

 

dispositions, influencing variables such as moral reasoning, moral judgment, and, ultimately, 

moral actions (Bachrach et al., 1977; Cherry & Fraedrich, 2000; Forte, 2005; Rest, 1986). This 

investigation is grounded in the understanding that individuals are more inclined to exhibit moral 

behaviors when they acknowledge that their actions have an impact on others and life outcomes, 

which is a central concept of an internal locus of control. 

Subsequently, the analysis of the current data revealed that mindfulness intervention has a 

significant and positive effect on the internal locus of control, while concurrently exerting a 

significant and negative effect on the external locus of control. In other words, the findings 

indicated an increase in the average internal locus of control score post-intervention (M = 3.80, 

SD = 0.42) from the initial assessment (M = 3.69, SD = 0.46), signifying a small effect size 

(Cohen’s d = 0.24, p-value < 0.1) for the experiment group while no significant difference was 

observed in the results of the control group (p-value = 0.15 > 0.05). In line with this notion, I 

found a decrease in the average external locus of control score post-intervention (M = 2.58, SD = 

0.60) from the initial assessment (M = 2.88, SD = 0.58), signifying a medium effect size 

(Cohen’s d = -0.47, p-value < 0.1) for the experiment group while no significant difference was 

observed in the results of the control group (p-value = 0.15 > 0.62). 

In addition to examining the locus of control, I investigated the effects of MBSR on 

leaders’ moral domain through secondary post-hoc analysis. The moral domain includes 

individuals’ valuation and application of five moral foundations—Harm/Care, 

Fairness/Reciprocity, Ingroup/Loyalty, Authority/Respect, and Purity/Sanctity—in decision-

making processes (Graham et al., 2011). Understanding how individuals make judgments on 

these foundations and their relevance is crucial, as it addresses the fundamental question of 
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“How can we measure moral concerns when people disagree about what ‘morality’ means?” 

(Graham et al., 2011, p. 2). Correspondingly, this study acknowledged the challenges in 

measuring moral action, highlighted by the extremely low agreement levels between two 

independent raters on our ratings. Thus, I aimed to explore whether MBSR induces changes in 

how leaders value a varied array of universally available moral intuitions. The moral foundations 

questionnaire’s (Graham et al., 2011) sample items include “whether or not someone suffered 

emotionally” from the harm/care dimension of moral relevance. Similarly, it includes 

“compassion for those who are suffering is the most crucial virtue” to assess the harm/care 

dimension of moral judgment. The internal reliability of the overall moral foundation scale was 

calculated to be 0.87, which is consistent with previous literature (e.g., Atari et al., 2023; 

Pagliaro et al., 2021) and accorded with a cut-off score of 0.70 (Tavakol & Dennick, 2011). 

The results showed that the mindfulness intervention has a significant and positive effect 

on the Fairness/Reciprocity dimension of moral foundations. In other words, the findings 

indicated an increase in the average fairness score (both as moral judgment and moral relevance 

dimensions) post-intervention (M = 4.37, SD = 0.50) from the initial assessment (M = 4.13, SD 

= 0.52), signifying a medium effect size (Cohen’s d = 0.48, p-value < 0.1) for the experiment 

group while no significant difference was observed in the results of the control group (p-value = 

0.18 > 0.05). Interestingly, none of the other moral foundations (i.e., Harm/Care, 

Ingroup/Loyalty, Authority/Respect, and Purity/Sanctity) showed significant differences after the 

intervention, indicating that participants placed much more emphasis on fairness among the five 

moral foundations when making decisions in life. 
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The final step of post-hoc investigation involved conducting post-interviews with 

participants of the Mindfulness-Based Stress Reduction (MBSR) program to delve deeper into 

their experiences and understand the long-term impact of mindfulness on their professional lives. 

These interviews allowed participants to reflect on their mindfulness journey and contemplate its 

influence on their leadership within their work life. At the time of the interviews, almost a year 

had passed since the completion of the program. This time frame was significant as it offered a 

valuable opportunity to learn about the MBSR training’s sustained effects from the participants’ 

own perspectives. 

I posed two questions to the participants: “Did you observe any changes in your 

leadership approaches/behaviors after the training?” and “Did you feel you adopted a more 

ethical/principled approach in your leadership position?” These questions were formulated based 

on recommendations from the thesis monitoring jury members. Given that the findings of the 

study did not allow us to make inferences beyond the individual level (e.g., significant increases 

in mindfulness, psychological well-being, internal locus of control, and emphasis on fairness, but 

insignificant findings on perception of POPs awareness and moral action after the intervention), 

the jury’s suggestions enabled us to explore potential changes in leadership approaches. 

I was able to interview nine out of the twenty-one participants due to their limited 

availability. Although I did not use any formal analyses or tools to derive themes, I recorded their 

responses and informally identified common themes based on my education and experience in 

the leadership domain. 

Responses to the first question revealed a common theme among almost all participants. 

They reported an improvement in listening skills, which was highlighted as contributing to 
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improved communication with subordinates. Participants attributed this improvement to 

mindfulness, which facilitated their capacity to enhance communication and leadership 

effectiveness through acceptance and adaptation to others’ working styles by increased 

receptivity to their viewpoints, ultimately fostering effective collaboration and team cohesion. 

The second notable theme that emerged related to the adoption of a more empowering 

leadership style after the training. Several program participants reported a transition towards 

letting go of control and affording their team members greater autonomy in leading projects and 

expressing themselves. This change has been seen to increase the feeling of responsibility among 

team members. 

The subsequent responses I present cover various aspects contributed by different 

participants, which do not form emerging interview themes. One participant articulated a 

development in their situational leadership approach, stating that they adjust their behaviors 

based on the demands of specific situations, factors, and dynamics they encounter. They perceive 

themselves as more adept at flexible adaptation. They also facilitate opportunities for others to 

engage in leadership experiences. This approach involves assuming responsibility for a defined 

period and subsequently transferring it to another individual, also reflecting shared leadership 

principles. 

Finally, another participant noted a shift towards a softer approach in their leadership 

style, characterized by a reduction in aggression. They expressed that mindfulness has taught 

them not to strive to be a superhero figure for others. Previously, they tended to dictate and guide 

individuals, assuming their perspective to be the sole correct one. However, they now 

acknowledge the fallibility of their views and embrace a gentler leadership style. They state that 
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they still work collaboratively towards goals with others, perhaps at a swifter pace, but without 

the forcefulness previously employed. 

Participants generally responded to the second question, “Did you feel you adopted a 

more ethical/principled approach in your leadership position?” by stating that they had already 

prioritized ethical and principled behavior in their professional life before the intervention and 

have continued to pursue these values. Additionally, a subset of responses diverged from the 

predominant theme, offering nuanced perspectives on the impact of mindfulness intervention on 

ethical behavior. One participant noted that as individuals learn to maintain calmness, their 

capacity to perceive positive aspects in situations increases, which is often challenging to 

perceive while in a hurry. This enhanced awareness of positive moments further motivates an 

increased ethical engagement. Another respondent highlighted a more ethical approach in their 

role through careful management of shared information to safeguard privacy, highlighting the 

significance of fair communication to honor all involved parties. Furthermore, a third participant 

reflected on becoming more receptive to feedback regarding transparency, indicating a shift 

towards openness and ethical responsiveness in the workplace. These varied responses illuminate 

the diverse ways in which mindfulness might influence and reinforce ethical behaviors within 

workplace settings. 

Discussion 

This study aimed to understand how leader-specific mindfulness intervention (i.e., 

MBSR) affects leaders, particularly in bringing out their moral action potential. The study also 

focused on both the positive (psychological well-being and proactive coping) and negative 

impacts (awareness of unpleasant organizational realities and the discomfort it might create) of 
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mindfulness that are expected to surface after the intervention. Results showed that while 

mindfulness intervention generally leads to improved mindfulness, psychological well-being, 

locus of control, and fairness perceptions, its impact on leader moral behavior and understanding 

of organizational politics awareness is complicated and needs further attention. 

Consistent with earlier studies, our findings confirm the beneficial effects of mindfulness 

intervention on well-being and the positive relationship between mindfulness and coping (Boyle 

et al., 2019; Brown & Ryan, 2003; Dillard & Meier, 2021; Donald & Atkins, 2016; Lam et al., 

2022; Monzani et al., 2021; Tang et al., 2019). However, the data from this study did not provide 

definitive conclusions regarding the influence of mindfulness on the awareness of organizational 

politics and moral action. While previous studies suggest that mindfulness enhances the 

awareness of environmental dynamics (Gaertner, 2011; Hochwarter et al., 2020; Kudesia, 2019), 

the relationship between these aspects and mindfulness showed insignificant results in our study. 

In our novel effort to operationalize awareness of perceived organizational politics 

(POPs), the lack of significant results might reflect our measurement limitations. Initially, I 

prepared a script detailing participants’ roles in a forthcoming simulation, incorporating subtle 

political dynamics. Participants were asked to assess this script using a validated POPs scale 

before and after the mindfulness intervention to determine any shifts in their recognition of the 

embedded politics. However, it’s possible that in the post-intervention assessment, participants 

based their ratings more on the interpersonal dynamics and experiences from the simulation and 

the 8-week training, rather than the political nuances in the text. This tendency was suggested by 

informal interviews post-training, indicating that participants’ real-time simulation experiences 

might have overshadowed the intended focus on the script’s politics. Nevertheless, our novel 

attempt to operationalize the awareness of organizational politics, an unavoidable and often 
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unpleasant aspect present in every organization (Arefin et al., 2021), may hopefully facilitate 

future scholarly research into such phenomena. 

Similarly, although we can talk about the theoretical link between mindfulness and 

ethical individual behavior (Basharpoor & Ahmadi, 2021; Ruedy & Schweitzer, 2010; Vich, 

2015; Xiao et al., 2020), the results of the current study demonstrated that there is no significant 

difference in leader moral action scores after mindfulness intervention compared to pre-

intervention. Since I measured leader moral action potential through observations from 

simulation and complementary focus group discussions before and after the intervention, the 

results might be confounded by various factors (e.g., learning effect, familiarity effect, raters’ 

judgments in observed behaviors, etc.). More importantly, since the interrater reliability between 

two independent assessors for the moral action measurement fell well below the anticipated and 

expected levels (<0.06) (Gisev et al., 2013), our reliance on this measurement remains severely 

constrained. 

The protocol for measuring moral action may reveal various considerations. Firstly, it is 

acknowledged that moral behavior is inherently subjective, leading to challenges in reaching a 

consensus on its definition and observation, as noted by Graham et al. (2011). Secondly, the 

reliance on a limited number of assessors, specifically two, might be inadequate for achieving a 

comprehensive understanding and agreement when quantifying observations of moral behavior. 

Thirdly, the methodology, which includes simulations and focus group discussions, may have 

limitations in capturing the full spectrum of participants’ potential for moral action, as this study 

does not incorporate role-playing exercises or any other observed behavior in a work context. 

Such exercises (i.e., role playing) were included in the study by Sendjaya et al. (2016), from 

which the moral action measurement was adapted, indicating a gap in the methodological 
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approach. Therefore, we need a more solid and nuanced measurement tool to understand the 

novel link between mindfulness and leader moral action. 

Theoretical and Practical Contributions 

The theoretical implications of this study are multifaceted. Firstly, it underscores the 

significance of mindfulness as a dynamic managerial capability framework, highlighting its role 

as a personal resource that enhances individual well-being and coping strategies. It presents the 

overlooked link between mindfulness and eudaimonic aspects of well-being, supporting the role 

of mindfulness in positive human functioning (Huta & Waterman, 2013). Additionally, the results 

signify that mindfulness is positively correlated with proactive coping techniques that are well-

required in the face of adverse events (Schwarzer & Taubert, 2002; Sharma et al., 2021), as it 

creates resources and adaptability even before stress-related events occur. This connection seems 

counterintuitive, given that mindfulness, which fosters awareness of the present moment, is 

associated with a mechanism that helps cope with future challenges. Further, the link between 

leader mindfulness and awareness of organizational politics clarifies the link between managerial 

cognition and manager’s knowledge re-configuration in the dynamic capabilities framework. In 

this way, the findings of this study contribute to how mindfulness can serve as a micro-

foundation of dynamic managerial capabilities (Gaertner, 2011; Helfat & Martin, 2015). 

This study also adds to “The Balance Framework” (Gruman et al., 2018) of mindfulness 

in the work context, which is a recent call by Choi et al. (2022), by testing both favorable (i.e., 

enhanced well-being and coping) and unfavorable (i.e., awareness of organizational politics 

existence) outcomes. The findings suggest that it’s essential to consider individual resources and 

organizational factors (e.g., organizational politics) in understanding whether mindfulness 

training for leaders encourages their moral behavior. It also posits that the awareness of the 
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political environment, facilitated by mindfulness, does not automatically translate into moral 

action and may require a longer time period. This nuanced understanding adds a critical layer to 

the dynamic managerial capabilities framework, arguing for a more complex interplay between 

mindfulness, moral action, and organizational politics. 

This study contributes to behavioral integrity theory and literature by examining the 

relationship between awareness of organizational politics through mindfulness intervention (as 

an unconventional predictor of leader moral behavior) and leader moral action. Behavioral 

integrity theory posits a connection and alignment between a manager’s reasoning (words) and 

actions (deeds) (Blasi, 1980; Simons, 2002). While we hypothesized that enhanced mindfulness 

would increase awareness of the political environment and revive ethical characteristics, thereby 

providing a foundation for managers to exhibit behavioral integrity, the results suggest a more 

complex relationship. Specifically, increased awareness of politics through mindfulness 

(reasoning) did not directly translate into moral behaviors (actions) as indicated in the behavioral 

integrity theory. This finding draws lines to this theory by highlighting the nuanced interplay 

between awareness and behavioral outcomes. More specifically, this study demonstrates that 

enhanced mindfulness and awareness of unpleasant realities alone are insufficient to drive moral 

action, suggesting that other factors or mechanisms are influential in determining the nature of 

this relationship. This insight advances the literature on mindfulness and ethical leader behavior 

by pinpointing the gap between awareness and action, which is critical for developing more 

effective interventions aimed at fostering ethical behavior in organizational settings (discussed 

further in the future directions section). 

The post-hoc analyses have also unveiled several critical relationships, key among them 

being the previously undervalued link between mindfulness and locus of control within a work-
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life domain. Our findings demonstrate that mindfulness enhances the internal locus of control 

while diminishing the external locus of control among leaders in our sample. This outcome 

aligns with expectations, given the well-documented association between an internal locus of 

control and a variety of positive outcomes in both work and life, such as well-being, satisfaction, 

commitment, job motivation, self-efficacy, and career success—outcomes similarly associated 

with mindfulness (Eby et al., 2019; Ng et al., 2006). The mechanism explaining the association 

between mindfulness and a transition towards an internal locus of control might be attributed to 

heightened awareness of individual agency in life’s events. Mindfulness fosters openness, 

acceptance, emotion regulation, and self-confidence, enabling individuals to recognize their 

capacity to influence their circumstances (Goldman-Schuyler et al., 2017; Kabat-Zinn, 2015; 

Kudesia, 2019). This recognition is crucial whether the situations are within their control or not, 

as it empowers them to choose their response to any situation, thereby reinforcing their sense of 

self-control in what happens in life as well as themselves. 

The second significant contribution of our post-hoc analyses is identifying the positive 

influence of mindfulness on the fairness dimension within the moral domain (Graham et al., 

2011). Given that the connection between mindfulness and fairness is a relatively novel area of 

inquiry about mindfulness and morality, our study enriches the expanding body of research on 

the impact of mindfulness on perceptions of justice (Long & Christian, 2015; Reb et al., 2019; 

Schuh et al., 2019). The unveiled relationship between mindfulness and the extent to which 

leaders prioritize fairness in their daily decision-making processes is extremely important. This 

relationship may serve as an indicator of a leader’s moral judgments and intentions, potentially 

leading to the manifestation of the much-needed moral behavior in organizational settings (Li et 

al., 2020; Manstead, 2000; Reynolds & Ceranic, 2007; Wu & He, 2021). 
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Although these results (enhanced internal locus of control and how much they value 

fairness in decision-making) may signal an increased intention in moral considerations, I fail to 

observe (or make inferences about) any changes in actual moral behavior. In that sense, the 

current study’s findings also confirm and contribute to the theory of planned behavior, 

highlighting the gap between intention and action (e.g., Conner & Norman, 2022; Gibson et al., 

2021; Sultan et al., 2020). This theory refers to the idea that intentions to engage in different 

behaviors can be reliably predicted by individuals’ attitudes, subjective norms, and their 

perceived level of control over the behavior (Ajzen, 1991; Conner & Armitage, 1998). These 

intentions and the sense of control significantly explain why people act the way they do. The 

theory also suggests that despite intentions, people often do not act as they plan, with research 

showing that intentions only explain a part of actual behavior (Sutton, 1998). 

The final contribution of our post-hoc investigation emerges from informal post-

interviews conducted with program participants. Gaining insight into their perceptions of their 

leadership behaviors and moral considerations is particularly crucial for understanding the 

sustainability of interventions. This significance is underscored by the timing of the interviews, 

which were conducted a year after the mindfulness intervention, providing a longitudinal 

perspective on its effects. A notable theme emerging from the interviews indicates that 

participants experienced enhanced listening skills and improved communication with 

subordinates, aligning with existing literature (e.g., Goh, 2012; Jones et al., 2019; Manusov et 

al., 2020). Additionally, they reported an increase in empowering leadership behavior, 

necessitating further investigation to clarify the mechanisms by which mindfulness promotes 

such behavior. This aspect is especially notable given the current literature’s insufficient attention 

and exploration of the relationship between mindfulness and empowering leadership. 
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In terms of practical implications, this study offers guidance to organizational decision-

makers on the nuanced effects of incorporating mindfulness interventions. Although our findings 

indicate that mindfulness interventions do not significantly affect awareness of organizational 

politics, they do highlight that mindfulness enhances clarity and visibility across all aspects of 

the present moment, encompassing the pleasant, unpleasant, and challenging elements due to the 

clarity it instills (Kabat-Zinn, 2015; Nyanaponika, 1971). Specifically, mindfulness promotes an 

understanding not only of pleasant realities but also of the less apparent, adverse aspects of the 

organizational environment that are inherent in every organization (Arefin et al., 2021), such as 

organizational politics. Therefore, organizations with unpleasant environments should consider 

addressing these toxic atmospheres (or stress-inducing factors) before implementing mindfulness 

interventions. Failing to do so may hinder the potential long-term benefits of such programs for 

the organization and its members. 

Another practical implication of this study is the significant role mindfulness 

interventions can play in addressing distressing leadership trends, such as corporate scandals, 

historically low levels of trust in leaders, and destructive leadership behaviors (Bedi et al., 2016; 

Mackey et al., 2021). These interventions are particularly effective against the backdrop of unfair 

leadership practices and behaviors. This effectiveness is attributed to the significant positive 

impact of mindfulness on the Fairness/Reciprocity dimension of moral foundations, as 

demonstrated by the results of this study. Specifically, the leaders in our sample placed a 

heightened emphasis on fairness among the five moral foundations when making life decisions. 

Consequently, these leaders are more likely to make decisions that are well-considered and lead 

to higher levels of distributive, procedural, interpersonal, and informational justice within the 

organization (Colquitt, 2001). Such justice is a crucial resource for fostering favorable individual 
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and workplace outcomes, including job satisfaction, ethical decision-making, trust, performance, 

organizational commitment, and organizational citizenship behavior (Adamovic, 2023; Colquitt 

et al., 2001; Hadi et al., 2020). 

Limitations and Future Research 

This study’s exploratory nature opens avenues for future research while acknowledging 

certain limitations. Firstly, the relatively small sample size of the waitlist control group (n = 9) in 

comparison to the experimental group (n = 21) limits the statistical power and comparability of 

the results between the two groups. The absence of a significant relationship between the 

experimental and control groups in the post-test results, despite significant changes within the 

experimental group from pre-test to post-test, can be attributed to the small sample size (thus 

weakness in power) of the control group. 

The recruitment process, which involved sending announcements to university MBA and 

EMBA students inviting them to participate in an online MBSR program, inherently possesses a 

limitation due to the voluntary nature of participation. This voluntary aspect introduces a self-

selection bias, as individuals who choose to join are likely already inclined towards self-

improvement and open to training programs, making them more likely to benefit from the 

intervention. However, this study aimed to minimize this bias by incorporating a measure of 

locus of control. Locus of control assesses participants’ beliefs regarding their control and 

agency over life events and their behavior. By including this measure, it is possible to argue 

against the presence of self-selection bias for several reasons. 

Firstly, the pre-test analysis revealed no significant difference in locus of control between 

participants in the experimental and control groups. This indicates that, at the outset, both groups 

were comparable in terms of their beliefs about personal control and agency. 
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Secondly, the post-test analysis showed that the mindfulness intervention had a 

significant and positive effect on internal locus of control among participants in the experimental 

group, along with a significant negative effect on external locus of control. In contrast, the 

control group exhibited no significant changes in locus of control. 

The absence of significant differences in pre-test locus of control scores between the 

experimental and control groups suggests that the participants in the experimental group were 

not inherently more motivated or predisposed to benefit from the intervention. Instead, the 

significant increase in internal locus of control observed in the experimental group post-

intervention demonstrates that the mindfulness program itself facilitated this improvement. 

Therefore, the results of the locus of control measures provide strong evidence that self-

selection bias was minimized in this study. The initial similarity between groups and the 

differential improvement in locus of control attributable to the intervention support the 

conclusion that the observed benefits were due to the program rather than pre-existing participant 

characteristics. 

Additionally, the time interval between the pre-test and post-test for the experimental 

group precisely spanned eight weeks, equal to the duration of the Mindfulness-Based Stress 

Reduction (MBSR) program. In contrast, for the control group, the period between the pre-test 

and post-test exceeded eight weeks due to repeated postponements attributed to the participants’ 

demanding work schedules. This discrepancy in the timing between the two groups potentially 

diminishes the feasibility of comparing the experimental and control groups without the 

confounding effects of external influences. 
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Moreover, the two-week intervals between the pre-test and post-test for participating in 

the simulation and undergoing the measurement process might prove too brief for participants, 

potentially leading them to feel overly familiar with the tasks. This familiarity could result in 

participants believing they already possess knowledge, subsequently reducing their level of 

attention during the tasks. This scenario mirrors the experience encountered during the 

measurement of POPs awareness, as discussed in subsequent paragraphs. This limitation 

underscores the importance of differentiating between genuine recollection and the perception of 

remembering. Nonetheless, efforts were made to mitigate this limitation proactively by altering 

the challenges participants faced during the second playthrough of the simulation, as well as by 

changing their assigned roles. Despite these efforts, future research could explore the use of 

alternative simulations and games, alongside longer intervals between pre- and post-assessments, 

to address this limitation more comprehensively. 

Another limitation comes from the measurement of moral action and POPs awareness, 

which was confined to simulations and case study discussions. While valuable for controlled 

observations, they might not reflect the full spectrum of a leader’s moral action potential in real-

world and dynamic organizational contexts. Moreover, since we fail to account for any specific 

contextual information, our variables showing significant changes after the intervention (e.g., 

mindfulness, psychological well-being, emphasis on fairness, locus of control) also lack this 

essential information that may influence the results.  

More importantly, our reliance on the measurement of moral action remains highly 

constrained due to the low levels of interrater reliability between two independent assessors that 

fell below the expected levels (<0.06) (Gisev et al., 2013). Additionally, the reliance on 

participants’ self-reporting in measuring the perceived political environment might introduce 
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biases (which was also detailed in the discussion section), as individuals could rate the scale 

based on personal experiences of the simulation rather than the provided script containing their 

role information in the simulation.  

Furthermore, our analyses fail to formally account for crucial control variables, such as 

participation in Mindfulness-Based Stress Reduction (MBSR) sessions and inquiries (both in 

terms of physical and active presence), engagement in assigned homework, levels of social 

desirability, and the degree to which the simulation mirrored actual workplace dynamics 

(including communication patterns, competition levels, and work dedication), despite their 

documentation. This non-inclusion is attributable to our use of non-parametric tests, which, due 

to their inherent limitations, lack the capability to integrate and evaluate the impact of these 

control variables. Nevertheless, we could still draw limited inferences about some of those 

variables and understand their impact on the outcomes through the collected information at hand 

(e.g., social desirability, engagement with home practices and sessions, etc.), even without 

conducting a formal analysis, as presented at the end of the results section. 

Moreover, another limitation of this study is the significant expense associated with 

implementing an 8-week mindfulness intervention within organizational settings, considering the 

investment in time, effort, and financial resources. An alternative approach for organizations 

could involve adopting more cost-effective interventions such as serious games, which are 

increasingly favored by professional trainers and educators for developing game-based learning 

in moral development and business ethics (Sholihin et al., 2020). For example, Tanner et al. 

(2022) investigated the effectiveness of a serious moral game, "uFin: The Challenge," designed 

to enhance moral sensitivity in business—a crucial aspect of ethical decision-making and 

behavior and a fundamental component of moral intelligence. Their research also explored the 
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impact of metacognitive prompting and prosocial nudges on learning effectiveness. Results from 

both questionnaire responses and game data showed that engagement with the game alone 

effectively promotes moral sensitivity. However, neither self-reflection nor exposure to prosocial 

nudges significantly improved learning effectiveness, which requires further investigation. 

Finally, another limitation of this study is the potential existence of experimental bias. 

Despite my role as an MBSR teacher possibly introducing unintentional biases, I remained 

vigilant throughout the intervention and measurement processes to mitigate any influence on the 

outcomes. My involvement was strictly limited to providing the MBSR training, with no 

participation in other aspects of the study, particularly the measurement process. 

To ensure objectivity, two independent assessors, who were blind to the study’s 

hypotheses, conducted the moral action measurements. During the simulation, I provided clear 

instructions that I would not answer any questions or make comments throughout the session. 

Additionally, the remaining measures were based on established questionnaires, over which I had 

no influence. Nevertheless, the potential for unintentional biases due to my role cannot be 

entirely ruled out. Future experimental studies should consider having the training conducted by 

an independent instructor to further minimize this risk. 

For future research, it is recommended to develop and utilize a broader array of 

measurement tools that are capable of accurately capturing the nuances of leader moral behavior 

and individuals’ awareness of organizational politics in diverse real-world organizational 

settings. Currently, to our knowledge, there is no specific measurement tool designed to assess 

individuals’ awareness of challenging organizational realities, such as organizational politics. 

Understanding how individuals become aware of such realities, their reactions/responses to this 

awareness, and the subsequent actions they take in response, remains an area for exploration. 



 
  

62 

 

Developing tools to measure these aspects can significantly contribute to our understanding of 

challenges in everyday organizational life and how to navigate them. 

In the pursuit of establishing more definitive causal relationships and validating the 

intervention’s effectiveness, future research should employ a control group that mirrors the 

experimental group in terms of sample size as well as participants’ and their work environment’s 

characteristics. Additionally, it is crucial to ensure that the time interval between the pretest and 

posttest in the control group aligns precisely with that of the experimental group. To further 

enhance the generalizability of the findings and the external validity of the study, increasing both 

the sample size and the diversity of participants (e.g., experience, occupation, culture, etc.) is 

recommended. Moreover, future studies could benefit from collecting survey data from larger 

samples to facilitate testing and a deeper understanding of the mechanisms through which 

mindfulness influences the intention and enactment behind leader moral behavior. 

Future research should deepen our understanding of the processes (including moral 

awareness, moral values, moral intuition, moral intention, and moral judgment) that drive 

individual moral development and behavior (Rest, 1986; Vich, 2015), especially adding to the 

keen discussion about the relationship between moral intuition and moral judgment (Fehr et al., 

2015; Gibbs, 2014; Haidt, 2001). In that sense, this study has unveiled numerous significant and 

broad-ranging questions for further study. Key among these is the duration required to observe 

shifts in moral dispositions and whether these shifts vary across cultures, contexts, upbringing, 

etc. Additionally, it is essential to explore further the various individual (e.g., mindfulness) and 

contextual factors (e.g., existence and intensity of organizational politics) that influence moral 

behavior to reach more precise conclusions. Further inquiry is also needed into the conditions 

and contingencies under which moral intentions may or may not lead to moral behavior (e.g., 
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Leonard et al., 2004; Manstead, 2000; Sultan et al., 2020; Sutton, 1998; Vallerand et al., 1992), 

mainly through the framework provided by the theory of planned behavior (Ajzen, 1991; Conner 

& Armitage, 1998). Addressing these questions will enrich our understanding of the dynamics of 

moral behavior in diverse settings. 

The relationship between awareness of organizational politics and moral action after (and 

before) the mindfulness intervention is a relatively novel area of inquiry that warrants further 

investigation. Our study found no significant relationship between these two variables, 

suggesting that the interaction may be influenced by the presence of several moderators. Future 

research should consider examining this relationship by incorporating various potential 

moderators. For instance, individuals may be highly aware of the political environment within 

their organization but choose not to engage in corrective actions. Alternatively, the nature of this 

relationship may depend on factors such as individual tolerance for organizational politics, 

intrinsic motivation towards their jobs, levels of organizational citizenship behavior, locus of 

control, and the organizational culture. 

Individuals with high tolerance for organizational politics may see such behaviors as 

normal, reducing their likelihood of engaging in moral actions. Conversely, those with low 

tolerance find these behaviors unacceptable and feel more compelled to act morally. On the other 

hand, intrinsically motivated individuals are driven by internal rewards and personal satisfaction, 

adhering to ethical standards regardless of political awareness (Onu et al., 2019; Ryan & Deci, 

2000). Those with low intrinsic motivation may be less inclined to act morally, especially if there 

is no personal benefit. Similarly, high levels of organizational citizenship behavior are linked to a 

greater willingness to address unethical behaviors, strengthening the relationship between 

political awareness and moral action. Low organizational citizenship behavior levels may 
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weaken this relationship, as individuals are less likely to act beyond their duties (Podsakoff et al., 

2000; Ruiz-Palomino & Martínez-Cañas, 2014; Turnipseed, 2002). Moreover, individuals with 

an internal locus of control believe they can influence outcomes and are more likely to take 

moral actions when aware of organizational politics. Those with an external locus of control feel 

powerless to effect change, diminishing their likelihood of moral action (Ng et al., 2006). Finally, 

the organizational culture sets the tone for acceptable behavior (Banks et al., 2021; Porter & 

McLaughlin, 2006; Vilas-Boas, 2019). In a culture promoting ethical behavior and transparency, 

the relationship between political awareness and moral action might be stronger, as individuals 

feel supported in taking corrective actions. In contrast, a culture that rewards political 

maneuvering discourages moral actions, weakening this relationship. 

By exploring these potential moderators, future studies can provide a more nuanced 

understanding of how awareness of organizational politics influences moral action and identify 

conditions under which this relationship may be strengthened or weakened. 

Conclusion 

In exploring the novel link between mindfulness and leader moral action, this study finds 

that while leader-specific mindfulness intervention enhances psychological well-being and 

relates with proactive coping, its relationship with moral action and awareness of organizational 

politics is complex, necessitating further research. Our results imply that mindfulness can 

enhance leaders’ personal resources, including mindfulness itself, well-being, internal locus of 

control, and their appreciation for fairness, which are crucial in navigating ethical dilemmas 

(Hobfoll, 1989; Kaluza et al., 2020; Li et al., 2018). In that sense, these findings contribute to the 

burgeoning literature on the nuanced effects of mindfulness in organizational contexts. 



 
  

65 

 

 

This study establishes a foundation for future research to investigate the circumstances in 

which mindfulness interventions can most effectively foster moral leader behavior and drive 

positive organizational change. As organizations continue to deal with the complexities of 

organizational politics and leadership challenges, understanding the role of mindfulness in 

promoting contextual and moral awareness and action remains a critical but overlooked 

endeavor. For practice, our findings suggest that organizations considering mindfulness 

interventions should be mindful of their potential dual effects (enhanced personal resources vs. 

awareness of organizational politics existence and the discomfort it may create) and incorporate 

additional strategies to ensure that heightened awareness translates into ethical and proactive 

leadership (rather than alienation and withdrawal) in case of uncovering hidden and unpleasant 

organizational realities. This study, therefore, serves as a steppingstone for further research and a 

thoughtful application of mindfulness in leadership and organizational development. 
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Appendix 

Example of Organizational Politics (Awareness) Measure 

You will attempt to scale Mt. Everest with a team of five (i.e., a leader, physician, 

photographer, marathoner, and yourself, environmentalist). You are Italy’s most accomplished 

mountaineer, who began your career scaling mountains in the Alps as a teenager. Your team has 

known each other for three years and has attended many other expeditions with several 

challenging yet fascinating experiences. During the past three years, there were many cases in 

which some team members needed to put themselves first to actualize their career goals set for 

themselves during expeditions. Each member thinks it is bliss to choose their profession over 

other jobs they had considered. The team has sub-groups that are more leading in decision-

making, like every other team. Those decisions included putting others behind to reach the 

subsequent camps on time. Team members feel a strong sense of belonging to their profession. 

Each member usually has their agenda in addition to their mutual team goal (i.e., reaching the 

summit) as they all are pioneers in their occupation wanting to actualize respected career goals. 

Team members’ willingness is very high in actualizing their ideas, although some are not always 

merit based. They would be happy to spend the rest of their career in their profession. They feel 

free to retaliate against those who speak up to oppose those ideas. Members proudly talk to 

others about what they do at work. Besides, some team members tend to become very agreeable 

not to offend powerful others. They feel emotionally attached to their profession. Finally, all 

team members always try to be there for one another and stay alert during this challenging 

journey to the top of Mount Everest. 

Based on the information you have read; please indicate to what extent you agree with the 

following statements regarding the context of this team environment. (Please answer the question 
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only based on the provided text instead of your experience of the simulation if you have played 

before.) 

POPS Scale Items Adapted from Kacmar and Carlson (1997); Kacmar and Ferris (1991) 

Factor 1: General Political Behavior 

1. People in this team attempt to build themselves up by tearing others down. 

2. There has always been an influential group in this team that no one ever crosses. 

Factor 2: Go Along Get Ahead 

1. Team members are encouraged to speak out frankly even when they are critical of 

well-established ideas. 

2. There is no place for yes-men around here; good ideas are desired even if it means 

disagreeing with others. 

3. Agreeing with powerful others is the best alternative in this team. 

4. It is best not to rock the boat in this team. 

5. Sometimes it is easier to remain quiet than to fight the system. 

6. Telling others what they want to hear is sometimes better than telling the truth. 

7. It is safer to think what you are told than to make up your own mind. 

 

A 5-item Likert type scale is used where 1 indicates strong disagreement whereas 5 

denotes strong agreement for the measurement of all items. 

Moral Action Measurement Protocol 

To measure leaders’ moral action, we utilize the procedure followed by Sendjaya and 

colleagues (2016). We reached out to Dr. Andre Pekerti (a co-author of the article) to learn about 
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the details of their measurement process. We were able to obtain the necessary documents (e.g., 

the booklet, coding schema, case study) thanks to our personal communication with him. In line 

with their operationalization, we conducted a simulation and complementary focus group 

discussion to measure participants’ moral action potential based on observations during the 

practices (e.g., participants’ statements, reasonings, justifications, verbal and non-verbal 

behaviors) when confronted with a moral dilemma. We used these observations to rate a three-

point moral action scale (which we also call the ethical action scorecard) that we developed 

based on the ethical action booklet (Darcia et al., 2001). 

 

Participants (both the experiment group and the control group) engaged in simulation and 

focus group discussions twice, before (pretest) and after (posttest) the mindfulness intervention. 

Pretest scores were calculated based on average scores where one indicates a below-average 

score, two indicates an average score, and three indicates an above-average score. A below-

average score means that leaders in this category need extra improvement, whereas an above-

average score points to a relatively higher level of moral action where there could be minimal 

need for additional advancement. Posttest scores were calculated based on both the average score 

(how participants performed compared to others) and the difference score (how each participant 

performed compared to their own previous experience). The detailed explanation of the change 

score is as follows: 

• Time 1 Rating (pre-test) – absolute score 

• Time 2 Rating (post-test) – both the absolute score (i.e., the average score, just like in the 

pre-test measurement) and the difference score based on the 7-point scale below. 
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The difference score is not based on the mathematical differences between the pretest and 

posttest scores. Instead, it is based on the raters' judgment of participants’ individual differences 

after the intervention (what raters have observed in comparison to how it was before). Raters will 

evaluate how each participant has altered their behavior (i.e., changes in their moral action) after 

the intervention. 

The difference in the moral action scores of participants is captured through the scale 

below, which measures the magnitude of the difference. 

-3 = large decrease in each ethical scorecard item (e.g., communicating well, resolving conflicts, 

etc.) 

-2 = moderate decrease in each ethical scorecard item 

-1 = small decrease in each ethical scorecard item 

0 = no difference 

1 = small increase in each ethical scorecard item 

2 = moderate increase in each ethical scorecard item 

3 = large increase in each ethical scorecard item 

Harvard Business online simulation Everest 

• The simulation will be played by 5 participants (referred to as players) taking on the roles 

of leader, marathoner, photographer, environmentalist, and physician. The author of the 

study conducts the simulation before and after the intervention. 
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• Each player undertakes the leadership role within their field and expertise. Therefore, the 

decision of whether to advance to the next camp is in the hands of the author instead of 

the leader in the simulation. 

• The simulation is performed online and recorded via the Zoom platform. 

• Two independent assessors (graduate students who are trained on the ethical action 

scorecard and briefed about the roles and conflicting interests of players) rate the players’ 

ethical action scores based on the Ethical Action Scorecard. 

• Raters watch the entire simulation to rate each participant’s ethical action score. They 

rewatch the entire simulation each time to determine the ethical action score of each 

participant. 

• The Ethical Action Scorecard is created based on the Ethical Action – Activity Booklet 

by Darcia Narvaez, Ruth Schiller, Jolynn Gardner, and Laura Staples (2001). 

Ethical Action Scorecard items are analyzed (i.e., rated) based on the guide below.  

Communicating Well 

• Subskill 1: Speaking & Listening (e.g., posture, timing, eye contact, paying attention to 

non-verbal communication, clearly expressing oneself, active listening, listening instead 

of thinking about what to say next, getting feedback on being a good listener) 

• Subskill 2: Nonverbal and Alternative Communication (e.g., being careful of 

movements that are culturally offensive, moving assertively, telling a joke or story, 

giving directions, solving problems, brainstorming, and being creative) 
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• Subskill 3: Self-monitoring (e.g., ensuring the message is getting across, being clear and 

concise, adjusting after feedback) 

Resolving Conflicts and Problems 

• Subskill 1: Solving Interpersonal Problems (e.g., resisting peer pressure, knowing the 

steps to solving a problem) 

• Subskill 2: Negotiation Skills (e.g., changing the current position without compromising 

ethical ideals to reach an agreement) 

• Subskill 3: Anti-Violence Skills (e.g., controlling temper during conflict, knowing the 

choices when feeling angry) 

Identifying Needs and Acting Assertively 

• Subskill 1: Identifying Human Needs (e.g., paying attention to what others are feeling 

and thinking, paying attention to what others want, being sensitive to balancing the needs 

of others and one's own) 

• Subskill 2: Building Communication Styles (e.g., changing the communication style 

according to context, adjusting the communication style for different cultures) 

• Subskill 3: Building Assertiveness Skills (e.g., questioning rules that seem unfair, 

handling peers that are teasing, asking for help when needed, not doing things only to 

impress others (reverse), learning from mistakes, not expecting oneself and others to act 

perfectly (reverse), not focusing on others' faults (reverse)) 
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Taking Initiative as a Leader 

• Subskill 1: Learning Leadership Styles (e.g., making a quick decision when needed, 

wanting to make the world a better place, ability to organize one's own work, finishing 

things by their due date, knowing the different styles of leadership to choose from) 

• Subskill 2: Taking Initiative for Others (e.g., wanting to help others, helping other 

people solve problems, seeking fair treatment for all people, helping others receive fair 

treatment) 

• Subskill 3: Making Decisions for Groups (e.g., finding out as much as they can about 

something before making a decision, considering several options before making a 

decision, helping the group to get the work done, pointing out things that need to be 

done) 

Developing Courage 

• Subskill 1: Overcoming Fear (e.g., not being afraid to try something new, admitting 

mistakes, not giving up when things go wrong) 

• Subskill 2: Standing Up Against the Crowd (e.g., confronting others when they hurt 

someone, standing up for what they believe, even when others are against it, not doing 

the wrong things just to fit in when others do them) 

Developing Perseverance 

• Subskill 1: Self-control (e.g., not waiting until the last minute to do the work, not losing 

control when they are angry (reverse), controlling feelings of anger, resisting the impulse 
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to disobey rules, not doing what they want if it hurts others (reverse), resisting peer 

pressure to do harmful things) 

• Subskill 2: Overcoming Obstacles and Discouragement (e.g., knowing how to 

encourage themselves when things get hard, not taking on more than they can handle, 

breaking tasks into smaller steps to complete them gradually) 

• Subskill 3: Pushing Oneself (e.g., keeping at it until solving a problem, continuing to 

work even when things get hard, not giving up) 

Working Hard 

• Subskill 1: Working for Excellence (e.g., liking challenges and working hard to solve 

problems, figuring things out individually, enjoying tasks that are not easy to do) 

• Subskill 2: Setting Reachable Goals 

• Subskill 3: Focusing (e.g., knowing their own temptations that prevent them from 

working, knowing how to motivate themselves when they get tired, knowing how to 

"unbore" themselves when they are working, helping others "unbore" themselves while 

continuing to work) 
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Moral Action Scale (Ethical action scorecard)  

Absolute Score 

Name and Surname: 

 

Moral Action 

Below 

Average Average 

Above 

Average 

Communicating Well 1 2 3 

Resolving Conflicts and Problems 1 2 3 

Identifying Needs  1 2 3 

Acting Assertively 1 2 3 

Taking Initiative as a Leader 1 2 3 

Developing Courage 1 2 3 

Developing Perseverance 1 2 3 

Working Hard 1 2 3 

Moral Action Score (Avg.)   

Comments 
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Difference Score 

 

 

Focus Group Discussion 

The author of this study conducts a focus group discussion based on questions that reflect 

'The Parable of the Sadhu' case study (McCoy, 1997). In general, participants individually 

provide answers to ethical dilemmas that conflict between personal values and the vague ethical 

values provided by the organization. They are asked to reflect on “who they are becoming” when 

they compromise their core values for the sake of their job. When placed in a moral dilemma, 

they are expected to justify the reasoning behind their response. The facilitator probes comments 

and further questions (e.g., personalizing the situation by providing examples of dilemmas) and 

creates a convenient space for participants to provide their answers openly and comfortably. This 

setting ensures the clarity of the participants' moral positions. Participants’ behaviors, reasoning, 

Ethical Action

Large 

Decrease

Moderate 

Decrease

Small 

Decrease

No 

Difference

Small 

Increase

Moderate 

Increase

Large 

Increase

Communicating Well -3 -2 -1 0 1 2 3

Resolving Conflicts and Problems
-3 -2 -1 0 1 2 3

Identifying Needs
-3 -2 -1 0 1 2 3

Acting Assertively -3 -2 -1 0 1 2 3

Taking Initiative as a Leader -3 -2 -1 0 1 2 3

Developing Courage -3 -2 -1 0 1 2 3

Developing Perseverance
-3 -2 -1 0 1 2 3

Working Hard
-3 -2 -1 0 1 2 3

Ethical Action Score

Name and Surname

Comments
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and non-verbal cues are recorded and rated by two independent assessors using an ethical action 

scorecard created based on the ethical action booklet (Darcia et al., 2001). 

Participants are asked to individually respond to the following question, building on 'The 

Parable of the Sadhu' case study: 

“Research indicates that in the absence of clearly articulated organizational ethical 

values, individual ethical values play a prominent role in guiding us through ethical dilemmas. 

Often, we feel that our individual values are in conflict with the ambiguous ethical values that 

the organization espouses. In such a scenario, it is best for us not to compromise our sense of 

personal values. Granted, we cannot quit our jobs over every ethical dilemma, but if we 

knowingly violate our core values persistently, we would in the end wonder who is the person 

we are becoming. As such, rather than acting in the best interests of the organization in which we 

work, we should always be thinking more thoroughly and carefully about the situation at hand to 

reach the maximum benefit for the majority of the stakeholders involved, even if it means going 

against organizational values. Please explain the extent to which you agree or disagree with this 

statement and outline the reasons behind your response.”. 

 

 


