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ABSTRACT

Social justice represents an indispensable part of sustainable development. This chapter investigates
how the concept of mindfulness may bring higher social justice propensity among employees. By
conducting an integrative literature review, this study provides a framework that identifies the
mindfulness mechanisms and social justice implications across three individual domains (cognitive,
behavioral, and emotive), which comprehensively contribute to developing the social justice propensity
of employees. Practical implications and future research agenda are presented to sustain further
exploration of the topic.
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INTRODUCTION

Today’s daunting societal challenges, such as civil rights protection and climate change, are compelling
organizations to look for more sustainable practices in human resource management (HRM) (Ramos et
al., 2020) that better fulfill companies’ social, financial, and environmental goals in the long run (Ehnert
etal., 2014). Social justice, defined as a state in which human rights and resources are distributed fairly,
moderately, and equitably in society (Torres-Harding et al., 2012; Tyler & Smith, 1995; United Nations,
2006), represents a fundamental step towards more sustainable development (Langhelle, 2000). It
represents a “social transformation directed toward meeting human need and enhancing the quality of
life—economic equality, health care, shelter, human rights, species preservation, and democracy—
using resources sustainably’’ (Hofrichter, 1993, pp. 4-5).

Previous research has suggested some practices that contribute to instilling social justice
propensity among employees within a working environment (e.g., corporate training, practicing
corporate social responsibility at an individual level) (Byrd, 2018a; Collins & Chlup, 2014; Miller &
Katz, 2002). Today, however, to sustainably operate at home and abroad, organizations need to deploy
more attentive attitudes and account for the needs of people both within and outside organizations
(Bapuji et al., 2020; Byrd, 2018b). Particularly, previous research highlights the necessity to foster a
deeper understanding of the causes, consequences, and realization of an interdependent form of well-
being (Torres-Harding et al., 2012), and underscores the prominence of mindfulness (Hick & Furlotte,
2009; Nilsson & Kazemi, 2016; Sajjad & Shahbaz, 2020; Wamsler, 2018; Wamsler et al., 2018).

Mindfulness, defined as “a socially concerned practice that leads the practitioner to an ethically
minded awareness, intentionally situated in the here and now” (Nilsson & Kazemi, 2016, p. 190), is
currently in vogue from both an academic and managerial perspective (AMRA, 2021; Reb et al., 2020).
In workplaces, mindfulness has indeed yielded many positive results, such as improved mental health,
well-being, and employee productivity (Good et al., 2016; Johnson et al., 2020). Beyond positive
individual outcomes, mindfulness has also been suggested as a potential source for promoting
sustainable development, for example, by raising awareness of the relationship between oneself and
nature and others (Wray & Batada, 2017).
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Nevertheless, research into the relationship between mindfulness and social justice in HRM is
still nascent (Mielke, 2021; Sajjad & Shahbaz, 2020; Wamsler, 2018; Wamsler et al., 2018). So far,
most studies confine the benefits of mindfulness in organizations to “ordinary therapeutic self-help
technique” (Sajjad & Shahbaz, 2020, p. 74), overlooking its broader significance and greater potential
for individuals and organizations (Wamsler, 2018; Wamsler et al., 2018). As a result, we still miss a
clear understanding of how mindfulness may lead to enhanced sensitivity and attention toward social
justice issues among employees (Mielke, 2021; Qiu & Rooney, 2019; Wamsler, 2018; Wamsler et al.,
2018).

In this chapter, the authors attempt to answer the following research questions: “How
mindfulness may induce a propensity to social justice among employees?” By performing an in-depth
integrative literature review (Torraco, 2005), the authors propose a framework elucidating how
mindfulness impacts the different behavioral, cognitive, and emotional individual constructs that
contribute to employees’ propensity to social justice issues.

With this chapter, the authors contribute to introducing the concept of mindfulness into
sustainable HRM practices and identify relevant mechanisms by which mindfulness-based practices are
expected to form employees’ attitudes to social justice. Moreover, the authors argue that mindfulness
may be more than a stress-reduction practice; rather, it may help to cultivate an awareness of social
justice issues and willingness to address societal challenges, as well as to ensure greater alignment and
response toward organizational sustainability agenda. Along with key findings, the authors extensively
discuss practical implications. They provide useful advice for HR managers looking to instill awareness
in their companies and pursue a more sustainable agenda. Moreover, through greater mindfulness in
sustainable HRM practices, companies can enhance their reputation and social acceptance, hence,
ultimately, their competitive advantage. The chapter ends with some important directions for future
research.

BACKGROUND
Propensity to social justice

A socially just society is most often depicted as one with equal rights of any person and the possibility
of all human beings, without any discrimination, to benefit from available resources (Torres-Harding et
al., 2012; Tyler & Smith, 1995; United Nations, 2006). Moreover, a socially just society is a sustainable
society that functions in a way that does not jeopardize the needs of all current—independently of social
class and nationality—and future generations (Langhelle, 2000). Scholars emphasize that people should
not act in a way that deliberately obstructs human rights and access to resources for the disadvantaged
groups in society. Thus, the idea of social justice research is that any structural and social inequality
should be minimized, and society should empower people from disadvantaged or disenfranchised
groups (Torres-Harding et al., 2012).

Individual differences in relation to social justice ideologies are captured by the propensity
construct, that is, the individual tendency to behave accordingly to enhance social justice development
(Ajzen& Fishbein, 1980). As such, an employee with a developed social justice propensity can be
described as one who embraces the ideals of social justice and associated values, such as that
organizational practices should not compromise the fundamental rights of others or contribute to the
creation of equal opportunities for all (Schulz & Braekkan, 2017). Employees with high social justice
propensity don’t believe people get what they deserve but acknowledge that social inequalities exist
(Tyler & Smith, 1995). Similarly, they work for empowerment through their careers or volunteer work,
or by trying to change policies that will empower others, or by talking to others about the need to
empower people from disadvantaged groups.

To instill a social justice propensity among employees, previous research has suggested several
practices. For instance, it was suggested that training of people aimed to recognize injustice and
equipping them with skills to intervene together with the creation of allies that aim to reform systems
to achieve social justice was suggested as an effective solution to address the issues of social justice in
human resource development (Collins & Chlup, 2014). In an attempt to create a diverse working
environment and instill a sense of social justice in organizations, the inclusion paradigm proposed to



raise the sense of belonging and embrace the necessary energy to perform one’s work (Miller & Katz,
2002). Similarly, utilizing employee resource groups, practicing corporate social responsibility at the
individual level, and creating a workforce social justice council have been proposed as useful tools to
reach a just and diverse working environment (Byrd, 2018a).

From a business perspective, however, social justice represents a transformation directed
toward meeting human needs and enhancing the quality of life of all well-being using resources
sustainably (Hofrichter, 1993). Accordingly, companies should account for the people’s needs not only
within organizations but also outside (Bapuiji et al., 2020; Byrd, 2018b). Thus, in order to bring the
social justice agenda beyond the company boundaries, the authors apply the concept of mindfulness.

Mindfulness

As taking its origins in early eastern religious practices (Nilsson & Kazemi, 2016), mindfulness
encompasses multiple definitions and research traditions. In organizational and management studies,
the concept of individual mindfulness has been mostly studied in the literature from Western and
Eastern perspectives (Hart et al., 2013; Nilsson & Kazemi, 2016). The social psychology approach,
which is frequently nominated as the West view, perceive mindfulness as a way of processing
information (Langer, 1989), thereby increasing the quality of attention, mindfulness improves the
processing of information, which leads to advanced cognitive differentiation and creativity (Langer,
1989; Langer & Moldoveanu, 2000). Mindfulness from this perspective is defined as “a psychological
state in which individuals engage in active information processing while performing their current tasks
such that they are actively analyzing, categorizing, and making distinctions in data” (Krieger, 2005, p.
137). A hallmark of this approach is its emphasis on the fact that mindfulness destroys automatic or
thoughtless ways of acting, encouraging people to wake up and consciously differentiate the external
environment which leads to more creative thinking and overall well-being.

The so-called Eastern depiction of mindfulness is mainly based on meditation interventions and
has found the greatest application in the context of the healthcare industry (Shapiro et al., 2006), where
it has been recognized as cognitive therapy, proved to improve individual health and well-being (e.g.,
Shapiro et al., 2008). In this perspective, mindfulness is most frequently defined as “moment-to-
moment, non-judgmental awareness, cultivated by paying attention in a specific way, that is, in the
present moment, and as non-reactively, as non-judgmentally, and as open-heartedly as possible”
(Kabat-Zinn, 2005, p. 108). From this perspective, directing attention to proper feelings, thoughts, and
emotions should be accompanied by the attitude of acceptance, or “non-guidicallity”, meaning
acknowledging its presence and allowing them to let go openly, without judgment and reaction.

Mindfulness, in the literature, is studied as both trait (dispositional, inherent individual quality)
and state (when paying attention to proper feelings and thoughts in the moment) (Brown et al., 2007;
Brown & Kasser, 2005; Shapiro et al., 2008). Either state or trait, mindfulness is achieved not only
through meditation practices (Vu & Gill, 2018) and does not necessarily relate to spiritual tradition
(Bahl etal., 2016; Hick & Furlotte, 2009). Authors agree that mindfulness is more than mere meditation
(Himichi et al., 2021; Purser & Milillo, 2015), as it constantly shapes individual perspectives of self
and others (Shapiro et al., 2012).

In recent years, mindfulness has come under considerable criticism in the management
literature (Badham & King, 2021; Greenberg & Mitra, 2015; Purser & Milillo, 2015; Scherer &
Waistell, 2018), as being incomplete and decontextualized from the original meaning and purpose of
mindfulness. Authors argue that the concept of mindfulness is not value-neutral (Nilsson & Kazemi,
2016; Purser & Milillo, 2015; Vu & Gill, 2018), as such cannot be merely perceived as a management
tool that enhances wellbeing and information processing (Greenberg & Mitra, 2015) or used as an
excuse for inappropriate organizational environment (Purser & Milillo, 2015). According to the
proponents of “right mindfulness”, mindfulness has an ethical foundation that allows practitioners to
discern right from wrong and give beginning to the right thinking and action addressed toward self and
society at large. In this regard, mindfulness can be perceived as wisdom, acquired individually, or
passed through by a teacher that leads to skillful mental states and ethical behavior (Greenberg & Mitra,
2015; Purser & Milillo, 2015; Scherer & Waistell, 2018).

When studying social justice, it is important to adopt the society-oriented definition of
mindfulness (Hick & Furlotte, 2009). As such, in this study, the authors adopt an ethical-mindfulness
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approach that defines mindfulness, as “a socially concerned practice that leads the practitioner to an
ethically minded awareness, intentionally situated in the here and now” (Nilsson & Kazemi, 2016, p.
190). The above definition emphasizes the importance of a socially engaging mindfulness element that
induces compassion toward others and consciousness of possible impact on others (Nilsson & Kazemi,
2016). This is in line with Hanh (1987), who concludes that “true” mindfulness is always socially
engaged, focused on the alleviation of worldly suffering and societal oppression.

Despite previous literature being able to recognize the importance of instilling social justice
among employees, there are no studies that have investigated how mindfulness may help create stronger
sensitivity and attention toward social justice in HRM.

METHODOLOGY

This chapter performs an in-depth literature review that is particularly useful for extending the
theoretical understanding of intertwined research phenomena (Palmatier et al., 2018). As dealing with
dispersed and multi-level literature, the authors carry out an integrative review, which is a form of
literature review that synthesizes the available knowledge on a topic in an integrated way (Torraco,
2005). This method is considered the most appropriate when approaching diversified knowledge and
broad research questions (Torraco, 2005).

Data collection

The starting point of our review was a comprehensive analysis of the topic, which combined
perspectives and insights of different research fields (Snyder, 2019). The authors collected articles
published up to February 2022, using EBSCO, Web of Science, and Google Scholar databases.

By adopting a structured approach (Webster & Watson, 2002) the authors proceed as follows.
At first, by approaching relevant keywords (e.g., individual mindfulness, mindfulness, and “social
justice”) and including leading journals (e.g., Journal of Management, Organization Science), the
authors identified a set of peer-viewed research papers relevant to explain the phenomenon. To ensure
complete coverage of the phenomenon, the authors examined conference proceedings and academic
books with a reputation for quality. Then, by scanning the table of content for the articles and books
identified in the previous steps, the authors identified some other relevant sources not caught by their
initial keyword search. Finally, to cross-check the included data, the authors analyzed the citations of
key articles identified in the previous steps.

In selecting the papers, the authors were guided by a set of exclusion and inclusion criteria. For
instance, the authors excluded from the analysis articles that were focused on the implementation of
mindfulness in personal well-being or mental health studies. These types of studies are usually
conducted in medical healthcare research and assess the effect of mindfulness on health-related issues.
Moreover, for this research, the authors excluded studies that examine the effect of mindfulness on
individual outcomes, such as productivity or creativity, as it is not related to social justice propensity.

Following the above process, the resulting data set results in 50 academic articles and 2 books.
The selected papers were distributed in three groups for the data analysis: cognitive, behavioral, and
emotional dimensions. Some papers were included in all phases of the analysis as covering data useful
to explain several individual constructs of mindfulness to social justice.

Data analysis

Data analysis was performed following a categorization process (Grodal, Anteby, & Holm, 2020). At
first, the authors approached data by identifying relevant themes via open coding (Gibbs, 2007). Second,
the authors iteratively analyzed data by dropping, merging, splitting, and relating categories till
developing robust theoretical constructs. Both coding procedures were implemented in Nvivo 12
software, which can support coding, analyze large amounts of content, link data, display findings, and
support theory development (Bazeley, 2013).

To integrate the common and complementary elements of theoretical perspectives in the
conceptual model, the authors employed the triangulation of theories method (Denzin, 2017), and



inductively derived the proposed framework. To simulate the functioning of the framework, the authors
made a collective effort to correlate findings from both sections of the study.

FINDINGS

In this research, to understand how mindfulness may instill propensity to social justice issues among
employees, the authors first identify the mindfulness mechanisms and then relate them with different
individual’s cognitive, behavioral, and emotional dimensions that contribute to an individual's
inclination to enhance social justice development in a workplace. In the framework (figure 1), the
mindfulness mechanisms are represented in ovals, whereas social justice implications are depicted in
guadrants.

Figure 1. Social justice propensity of employees: main mindfulness mechanisms and social justice
implications at cognitive, behavioral and emotional level.
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Mindfulness mechanisms

The literature analysis has revealed the presence of 4 main mechanisms useful to explain how
mindfulness impacts individual propensity to social justice, namely: the ability to distinguish; reduced
automaticity; attention to the external environment; a sense of interconnectedness with others. The
identified mindfulness mechanisms exemplify specifically the ways in which mindfulness affects
cognitive, behavioral, and emotional individuals’ domains.

Our research has shown that mindfulness, by increasing awareness and attention to the here and
now increases the individual’s ability to distinguish and differentiate (Langer, 1989). In other words,
mindfulness may be seen as a mechanism that supports multiple perspectives and awareness of the
context (Langer, 1989; Langer & Moldoveanu, 2000). In this perspective, mindfulness increases the



quality of attention, directing it toward the desirable modification. If mindful, one adapts the reasoning
through the deliberate, discriminative mode as appropriate.

Moreover, this research has shown that mindfulness greatly reduces the automaticity of
individuals (Lueke & Gibson, 2014), i.e., habitual, and routine response (Moore & Malinowski, 2009),
which lead to the ability to regulate response in accordance with the demands of the situation (Brown
et al., 2007). This ability allows employees to detect incorrect and unhealthy cognitive assessments,
which usually go unnoticed and lead to erroneous attitudes in the social context (Dreyfus, 2011). By
fostering awareness of automatic operations and habitual behaviors, mindfulness provides greater
choicefulness over whether to allow the automatic responses to run or to consciously regulate behavior
in the service of more adaptive outcomes (Moore & Malinowski, 2009).

The practice of mindfulness enables the ability to pay attention and accept inner thoughts and
emotions, which in the long run lead to superior attention to the external environment (Herndon, 2008)
and greater recognition of the needs of others (Good et al., 2016). Controversially, when mindless, one
struggles to recognize inner development, as such neglect paying attention to inclusion and
consideration of others’ well-being. Similarly, it was found that the mindfulness effects tend to be
stronger in people with relatively interdependent self-interpretations (a concept of self that puts oneself
in an interpersonal context) compared to independent self-concepts (a concept of oneself as separate
from others) (Yu & Zellmer-Bruhn, 2018).

Finally, mindfulness stimulates detachment from ego and egoistic thoughts, which leads to an
increased sense of interconnectedness with others (Yu et al., 2020). This feeling of strong inseparability
from others makes one understand that all matters mutually influence each other and interdependently
arise. In relation to social justice research, interconnectedness, one of the main characteristics of
mindfulness, has been shown to have a significant impact on support for the ideology of social justice
(Yu et al., 2020). This implies that mindfulness reduces social oppression and hostile environments
where particularly vulnerable individuals may have difficulties pushing back from socially unjust
settings.

Social Justice Implications
Ethical reasoning

As relying on an ethically enhanced definition of mindfulness, the authors support the stream of research
emphasizing the importance of ethical and moral foundation in bringing mindfulness for the greater use
of sustainable development (Greenberg & Mitra, 2015; Nilsson & Kazemi, 2016; Purser & Milillo,
2015). In relationship with social justice propensity, mindfulness represents a quality that contributes
to a high level of awareness of the moral dimension of people's everyday actions (Nilsson & Kazemi,
2016; Purser & Milillo, 2015). In this regard, by increasing the ability to mindfully differentiate,
mindfulness frees a person’s cognitive and psychological resources to recognize whole and unwhole
actions and undertake moral sensitivity, which is the first step in moral reasoning and behavior. As such,
in this domain, mindfulness can be defined as individual wisdom based on an intellectual understanding
of the environment (Rooney et al., 2021; Vu & Gill, 2018).

As Buddhist-inspired scholars argue, mindfulness represents an internal guide that allows a
person to distinguish between whole and unwhole actions, i.e., between good and bad, on a personal
and interpersonal scale (Purser & Milillo 2015). As such, mindfulness in this sense can be seen as a
transformational tool of attitude, reasoning, and behavior. The presence of an ethical foundation is
necessary for practicing mindfulness, as a pursuit of liberation from suffering, when value-neutral, not
necessarily can be beneficial for society. Ethical foundations, such as, for example, the Golden rule, in
this regard, may be explicitly taught or implicitly communicated by a teacher or a leader or supervisor
(Greenberg & Mitra, 2015). Mindfulness results in clarity of awareness and values comprehension,
which leads to inclusive and less egoistic reasoning.

Empirical research has shown that mindfulness decreases egocentric biases and enhances
compassion, which liberates the individual from excessively focusing on the self and heightens the
levels of moral reasoning (Pandey et al., 2018). Similarly, mindfulness training was found to have a
significant effect on moral reasoning and ethical decision-making in the long run (Shapiro et al., 2012).



In this vein, the cultivation of moral reasoning will induce greater willingness to positively resolve
ethical dilemmas among employees, as well as social justice issues.

Decrease in prejudiced thinking

By decreasing the automaticity of thought and actions, mindfulness translates into a decrease in
prejudiced thinking. For instance, people engaged in a brief mindfulness exercise experienced a
significant reduction in correspondence bias compared to participants in the control group (Hopthrow
et al., 2017). By non-judgmentally focusing on the present moment, people tend to correctly evaluate
both dispositional and situational factors when explaining behaviors and attitudes of other people.
Similarly, mindfulness was found to induce a more objective evaluation of the trustworthiness of white
and black individuals (Lueke & Gibson, 2016) and less implicit bias against blacks and old people
(Lueke & Gibson, 2014).

In social justice research, this is important, as mindfulness leads to reduction of the automatic,
implicitly negative associations, increases awareness of race or sex discrimination (Gervais & Hoffman,
2012). These implications eventually lead to less prejudiced thoughts and biased behaviors (Bahl et al.,
2016; Ransom et al., 2021).

Mindful people are less likely to respond to automatic stimuli, thus more deliberate in response
and reaction toward social justice issues (Ransom et al., 2021). Abandoning what they want to see and
objectively observing and responding to what really is (Adair & Fredrickson, 2015) in social justice
research can mean greater susceptance toward social justice issues. As such, at work, mindful
employees are more prompt to pay greater attention to routinized and habitual organizational practices
leading to unsustainable or unjust social development (Bahl et al., 2016).

In this vein, mindfulness encourages a postponing of judgment until a careful examination of
facts has been made (Brown et al., 2007). As such, by combating stereotyped perceptions, mindfulness
provides the opportunity to reconfigure proper values and decentralize from social and cultural norms.
Previous research has found that mindfulness interventions significantly reduce prejudiced thinking and
negative stereotyping about the minority outgroup, which lasts even in the long run (Berger et al., 2018).
Moreover, it simultaneously increases people’s readiness and willingness to engage in social contact
with minority outgroups. Similarly, more mindfulness is related to more internal motivation to respond
without sexism, less benevolent sexism, and more warmth toward feminists among men (Gervais &
Hoffman, 2012).

Prosocial behavior

Besides the effect of mindfulness on cognitive constructs, there is considerable evidence of the effect
of mindfulness on an individual's behavior. Mindfulness, which induces greater awareness of what is
happening in the environment, is associated with empathic participation in social justice issues, i.e.,
with a stronger sense of community (Akin & Akin, 2015). By identifying with larger entities and
recognizing that the suffering of others is their own suffering (Cheung, 2016), mindfulness leads to
greater social engagement and increased collective empowerment (Cheung, 2016), encouraging people
to participate in solving common problems, such as racial injustice or food insecurity.

Increased sense of social involvement is empirically observed in a form of increased prosocial
behavior (Cameron & Fredrickson, 2015; Donald et al., 2018; Hafenbrack et al., 2020; Kumar et al.,
2020). Empirical research has shown that individual differences in mindfulness would be linked to
greater prosocial behavior. As such, people who score higher in mindfulness are more likely to help
others. Moreover, even if not having dispositional mindfulness, people engaging in mindfulness
interventions would predict increases in helping behaviors (Cameron & Fredrickson, 2015). By
increasing the empathic response (Cameron & Fredrickson, 2015; Hafenbrack et al., 2020) and positive
emotions (Cameron & Fredrickson, 2015), mindfulness may lead to an increased propensity to help
people in need, which may lead to decreased social injustice. Similarly, several studies across
nationalities and research settings have proved that mindfulness training (e.g., focused breathing
meditation and loving-kindness meditation) induces greater other orientation and helping behavior, in
terms of time and money (Hafenbrack et al., 2020).



Ethical behavior

Besides decreasing prejudiced thinking, reduced automaticity also leads to greater ethical behavior. By
increasing awareness of automatic associations, it is expected that, when mindful, people with greater
ease overcome cognitive dysfunctions associated with moral disengagement (failure to follow self-
moral standards) (Wan et al., 2020) and ethical fading (failure to notice the potential unethical impact
of one’s choices) (Ruedy & Schweitzer, 2010). Both non-conscious and almost automatic responses
lead people to justify or renounce proper ethical values and beliefs previously held (Epley & Caruso,
2004). On the contrary, mindful individuals may feel less compelled to ignore, explain away, or
rationalize ideas that might be potentially threatening to the self, such as a conflict of interest or a
potential bias (Ruedy & Schweitzer, 2010).

Empirical results indicate that mindfulness is significantly associated with ethical behavior. As
such, employees that are more mindful will tend to behave ethically (Kalafatoglu & Turgut, 2017;
Ruedy & Schweitzer, 2010). By upholding ethical values and standards, mindful individuals cheat less
in comparison to individuals low in mindfulness (Ruedy & Schweitzer, 2010). Similarly, mindfulness,
when coupled with moral meaningfulness, reduces the attitude and intention toward social loafing
(Miheli¢ & Culiberg, 2019). As such, more just and fair behavior can be expected among mindful
employees. In the experimental study, the effect of mindfulness on ethical behavior was proved to be
mediated by resourcefulness, which is the perceived abundance of cognitive, physical, and
psychological resources (Orazi et al., 2021).

In relation to social justice, ethical behavior reinforces fair action, which in practice can lead to
actions that do not jeopardize the needs of others. Attentive employees are expected to pay more
attention to momentary associations and question established organizational practices. Thus, they are
more likely to take action to change them so that the organization positively contributes to a socially
just environment both inside and outside the organization.

Empathic orientation

Empirical research has shown that attending to internal and external stimuli, labeling, and expressing
experiences, and taking a non-evaluative stance toward thoughts and emotion reached through
mindfulness exert a direct effect on empathic response among individuals (Jones et al., 2019). Similarly,
mindfulness training was shown to increase empathy up to 1 year after treatment (Shapiro et al., 2011).
It was found that individuals who have higher levels of awareness of common humanity, and
mindfulness are inclined to have more compassionate goals in their interpersonal relationships and to
provide social support (Crocker & Canevello, 2008).

In relationship with social justice propensity, the increased sense of interconnectedness among
individuals relates to social justice attitudes and perceptions (Greason & Cashwell, 2009). Empirical
research has shown that students who were more empathetic reported greater concern for social justice
issues in terms of both management actions and social sympathies such as corporate social
responsibility, socially responsible attitudes, distributive justice perceptions, and occupy Wall Street
movement (Cartabuke et al., 2019). The breadth of the results indicates that those higher on empathy
are more likely to hold a range of positive attitudes toward social justice issues, rather than being
parochial or limited to one area. As such, these results indicate that those higher on empathy hold
socially responsible attitudes and have a better understanding of how their actions as employees and
managers will affect society as a whole. This may lead to more socially just decision-making and
expanded social justice initiatives in their organizations.

Altruistic orientation

As mindfulness increases the sense of community and interconnectedness (Akin & Akin, 2015), people
tend to shift their focus from the self to the collective and are more willing to endorse social justice
ideologies, such as civic engagement, egalitarianism and humanitarianism, and universalism (Yu et al.,
2020).



Empirical studies have shown that persons who underwent the meditation treatment donated at
a 2.61 times higher rate than the control group (Iwamoto et al., 2020). Similarly, mindfulness altered
altruistic orientation in comparison with non-practitioners (Wallmark et al., 2013). As was shown in
several experiments, the amount of bonus that participants in the mindfulness condition indicated that
they would give to their financially distressed co-workers was greater than the amount indicated by
those in the mind-wandering control condition (Hafenbrack et al., 2020). As such the authors conclude
that mindfulness positively correlates and induces altruistic response among employees. Moreover,
change in altruistic orientation among the people positively correlates with time spent during the
mindfulness practice (Wallmark et al., 2013). The above findings have been also supported by
neurophysical research, where greater altruistic responses were correlated with mindfulness training-
related changes in the neural response (Weng et al., 2013).

PRACTICAL IMPLICATIONS

As findings of this study have shown, mindfulness may be a useful tool to develop and (or) sustain a
social justice propensity among employees. In this section, the authors discuss some practical
implications for HR managers to ensure the efficiency of mindfulness training and induce greater
alignment and response toward organizational sustainability agenda by cultivating a higher social
justice attitude.

As the development of mindfulness is an integration of not only cognitive abilities but also
behavioral and emotional factors, mindfulness training in organizations should take a holistic approach,
i.e., simultaneously target employee’s actions, views, and affection. This approach will ensure the
development of a robust system that will launch deep transformations of mind and behavior toward
greater psychological well-being, ethical behavior, and social responsibility (Qiu & Rooney, 2019). In
order to facilitate such a transformation, a mindfulness philosophy must be accompanied by a
progressive alignment of all organizational structures and processes with activities that promote a
holistic transformation of employees. As mindfulness practitioners frequently reduce their personal
desire and adopt a prudent lifestyle with minimum material consumption (Ericson et al., 2014),
organizations should accordingly introduce some changes that may favor such attitudes at the
workplace. For example, the creation of small reminders for modest use of administrative or energy
resources. Bigger organizational transformation, such as, for instance, adoption of ethical values may
impact perceptions of distributive and procedural justice which will lead to higher levels of ethical
behavior among individuals within the organization (Baker et al., 2006).

Moreover, although some ground rules should be established during the development of
mindfulness training, flexibility should be allowed in practice. As mindfulness can steam from
individual purpose and outside work initiatives, some agility in performing mindfulness should be
allowed. As highlighted in an empirical study, the practice of mindfulness is a personal and contextual
choice (Vu & Gill, 2018). As such, context-grounded, and easily adjustable mindfulness practices
should take place to ensure coherence between employees’ needs and their physical and psychological
abilities (Irving et al., 2014; Vu & Gill, 2018).

Finally, as guided by an ethically enhanced definition of mindfulness, the authors support the
group of scholars emphasizing the importance of ethical components in mindfulness practice (Nilsson
& Kazemi, 2016; Purser & Milillo, 2015; Greenberg & Mitra, 2015). In the absence of conscious and
compassionate attention to the causes and consequences of an employee's choices regarding personal,
social, and environmental well-being, they are likely to remain in mindless patterns that perpetuate
irresponsible and unhealthy work practices. The transformative potential of mindfulness at work lies in
increasing employee awareness of the relationship with others (Yu et al., 2020) and the impact they can
have in different areas and at different stages of work. This is in line with the concept of right
mindfulness that emphasizes the role of mindfulness as wisdom that permeates cognitive and emotional
transformation in behavioral and psychological traits (Purser & Milillo, 2015). Thus, mindfulness
training must be accompanied by an ethical component, which can be explicitly or implicitly articulated
around a code of ethics. In the case of implicit incorporation, mindfulness training must be aimed at
both wholesome ends (beneficial outcomes) and skillful means. If explicitly included the values and
principles of the code of ethics should be clearly articulated (Greenberg & Mitra, 2015).
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CONCLUSION

Social justice represents an essential part of the conception of sustainable development (Langhelle,
2000). In this work, the authors applied the concept of mindfulness to understand how it can relate to a
propensity to social justice among employees. To this end, the authors conducted an integrative
literature review and exemplified how mindfulness affects behavioral, cognitive, and emotional
individual constructs. Notably, our research has shown that increased capability to distinguish leads to
increased ethical reasoning and decision-making. Whereas decreased automaticity in associations and
actions decreases prejudiced thinking and increases ethical behavior. Moreover, attention to the external
environment leads to enhanced prosocial behavior among employees. From an emotional perspective,
mindfulness positively impacts the sense of interconnectedness with others, which leads to growing
altruistic orientation and response, as well as to empathic and compassionate propensity towards others.

The findings of this study support the idea that mindfulness may help cultivate an awareness of
social justice issues and willingness to address societal challenges, as well as to ensure greater alignment
and response toward organizational sustainability agenda. As such, the authors contribute to the
literature of sustainable HRM by providing a novel perspective on how the HR department can sustain
sustainability agenda in organizations.

As the research on social justice in organizations is merely focused on inside organizations'
practices (Bapuji et al., 2020; Byrd, 2018), with our study the authors move research forward to a more
extended view of HR practices. By developing a propensity to social justice, employees will more
willingly consider how their actions affect not just their own organizations, but society as a whole. This
mindset will lead to a reframing of organizational operations and practices as well as to developing
innovative solutions and products that will positively impact sustainable development.

Moreover, the authors contribute to the literature of mindfulness, which so far has mainly
portrayed mindfulness as a tool that reduces stress among employees (Eby et al., 2019) or as a practice
that boosts a variety of organizational performances (Shahbaz & Parker, 2021). Thus, by relying on the
ethically enhanced definition of mindfulness (Nilsson & Kazemi, 2016), the authors conceptualize
mindfulness as an HR practice that induces a propensity for social justice among employees.

By relating mindfulness and social justice research in HR practices, the authors respond to
numerous calls of previous research to broaden the implication of mindfulness in organizations to the
societal level (e.g., Mielke, 2021; Sajjad & Shahbaz, 2020; Wamsler et al., 2018). The authors expand
the meaning of mindfulness in organizations, suggesting that it may help to cultivate an awareness of
social justice issues and willingness to address societal challenges among employees.

By encouraging the adoption of mindfulness in organizational research, the authors contribute
to the stream of research that recognizes that consideration of broader stakeholders and inclusion of
social justice in business practices, in addition to profitability, is paramount today to ensure sustainable
development (Bahl et al., 2016; Bapuiji et al., 2020; Cartabuke et al., 2019). To further promote this
stream of research, the authors list some relevant directions for future research.

FUTURE RESEARCH DIRECTIONS

In this study, besides the above contributions, the authors provide a research agenda for sustainability
oriented HRM that is aimed at deepening our understanding of how mindfulness may further accelerate
sustainable transformation in organizations. The main components of this agenda are as follows.

Validation of mindfulness-social justice nexus

Although this research has shown how mindfulness impacts different cognitive, emotional, and
behavioral constructs among individuals, it lacks empirical validation. As such, future research should
validate the proposed framework and empirically relate social justice attitudes and mindfulness abilities.
Of help may be the scale of the predictive social justice-related behaviors (Torres-Harding et al., 2012)
and, for example, the mindful attention awareness scale (Brown & Ryan, 2003) or the Philadelphia
mindfulness scale (Cardaciotto et al., 2008). When applied for organizations, researchers may consider
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adapting the above scales to the working context to better reflect the impact of mindfulness on the social
justice behavior of employees.

Additional mindfulness sustainability attitudes

Although this study has shown that mindfulness provides a robust foundation for the development of
social justice attitudes among employees, the authors suggest that research can benefit from the
examination of further sustainability attitudes, such as for example, resource preservation. And although
previous research positively linked mindfulness and ecological behavior (Ericson et al., 2014; Fischer
etal., 2017), through the promotion of subjective well-being and decline of materialistic values (Geiger
et al., 2019), the current research on its impact in organizations is still rare (Wamsler et al., 2018). As
such, to advance the understanding of sustainable HRM, future research may investigate the following
research questions: What other sustainability attitudes are impacted by mindfulness? How are they
connected? What are the common and unique mechanisms that account for the development and
enhancement of mindfulness attitudes at work?

Toward an organizational capability-based theory of mindfulness

In organizations, mindfulness's effects are rarely purely individual. Instead, they are observed as
collective, affecting organizational cultures, structures, processes, and tasks (Reb et al., 2020; Sajjad &
Shahbaz, 2020). For instance, previous research has shown that working climate (e.g., Reb et al., 2015;
Small & Lew, 2021) and leadership (Reb et al., 2015) significantly affect employee mindfulness. Since
the authors have only focused on employees in the study, i.e., on an individual level, future research
may focus on organizational structures, processes, and procedures to deepen the understanding of the
impact of organizational structures on attitudes towards collective social justice attitude. The authors
propose an application of the microfoundational perspective of organizational capabilities (Felin et al.,
2012) that can advance the understanding of mindfulness at the collective level and guide research
towards organizational mindfulness capabilities.

The development of mindfulness attitudes in organizational social networks

As highlighted in the previous sections, mindfulness is perceived as a way of being or a way of relating
to instant experience (Shapiro et al., 2006). In the workplace, however, people are in constant interaction
with colleagues and managers, which, in fact, creates an organizational social network (Kilduff & Brass,
2010). So far, academia lacks an understanding of how social networks impact mindfulness at work and
how mindful attitudes and behavior are spread within a social environment, such as a workspace. The
authors suggest that the application of contagious theory (Barsade, 2002) or coevolving perspective of
networks and individuals (Tasselli et al., 2015) may provide an interesting turn in mindfulness research.

Broadening the research on mindfulness in organizations

Since most of the papers were conducted in WEIRD societies, future research should expand the
boundaries of research settings and conduct research on mindfulness in other contexts to explain the
influence of organizational and cultural contexts on attitudes towards mindfulness. Analyzing how
industry, cultural, and organizational conditions hinder or facilitate the development of mindfulness
attitudes will enrich mindfulness research and pave the way for greater adoption of mindfulness in
organizations (Donald et al., 2018; Reina & Kudesia, 2020; Wan et al., 2020). Moreover, most research
is carried out within a narrow time frame. Thus, expanding the time frame of the analysis, and adopting
longitudinal design, will provide a clearer path for the development of mindfulness attitudes.
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KEY TERMS AND DEFINITIONS

Mindfulness: An individual state when one is paying attention to the here and now openly and without
judgment.
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Social justice: A state of society in which access to resources and the establishment of rights that control
those resources are not compromised.

Social justice propensity: An individual behavioral inclination to instill social justice in society.

Sustainable Human Resource practices: Organizational HR practices tailored to facilitate a
sustainable organizational development.
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