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Abstract
The interface of public health and mindfulness as presented in Oman’s review (Mindfulness for Global Public Health: Criti-
cal Analysis and Agenda) holds great promise and reveals fertile ground for future research and interdisciplinary exploration. 
Oman’s framework is supported by compelling arguments, offering a balanced critique of mindfulness that identifies genuine 
applications and potential. This commentary notes key ideas in Oman’s paper that carry important lessons for organisational 
research on mindfulness and explores how organisational psychology research and theory can contribute to this proposed 
integration of mindfulness into global health efforts. It begins by reviewing the close relationships between work, mindful-
ness, and health, identifying commonalities between mindfulness, health, and organisational research. This is followed by 
an illustration of organisational psychology’s potential contributions to the alignment of mindfulness and health, focused 
on 2 of the 14 dimensions proposed by Oman (Concern for Equity and Addresses Attentional Environments). The commen-
tary then draws on recent research and theoretical developments in mindfulness research within the workplace context to 
discuss the role of resilience and challenges in measuring mindfulness. Overall, this commentary aims to provide insights 
for organisational research while contributing to the integration of mindfulness and public health.
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It is an honour to be invited to provide a commentary on 
Oman’s (2023) paper on the interface of public health and 
mindfulness, from an organisational psychology perspective. 
Oman’s paper is certainly ambitious, reviewing the literature 
to present a comprehensive framework of 14 dimensions on 
which mindfulness and public health may be aligned. But it 
fulfils that ambition well, offering careful analysis to iden-
tify areas where these two fields are already benefitting one 
another and to highlight areas where the greater integration 
of mindfulness into global public health could lead to sig-
nificant and substantial benefits for society at large.

Oman’s (2023) framework is compelling, supported by 
strong arguments, and reveals promising avenues for future 
research and interdisciplinary exploration. Furthermore, the 
balanced critique of mindfulness that he presents, incorpo-
rating perspectives from both insiders and outsiders, serves 
to transcend the hype surrounding mindfulness and to 

recognise genuine applications of this practice. This not only 
identifies tangible benefits of mindfulness but also provides 
the basis for the formulation of clear and articulate research 
questions, leading towards deeper understandings and novel 
connections between public health and mindfulness.

This approach, grounded in evidence-based analysis and 
open to constructive critique, promises to shape a more com-
prehensive and effective framework for integrating mindful-
ness practices into the realm of public health. Inspired by 
this, I seek to provide commentary on how organisational 
psychology research and theory can contribute to this effort 
to integrate mindfulness into global health efforts.

Organisational psychology (also known as industrial/
organisational (I/O), occupational or work psychology) is 
the scientific study of human behaviour in the workplace 
(American Psychological Association, 2013). It aims to 
understand how people perform individually, in groups, and 
in work organisations, in order to improve effectiveness and 
promote well-being (British Psychological Society, 2023). 
Work is known to play a critical role in individual and soci-
etal well-being, so I begin this commentary by providing 
a brief summary of the links between work, mindfulness, 
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and health to provide a context for the following discussion. 
Subsequently, commonalities between mindfulness, health, 
and organisational research are identified, with comments 
on how the fields can inform each other.

Oman’s (2023) framework consists of 14 dimensions or 
axes on which to compare mindfulness and public health 
orientations or activities. These are prevention orientation, 
importance of mental health, recognition of stress influence, 
multi-sectoral intervention, resilience orientation, epidemio-
logic foundations, multi-level interventions, addressing the 
attentional environment, concern for equity, cultural adapta-
tion, administrative adaptation and community partnership, 
attending to religious factors, supporting intercultural and 
inter-religious competence, and finally, employing brand-
ing. I offer an illustration of how organisational psychology 
can contribute to the integration of mindfulness and health 
on two of these, namely, Concern for Equity and Addresses 
Attentional Environments.

The final sections provide in-depth discussion of two 
key themes in Oman’s (2023) work: the role of resilience 
and challenges in the measurement of mindfulness. I aim 
to draw upon recent research and theoretical development 
in mindfulness research in the workplace context to address 
these pivotal issues. In providing this commentary, I hope to 
draw out valuable lessons for organisational research while 
contributing to the integration of mindfulness and public 
health, and the opportunity it presents to foster well-being 
and create a robust foundation for global health.

Work, Mindfulness, and Health

The World Health Organisation (WHO) promotes an inte-
grated approach to health and notes that work organisa-
tions have a “responsibility to ensure health and safety in 
the workplace, and to promote the health and well-being of 
their employees, their families and communities” (World 
Health Organisation, 2005, p. 5). While people often think 
of physical health as influencing work productivity, the fig-
ures indicate that more working days are lost due to work-
related mental health problems (stress, depression, and anxi-
ety) than physical health issues (HSE, 2018). But work and 
employment are key positive contributors to health as well: 
from increasing access to healthcare in some countries (e.g. 
the USA) to the general salutary mental health effects of 
being employed rather than unemployed (van der Noordt 
et al., 2014). The research and theory on mindfulness in a 
work context, then, is a critical element of the global public 
health effort.

Whether measured in terms of mindfulness practice 
or dispositional mindfulness traits, mindfulness is now 
accepted as broadly beneficial in the work context, with 
research demonstrating positive effects on employee 

well-being and performance (Good et al., 2016). As the 
research in this area develops, we are starting to recognise 
that mindfulness is not a panacea to all workplace ills and 
there are some work situations where mindfulness may 
be detrimental. For example, being mindful can increase 
the depletion of self-control that occurs when someone is 
obliged to display certain emotions at work, and this results 
in lower performance (Lyddy et al., 2021). Oman’s (2023) 
framework of alignment between mindfulness and global 
health provides a structure for exploring the nuances of 
mindfulness research, as the next section demonstrates.

Nuances in Mindfulness Research

In the arguments and reviews of evidence provided by Oman 
(2023), three key issues were identified that are of particular 
relevance in the field of mindfulness research at work. These 
are how bridging concepts are used and misused, the indi-
vidual vs communal nature of mindfulness and mindfulness 
as a preventative or curative practice.

Bridging Concepts

Bridging concepts are used to connect mindfulness to 
new religious or cultural contexts in order to introduce the 
practice in a way that suits the context (Oman, 2023). The 
adoption of mindfulness, originally a spiritual practice, 
into the secular workplace is an example of how success-
ful these bridging concepts can be; mindfulness training is 
now offered to employees in 88% of employee support pro-
grammes (Business Group on Health, 2022).

In the organisational psychology literature, as with the 
broader mindfulness literature, mindfulness is conceptual-
ised in terms of trait mindfulness or mindfulness practice 
and training, and both are associated with higher perfor-
mance in a range of jobs and tasks, using a variety of per-
formance measures (Good et al., 2016). The links between 
mindfulness and psychological outcomes such as distress, 
anxiety, stress, and well-being have been convincingly dem-
onstrated in the work context too (Bartlett et al., 2019; Good 
et al., 2016). In addition, reviews indicate that mindfulness 
is associated with improved communication and better rela-
tionship quality at work, thereby enhancing teamwork and 
leadership (Urrila, 2022).

Mindfulness training in a work context can be categorised 
as either mindfulness-based interventions, where learning 
mindfulness is the main focus, or mindfulness-informed 
interventions, which promote mindfulness indirectly, for 
example by including breathing exercises (Michaelsen 
et al., 2023). Meta-regression indicates that these differ-
ent approaches to training are differentially effective, with 
MBSR, for example, being more effective than many other 
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types of training for improving well-being but meditation 
courses being more effective than other types of training 
for improving physical health (Michaelsen et al., 2023). So 
while reviews like this can conclude that mindfulness is ben-
eficial, there is still a substantial amount of variability in 
outcomes that cannot yet be explained (Michaelsen et al., 
2023). This is likely due to some distinct challenges and 
shortcomings of mindfulness research in work organisations, 
such as the difficulty of conducting randomised control trials 
in a work context, the need for manipulation and compli-
ance checks, and concerns about how mindfulness training 
is adapted to the workplace (Jamieson & Tuckey, 2017).

In fact, this latter concern is growing, with researchers not-
ing that the adoption of what used to be a spiritual practice 
into the secular workplace has resulted in a loss of fidelity. For 
example, Amazon recently announced they would introduce 
“AmaZen” booths into their workplaces: small mindfulness 
booths where employees could engage in guided meditations 
or receive positive affirmations from videos (Gault, 2021). 
Unfortunately, this is not as extreme an example of the misuse 
of mindfulness in work organisations as one might hope, and 
it highlights the importance of specifying what exactly the 
“mindfulness practice” that we are researching consists of.

Ainsworth et al. (2023) highlight the tension that exists 
between improving access to mindfulness while preserving 
its fidelity. Mindfulness can certainly be viewed as read-
ily accessible within mainstream work organisations now, 
but the extent to which the mindfulness training employees 
receive relates to true mindfulness practice can certainly be 
questioned. This challenge is likely to be a significant one in 
the broader global health field too, where presenting mind-
fulness successfully in different contexts, while relying on 
having good bridging concepts, runs a similar risk of losing 
its key components. It is important to recognise where a 
bridging concept might be changing the nature of mindful-
ness itself and thereby be reducing the potential positive 
contribution of mindfulness to health.

Communal Mindfulness

A critical example of how the concept of mindfulness may 
have changed as it was adopted into the workplace is the 
loss of the communal aspect. One of the key components of 
mindfulness as it was originally practised was this commu-
nity focus (Ainsworth et al., 2023; Oman, 2023). Commu-
nal mindfulness involves both practicing mindfulness with 
others and an emphasis on how the community of mindful-
ness practitioners could benefit the group and wider soci-
ety, rather than the individual benefits for the practitioner. 
While mindfulness in work organisations is often presented 
as a way to improve organisational well-being, this broader, 
more integrative, communal element seems to have all but 
disappeared.

There is some limited organisational research on how 
mindfulness may contribute to a better work environment. 
For example, mindfulness is positively related to organisa-
tional citizenship behaviour (a pro-social behaviour in the 
workplace) (Hülsheger & Alberts, 2021), and the practice 
of mindfulness has been shown to improve the quality of 
leaders’ collaboration and relationships with their sub-
ordinates by enabling them to have increased contextual 
awareness (Urrila, 2022). Additionally, a recent study with 
educators has indicated that communal practice of mindful-
ness can help individuals develop connections with self and 
others, ultimately resulting in a supportive community of 
colleagues who developed new professional competencies 
at work (Hwang et al., 2021). But despite these promising 
findings, the focus remains on individual mindfulness rather 
than developing a community of practice.

Originally, when mindfulness training was taken into the 
workplace, it was based on Kabat-Zinn’s Mindfulness-Based 
Stress Reduction programme (Kabat-Zinn et al., 1985) and 
involved training over several weeks with a skilled practi-
tioner/tutor and a community element of learning with oth-
ers. Pressures such as cost reduction and attempts to increase 
accessibility have led to the increasing proliferation of 
shorter training courses, including online self-training (Alt-
hammer et al., 2021) or self-training via an app (e.g. Bostock 
et al., 2019), thus reducing and even eliminating the human 
contact that was part of the original practice. WHO’s defi-
nition of Public Health is a welcome reminder that the aim 
of well-being programmes and health interventions should 
be to “provide conditions in which people can be healthy 
and focus on entire populations, not on individual patients” 
(World Health Organization, 2015, p. 249). Individual health 
cannot be separated from community health at work any 
more than it can in the rest of life.

Mindfulness as Preventative or Curative

A further commonality between the issues raised by Oman 
(2023) and current issues within organisational research on 
mindfulness is how mindfulness should be best situated in 
the process of building health. Organisational psychology 
has a long tradition of recognising stress as a key factor in 
work-related health. Additionally, in research on the value 
of interventions to reduce stressors or improve stress coping, 
mindfulness plays a prominent role (Eby et al., 2019).

Many countries have significant health and safety laws 
in order to hold employers responsible for their employees’ 
physical, and increasingly, mental health. Occupational risk 
management is a process involving the analysis of risks and 
potential interventions at three levels: primary (remove the 
risk), secondary (reduce the risk), and tertiary (rehabilitate 
after exposure). The literature on stress at work has adopted 
the same model for understanding stressors, so in terms of 
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mental risks, there are legal requirements for employers to 
identify potential stressors and remove them where possible. 
Where not possible, employers need to ensure that employ-
ees are provided with the means to reduce the impact of 
that stressor on their health and, if this fails, are provided 
with appropriate rehabilitation so that they can take up their 
duties safely and effectively again.

However, because stress is a subjective experience with 
individual variation in the extent to which each stressor 
may affect someone (Cooper & Payne, 1988), in practice, 
employers may try to shift the responsibility for mental 
health onto the individual employee. One way this may be 
done is by providing employees with generic mindfulness 
training to deal with stress at work and not addressing the 
original causes of this stress. For example, surveys con-
sistently show that employers tend to react to employee ill 
health rather than take preventative steps to protect well-
being and only 15% of UK workplaces adopt benchmarked 
practices to identify and prevent causes of stress (CIPD, 
2019). Yet around 50–60% of UK employers offer training 
to build individual resilience to stress, including mindfulness 
training (CIPD, 2022).

Integrating mindfulness with global public health may 
provide a driver to rectify this reactive rather than proactive 
stance. Oman (2023) makes a strong case for mindfulness 
as part of the global health focus on prevention rather than 
cure. While mindfulness at work can certainly reduce stress 
reactivity and subsequent unhealthy behaviours (Baer et al., 
2012; Chen & Grupe, 2021; Vasiļjeva et al., 2023), it does 
not negate the employer’s responsibility to remove or reduce 
the stressors themselves.

Dimensions of Alignment 
and Organisational Mindfulness Research

Oman (2023) identified 14 dimensions of potential align-
ment or tension in the relationship between mindfulness and 
public health. While it is likely that organisational research 
could interface with all the axes of integration, in this sec-
tion, I offer specific comments on just two of these axes.

Dimension A9 Concern for Equity is identified as having 
a partial alignment between public health and mindfulness, 
and Oman (2023) notes that the research in mindfulness has 
some way to go. While mindfulness practice is theoreti-
cally for everyone, disadvantaged groups are less likely to 
access and use mindfulness interventions (Creswell, 2017). 
We need further research with these populations to test the 
generalisability of the overwhelmingly positive effects of 
mindfulness currently reported in the literature. An example 
of how doing this research can provide insights is given in a 
study of mindfulness training with a previously understud-
ied population, unemployed youth, which demonstrated that 

a low-dose mindfulness-based intervention (MBI) reduced 
participants’ feelings of distress (Roemer et al., 2021). But 
the study also found that the MBI was more effective for 
those who had higher well-being and dispositional mindful-
ness to start with. Given that unemployment is associated 
with higher distress/lower well-being (Waddell & Burton, 
2006), this implies that we should be cautious in assuming 
that MBIs will be as effective for unemployed populations as 
for employees and reiterates the importance of broadening 
our research contexts.

A further equity concern of relevance in the organisa-
tional field is simply the access that workers may have to 
mindfulness training. Mindfulness is certainly popular in 
white collar work and at various management levels, but 
there is less research investigating mindfulness in blue collar 
workers. A notable exception to this was a study conducted 
with blue collar workers in Mexico that demonstrated some 
positive effects on job satisfaction via a reduction in bore-
dom (Wihler et al., 2022). Yet even this study measured trait 
mindfulness only and did not evaluate mindfulness training. 
A survey of mindfulness practices in the US workforce iden-
tified significantly lower mindfulness practice among blue 
collar than white collar workers that could not be adequately 
explained by socio-demographic factors and likely reflects 
inequity in access and differences in beliefs about its value 
(Kachan et al., 2019). Indeed, this same survey noted that 
it was unable to identify even a single mindfulness inter-
vention study for blue collar workers. There is a clear and 
substantial need for research around mindfulness and mind-
fulness training for these forgotten workers.

In Dimension A8 Addresses Attentional Environments, 
Oman (2023) notes how important an understanding of 
attentional environments is. That is, an awareness of how 
environmental features influence how and where people 
pay attention is essential for the alignment of mindfulness 
and public health. He refers to organisational research here, 
showing that the increased connectivity of the modern work-
place has led to a requirement for employees to be always 
available or responsive to work demands and thereby reduc-
ing well-being (Von Bergen & Bressler, 2019). Efforts by 
governments to regulate this “attentional health” through 
allowing for workers’ rights to disconnect can be seen as a 
way of attempting to improve the attentional environment. 
The importance of uninterrupted, focused time for work has 
long been recognised in the occupational literature, from 
research on the beneficial effects of flow states, where peo-
ple report complete absorption in a task (Czikszentmihalyi, 
1990; Nakamura & Csikszentmihalyi, 2009) to more recent 
popular books on the necessity of protecting our time for 
“Deep Work” (Newport, 2016).

Mindfulness research offers an interesting perspective 
on how we might be able to resist an attentional environ-
ment that does not lend itself to high-quality, in-depth work. 
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While mindfulness does not reduce the negative effect on 
performance of switching attention from one task to another 
(Jankowski & Holas, 2020), there are indications that tar-
geted mindfulness practices could be beneficial in reduc-
ing the number of attention switches or interruptions. For 
example, accessing social networking sites at work is a 
common distraction, but providing mindfulness training 
to employees reduced the number of self-distractions they 
reported (Mehmood & Siu, 2020). And on the other side of 
the attentional environment spectrum, mindfulness can also 
help employees to maintain their attention and concentration 
on a boring or monotonous task. A recent study found that 
more mindful employees perceived their tasks as less boring 
and were more satisfied with their jobs, resulting in higher 
quality, though not quantity, outputs (Wihler et al., 2022). 
Future work on attentional environments could investigate 
the role of mindfulness in building resilience to distractions 
in modern workplaces, which feature open plan offices or 
always-connected workers.

Having discussed specific commonalities and then 
illustrative examples of contributions on two of Oman’s 
(2023) 14 dimensions, in the following sections, I focus in 
more depth on two underlying themes of Oman’s frame-
work: the role of resilience and issues around mindfulness 
measurement.

Mindfulness and Resilience

The central thesis of Oman’s (2023) paper is that mindful-
ness can contribute to global public health by building resil-
ience in individuals, communities, and whole populations. 
Resilience can be understood in many ways but is essentially 
about being able to recover quickly or easily from setbacks 
and disruptions. Within the organisational literature, a fur-
ther element in the definition of resilience is the ability not 
just to “bounce back” from but to grow in the face of adver-
sity (Good et al., 2016; Hartmann et al., 2020). This is com-
bined with a recognition that both work organisations and 
individuals can show resilience and that resilience should be 
viewed as an organisational process (Hartmann et al., 2020) 
or an individual capacity that develops over time (Luthans & 
Youssef-Morgan, 2017) rather than a fixed aptitude. These 
process models emphasise the importance of resilience 
mechanisms—that is, how resilience has its effects—as well 
as factors that promote resilience in determining outcomes 
over time.

At the individual level, resilience in organisational 
research is often conceptualised as part of psychological 
capital. Psychological capital is a higher order construct 
consisting of specific personal resources we can draw on 
to meet challenges, namely, hope, optimism, self-efficacy, 

and of course resilience (Luthans & Youssef-Morgan, 2017). 
The four resources are synergistic and positively related to 
job performance and satisfaction. But perhaps most impor-
tantly for mindfulness research, these resources are malle-
able and can be developed by targeted intervention (Luthans 
& Youssef-Morgan, 2017; Luthans et al., 2007).

Resilience and mindfulness have been shown to interact 
in predicting positive outcomes in the workplace (Craven 
et al., 2022) and MBSRs can improve levels of resilience 
in employees (Diachenko et al., 2021). There is good evi-
dence that mindfulness promotes resilience through several 
pathways. For example, by aiding in adopting a more objec-
tive perspective on potential stressors, mindfulness may 
enable employees to experience those stressors to be less 
threatening (Good et al., 2016). In addition, because mind-
ful employees show greater flexibility in responses, they 
are more likely to be able to find positive ways through a 
difficult situation and experience growth as a result (Good 
et al., 2016).

Organisational-level mindfulness differs somewhat from 
the definition of individual mindfulness drawn from East-
ern spirituality. It is not simply an aggregate of individual 
employee mindfulness but an emergent property of the col-
lective group. While it shares similarities in terms of “qual-
ity of attention”, the focus in organisational mindfulness 
is on processes or practices that enable the organisation 
to detect and respond to unexpected events (Wang et al., 
2021), that is, a “rich awareness of discriminatory detail 
and a capacity for action” (Weick et al., 2008, p. 37). In the 
model by Weick et al., a commitment to resilience is one of 
five processes by which organisational mindfulness can be 
developed.

Interest in organisational resilience has grown dramati-
cally, from around 10 publications a year on the topic in 
the early 2000s to over 300 a year by the end of the 2010s 
(Raetze et al., 2022), and there is significant variety in how 
resilience is conceptualised in these publications (Hillmann 
& Guenther, 2021). However, similarly to the view of resil-
ience as a developing capacity for individuals, Raetze et al. 
(2022) provide a process framework for organisational resil-
ience research in terms of three themes over the lifespan 
of an organisation: developing resilience, being proactive 
in preparing for future adversity, and reacting resiliently to 
an adverse event. Emerging research indicates that organi-
sational mindfulness can indeed contribute to developing 
organisational resilience at all three stages of readiness, 
response, and recovery (Wang et al., 2021). By ensuring 
appropriate allocation of awareness, organisational mindful-
ness identifies early potential signals and encourages readi-
ness and preparedness. By supporting emotional detach-
ment, mindfulness reduces negative reactions to crises 
and supports response and adaptation in the moment. And 
finally, by aligning attention towards key issues, mindfulness 
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fosters concentrated effort in recovery and adjustment (Wang 
et al., 2021).

In the majority of the literature, the beneficial effects of 
mindfulness and resilience are well supported. However, it 
should be noted that resilience may sometimes be maladap-
tive if it serves to conceal vulnerability and inhibit actions to 
address risk (Mahdiani & Ungar, 2021). For example, being 
too resilient may be a sign of self-enhancement or emotional 
withdrawal at the individual level or over-reliance on coping 
ability and therefore hidden fragility at the organisational 
level. Resilience may also be used to encourage people to 
tolerate inequity rather than address the causes of a problem 
(Mahdiani & Ungar, 2021), something of particular concern 
within a global health context. We should be cautious, there-
fore, in promoting mindfulness solely as a means to increase 
resilience to crises and instead focus on its utility in more 
upstream applications such as identifying and addressing 
the causes of crises and acting to prevent them as much as 
possible.

Measuring Mindfulness

A recurrent theme in Oman’s (2023) paper centres around 
the need to effectively demonstrate the utility of mindfulness 
while reiterating the apparent difficulty of measuring mind-
fulness. Self-report measures of mindfulness are referred to 
as having “widely disputed / questioned validity” four times 
in the paper (Oman, 2023). A thorough review of mind-
fulness measures is beyond the scope of this commentary 
(readers may wish to refer to Van Dam et al., 2018), but in 
this section, I offer comments on mindfulness measurement 
from the perspective of organisational psychology. First, I 
provide an alternative view of self-report measures. Second, 
I offer alternatives to self-report measures of mindfulness 
by focusing on mindfulness functions and outcomes. Third, 
I consider the noted need for contextualisation of mindful-
ness, its interventions, and its measurement as discussed in 
Dimensions A10 to 14.

Self‑report Measures of Mindfulness

Given the reliance that Oman (2023) places on so many 
research findings in mindfulness that are based on self-
report measures, it is odd that he makes such disparaging 
remarks about the measures themselves. There are certainly 
real concerns with self-report mindfulness measures, from 
ambiguity in construct validity through to research partici-
pants’ limitations of introspection meaning they may not be 
able to report accurately on their own mindfulness (Rosch, 
2015; Van Dam et al., 2018). This meta-cognitive confound 
in self-report measures is a common challenge (Sutton & 
Medvedev, 2023). But even the authors of the mindfulness 

measurement evaluations referred to in Oman’s paper do not 
recommend abandoning self-report altogether. Instead, they 
recommend good research practice of adopting multimodal 
measures and urge researchers to precisely specify the aspect 
of mindfulness and its function that they are addressing (Van 
Dam et al., 2018). Psychology in general and applied psy-
chology fields such as organisational psychology have built 
significant expertise in developing and validating measures 
of complex, abstract concepts, and this expertise should not 
be dismissed because there are limitations.

There are certainly well-established measures to assess 
state mindfulness and trait mindfulness, on a range of dif-
ferent facets and a range of contexts. For example, recent 
systematic reviews evaluate measures of mindfulness for 
children and adolescents (Bender et al., 2023) and mindful-
ness skills in people with personality disorders (Caletti et al., 
2020). In their review of measures relevant to the workplace, 
Qu et al. (2015) noted a similar concern to Oman (2023) in 
that some self-report measures did not demonstrate criterion 
validity, but were still able to recommend two measures. 
More recently, a work-specific measure of mindfulness has 
been developed which evaluates four sub-facets (Describ-
ing, Nonreactivity, Nonjudging, and Act with Awareness) 
and demonstrates reliability, construct, and criterion validity 
(Hülsheger & Alberts, 2021). Researchers and practitioners 
wishing to evaluate mindfulness therefore have a range of 
measures available to them.

The sensitivity of different measures to change follow-
ing MBIs has also been evaluated in a systematic review, so 
that researchers can choose the most appropriate measure 
for their study (Baer et al., 2019). Drawing on this exper-
tise, choosing methods and measures appropriate to their 
research question will allow researchers to identify the mal-
leable aspects of mindfulness as well as address the need for 
population-level overviews of patterns of trait mindfulness.

Alternatives to Self‑report Measures

As a result of his critique of self-report measures, Oman 
(2023) makes the welcome call for alternative measures of 
mindfulness. In addition to the use of carefully chosen and 
validated self-report measures of mindfulness, therefore, a 
complementary approach to measurement could be to meas-
ure more distal outcomes. This is a common approach in 
organisational research, where the aim is often to demon-
strate the effect of interventions on downstream or multi-
level outcomes such as job satisfaction, engagement, or even 
organisational performance (Sutton & Atkinson, 2023). As 
Van Dam et al. (2018) recommend, mindfulness research 
should focus on the functions that change with mindfulness 
training. One of the closely related concepts of relevance to 
mindfulness and public health is of course resilience, which 
Oman (2023) presents as the central linking factor. Hillmann 
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and Guenther (2021) and Raetze et al. (2022) provide recent, 
thorough reviews of established measures of resilience at 
both individual and organisational levels that could be help-
ful for researchers.

In addition to identifying the functions associated with 
higher levels of mindfulness, such as higher motivation 
or better work attitudes (Hülsheger & Alberts, 2021), 
more experimental approaches will provide convinc-
ing evidence of the effects of specific improvements in 
mindfulness. For example, we have good evidence of the 
effect of MBIs on participant well-being, but what cogni-
tive changes result from participants engaging in MBIs? 
Evidence from studies in the armed forces indicate that 
mindfulness training significantly improves attention and 
working memory (Zanesco et al., 2019) and may protect 
from attentional performance decline during intensive 
training (Roemer et al., 2023). Establishing the func-
tions that change with mindfulness will allow research-
ers to triangulate these more objectively measured out-
comes with self-report measures of mindfulness in future 
research.

Contextualisation of MBIs

Establishing the effect of mindfulness training relies, of 
course, on clarity about what is involved in that training, yet 
MBIs differ substantially (e.g. Creswell, 2017). As Oman 
(2023) notes in the discussions of Dimensions A10 to A14, 
contextualisation is a shared vital concern for mindfulness 
and public health practitioners. The contextualisation and 
adaptation of MBIs is necessary in order to improve uptake 
and ensure that the expected benefits of an intervention are 
gleaned in a new context, but the greater the adaptation, the 
more risk that the eventual intervention no longer resembles 
the one for which we have the evidence.

The extensive variation in mindfulness training in the 
workplace reflects the construct ambiguity that has been crit-
icised in mindfulness measures. To what extent can the train-
ing delivered by “mindfulness-based coaching” (Shelly & 
Zaidman, 2023) be considered equivalent to a “smartphone 
mindfulness meditation app” (Bostock et al., 2019)? And 
if participants in both studies report improvement in well-
being and job outcomes, to what extent can we conclude this 
is due to “mindfulness” training? Similarly, recent work has 
indicated that employees prefer brief, informal mindfulness 
practices to longer, more formal practices; and yet the type 
of practice did not affect the extent of positive benefit from 
MBSR training (Verger et al., 2021). Findings like these, 
taken in isolation, may encourage work organisations, or 
indeed health systems, to focus their attentions on rather 
tokenistic attempts at developing mindfulness.

A similar issue arises when established mindfulness train-
ing programmes are tailored for a new context. Kabat-Zinn’s 

original 8-week MBSR programme has been significantly 
adapted and tailored to different contexts, to the extent that 
in some cases it may be barely recognisable. But a good 
example of clarity and transparency in the tailoring process 
is provided by the MBAT programme for the US military 
(e.g. Zanesco et al., 2019), which maintains high fidelity in 
reproduction by ensuring training for its trainers and work-
ing with local experts to assist with tailoring to new contexts 
(Roemer et al., 2023). A high level of clarity and detail of 
mindfulness training content, delivery, timescales, materials, 
and instructors—not to mention theoretical underpinnings—
is essential if the potential contribution of mindfulness to 
global public health is to be realised.

Conclusion

In this commentary, I have identified interconnections 
between mindfulness research in work organisations and 
Oman’s (2023) examination of mindfulness in global public 
health. The primary focus was on the concept of mindfulness 
as a preventative resource, shedding light on how certain 
employers may misuse mindfulness training to evade their 
responsibility in risk reduction. Second, I illustrated how 
mindfulness research in work organisations can contribute 
to the dimensions of potential alignment between mindful-
ness and global health, by focusing on two in particular: 
research with understudied populations and developments in 
understanding attentional environments at work. Third, I dis-
cussed in depth the contributions that organisationally situ-
ated mindfulness research can make to the underlying thesis 
of Oman’s framework: that mindfulness can help to build 
resilience. Drawing on evidence from individual and organi-
sational research, resilience was conceptualised as a process 
in which mindfulness plays a critical role. Finally, the com-
mentary provides a critique and response to the issues of 
measurement raised in Oman’s paper. While acknowledg-
ing the relevance of self-report measures of mindfulness, I 
advocate for the importance of triangulating such measures 
with other objective indicators. Additionally, I highlight the 
need for transparency and clarity in mindfulness training 
to establish its effectiveness. Ultimately, this commentary 
underlines the value of Oman’s framework for aligning 
mindfulness and public health, emphasising the potential 
contributions of organisational psychology research and 
theory to this endeavour.

Funding  Open Access funding enabled and organized by CAUL and 
its Member Institutions

Declarations 

Conflict of Interest  The author declares no competing interests.



	 Mindfulness

1 3

Research Involving Human Participants and/or Animals  Not applicable: 
no primary data.

Informed Consent  Not applicable: no primary data.

Open Access  This article is licensed under a Creative Commons Attri-
bution 4.0 International License, which permits use, sharing, adapta-
tion, distribution and reproduction in any medium or format, as long 
as you give appropriate credit to the original author(s) and the source, 
provide a link to the Creative Commons licence, and indicate if changes 
were made. The images or other third party material in this article are 
included in the article’s Creative Commons licence, unless indicated 
otherwise in a credit line to the material. If material is not included in 
the article’s Creative Commons licence and your intended use is not 
permitted by statutory regulation or exceeds the permitted use, you will 
need to obtain permission directly from the copyright holder. To view a 
copy of this licence, visit http://creativecommons.org/licenses/by/4.0/.

References

Ainsworth, B., Atkinson, M. J., AlBedah, E., Duncan, S., Groot, J., 
Jacobsen, P., James, A., Jenkins, T. A., Kylisova, K., Marks, E., 
Osborne, E. L., Remskar, M., & Underhill, R. (2023). Current 
tensions and challenges in mindfulness research and practice. 
Journal of Contemporary Psychotherapy. https://​doi.​org/​10.​1007/​
s10879-​023-​09584-9

Althammer, S. E., Reis, D., Beek, S., Beck, L., & Michel, A. (2021). A 
mindfulness intervention promoting work–life balance: How seg-
mentation preference affects changes in detachment, well-being, 
and work–life balance. Journal of Occupational and Organiza-
tional Psychology, 94(2), 282–308. https://​doi.​org/​10.​1111/​joop.​
12346

American Psychological Association. (2013). Industrial and Organi-
zational Psychology Provides Workplace Solutions. https://​www.​
apa.​org/​educa​tion-​career/​guide/​subfi​elds/​organ​izati​onal

Baer, R., Carmody, J., & Hunsinger, M. (2012). Weekly change in 
mindfulness and perceived stress in a mindfulness-based stress 
reduction program. Journal of Clinical Psychology, 68(7), 755–
765. https://​doi.​org/​10.​1002/​jclp.​21865

Baer, R., Gu, J., Cavanagh, K., & Strauss, C. (2019). Differential sen-
sitivity of mindfulness questionnaires to change with treatment: A 
systematic review and meta-analysis. Psychological Assessment, 
31(10), 1247–1263. https://​doi.​org/​10.​1037/​pas00​00744

Bartlett, L., Martin, A., Neil, A. L., Memish, K., Otahal, P., Kilpatrick, 
M., & Sanderson, K. (2019). A systematic review and meta-anal-
ysis of workplace mindfulness training randomized controlled tri-
als. Journal of Occupational Health Psychology, 24(1), 108–126. 
https://​doi.​org/​10.​1037/​ocp00​00146

Bender, S. L., Lawson, T., & Palacios, A. M. (2023). Mindfulness 
measures for children and adolescents: A systematic review. Con-
temporary School Psychology, 27(1), 104–117. https://​doi.​org/​10.​
1007/​s40688-​022-​00433-5

Bostock, S., Crosswell, A. D., Prather, A. A., & Steptoe, A. (2019). 
Mindfulness on-the-go: Effects of a mindfulness meditation 
app on work stress and well-being. Journal of Occupational 
Health Psychology, 24(1), 127–138. https://​doi.​org/​10.​1037/​
ocp00​00118

British Psychological Society. (2023). Occupational psychologist job 
profile. https://​www.​bps.​org.​uk/​occup​ation​al-​psych​ologi​st-​job-​
profi​le

Business Group on Health. (2022). 12th Annual Employer-Sponsored 
Health and Well-Being Survey. Business Group on Health.

Caletti, E., Pagliari, C., Vai, B., Delvecchio, G., & Brambilla, P. (2020). 
Which are the best questionnaires to longitudinally evaluate mind-
fulness skills in personality disorders? Journal of Affective Dis-
orders, 277, 169–174. https://​doi.​org/​10.​1016/j.​jad.​2020.​08.​009

Chen, S., & Grupe, D. W. (2021). Trait mindfulness moderates the 
association between stressor exposure and perceived stress in law 
enforcement officers. Mindfulness, 12(9), 2325–2338. https://​doi.​
org/​10.​1007/​s12671-​021-​01707-4

CIPD. (2019). Health at work: Prevention is better than cure. Char-
tered Institute of Personnel and Development Voice. https://​
www.​cipd.​org/​uk/​views-​and-​insig​hts/​thoug​ht-​leade​rship/​cipd-​
voice/​healt​hier-​work/

CIPD. (2022). Health and Wellbeing at Work 2022. Chartered Insti-
tute of Personnel and Development.

Cooper, C. L., & Payne, R. (1988). Causes, coping, and conse-
quences of stress at work. Wiley.

Craven, H. P., Hallmark, M., Holland, F., & Maratos, F. A. (2022). 
Factors influencing successful coping among crime scene inves-
tigation (CSI) personnel: Recruiting for resilience—A mixed 
methods study. Journal of Police and Criminal Psychology, 
37(3), 549–568. https://​doi.​org/​10.​1007/​s11896-​022-​09521-x

Creswell, J. D. (2017). Mindfulness interventions. Annual Review 
of Psychology, 68, 491–516. https://​doi.​org/​10.​1146/​annur​
ev-​psych-​042716-​051139

Czikszentmihalyi, M. (1990). Flow: The psychology of optimal expe-
rience. Harper and Row.

Diachenko, M., Smith, K. K., Fjorback, L., Hansen, N. V., Linkenkaer-
Hansen, K., & Pallesen, K. J. (2021). Pre-retirement employees 
experience lasting improvements in resilience and well-being after 
mindfulness-based stress reduction. Frontiers in Psychology, 12, 
699088. https://​doi.​org/​10.​3389/​fpsyg.​2021.​699088

Eby, L. T., Allen, T. D., Conley, K. M., Williamson, R. L., Hender-
son, T. G., & Mancini, V. S. (2019). Mindfulness-based training 
interventions for employees: A qualitative review of the literature. 
Human Resource Management Review, 29(2), 156–178. https://​
doi.​org/​10.​1016/j.​hrmr.​2017.​03.​004

Gault, M. (2021). Amazon Introduces Tiny ‘ZenBooths’ for Stressed-
Out Warehouse Workers. Vice. https://​www.​vice.​com/​en/​artic​le/​
wx5nmw/​amazon-​intro​duces-​tiny-​zenbo​oths-​for-​stres​sed-​out-​
wareh​ouse-​worke​rs

Good, D. J., Lyddy, C. J., Glomb, T. M., Bono, J. E., Brown, K. W., 
Duffy, M. K., Baer, R. A., Brewer, J. A., & Lazar, S. W. (2016). 
Contemplating mindfulness at work: An integrative review. Jour-
nal of Management, 42(1), 114–142. https://​doi.​org/​10.​1177/​
01492​06315​617003

Hartmann, S., Weiss, M., Newman, A., & Hoegl, M. (2020). Resil-
ience in the workplace: A multilevel review and synthesis. Applied 
Psychology, 69(3), 913–959. https://​doi.​org/​10.​1111/​apps.​12191

Hillmann, J., & Guenther, E. (2021). Organizational resilience: A valuable 
construct for management research? International Journal of Man-
agement Reviews, 23(1), 7–44. https://​doi.​org/​10.​1111/​ijmr.​12239

HSE, H. and S. E. (2018). Work related stress, depression or anxiety 
in Great Britain. http://​www.​hse.​gov.​uk/​stati​stics/​causd​is/​stress/​
index.​htm

Hülsheger, U. R., & Alberts, H. J. E. M. (2021). Assessing facets of 
mindfulness in the context of work: The Mindfulness@Work 
Scale as a work-specific, multidimensional measure of mindful-
ness. Applied Psychology: An International Review, 70(4), 1728–
1783. https://​doi.​org/​10.​1111/​apps.​12297

Hwang, Y. S., Noh, J. E., & Singh, N. N. (2021). Mindfulness for 
developing communities of practice for educators in schools. 
Mindfulness, 12(12), 2966–2982. https://​doi.​org/​10.​1007/​
s12671-​021-​01758-7

Jamieson, S. D., & Tuckey, M. R. (2017). Mindfulness interventions 
in the workplace: A critique of the current state of the literature. 

http://creativecommons.org/licenses/by/4.0/
https://doi.org/10.1007/s10879-023-09584-9
https://doi.org/10.1007/s10879-023-09584-9
https://doi.org/10.1111/joop.12346
https://doi.org/10.1111/joop.12346
https://www.apa.org/education-career/guide/subfields/organizational
https://www.apa.org/education-career/guide/subfields/organizational
https://doi.org/10.1002/jclp.21865
https://doi.org/10.1037/pas0000744
https://doi.org/10.1037/ocp0000146
https://doi.org/10.1007/s40688-022-00433-5
https://doi.org/10.1007/s40688-022-00433-5
https://doi.org/10.1037/ocp0000118
https://doi.org/10.1037/ocp0000118
https://www.bps.org.uk/occupational-psychologist-job-profile
https://www.bps.org.uk/occupational-psychologist-job-profile
https://doi.org/10.1016/j.jad.2020.08.009
https://doi.org/10.1007/s12671-021-01707-4
https://doi.org/10.1007/s12671-021-01707-4
https://www.cipd.org/uk/views-and-insights/thought-leadership/cipd-voice/healthier-work/
https://www.cipd.org/uk/views-and-insights/thought-leadership/cipd-voice/healthier-work/
https://www.cipd.org/uk/views-and-insights/thought-leadership/cipd-voice/healthier-work/
https://doi.org/10.1007/s11896-022-09521-x
https://doi.org/10.1146/annurev-psych-042716-051139
https://doi.org/10.1146/annurev-psych-042716-051139
https://doi.org/10.3389/fpsyg.2021.699088
https://doi.org/10.1016/j.hrmr.2017.03.004
https://doi.org/10.1016/j.hrmr.2017.03.004
https://www.vice.com/en/article/wx5nmw/amazon-introduces-tiny-zenbooths-for-stressed-out-warehouse-workers
https://www.vice.com/en/article/wx5nmw/amazon-introduces-tiny-zenbooths-for-stressed-out-warehouse-workers
https://www.vice.com/en/article/wx5nmw/amazon-introduces-tiny-zenbooths-for-stressed-out-warehouse-workers
https://doi.org/10.1177/0149206315617003
https://doi.org/10.1177/0149206315617003
https://doi.org/10.1111/apps.12191
https://doi.org/10.1111/ijmr.12239
http://www.hse.gov.uk/statistics/causdis/stress/index.htm
http://www.hse.gov.uk/statistics/causdis/stress/index.htm
https://doi.org/10.1111/apps.12297
https://doi.org/10.1007/s12671-021-01758-7
https://doi.org/10.1007/s12671-021-01758-7


Mindfulness	

1 3

Journal of Occupational Health Psychology, 22(2), 180–193. 
https://​doi.​org/​10.​1037/​ocp00​00048

Jankowski, T., & Holas, P. (2020). Effects of brief mindfulness medi-
tation on attention switching. Mindfulness, 11(5), 1150–1158. 
https://​doi.​org/​10.​1007/​s12671-​020-​01314-9

Kabat-Zinn, J., Lipworth, L., & Burney, R. (1985). The clinical use 
of mindfulness meditation for the self-regulation of chronic 
pain. Journal of Behavioral Medicine, 8(2), 163–190. https://​
doi.​org/​10.​1007/​BF008​45519

Kachan, D., Olano, H., Tannenbaum, S. L., Annane, D. W., Mehta, 
A., Arheart, K. L., Fleming, L. E., Yang, X., McClure, L. A., 
& Lee, D. J. (2019). Prevalence of mindfulness practices in 
the us workforce: National Health Interview survey. Preventing 
Chronic Disease, 14(1), 1–12. https://​doi.​org/​10.​5888/​PCD14.​
160034

Luthans, F., & Youssef-Morgan, C. M. (2017). Psychological capi-
tal: An evidence-based positive approach. Annual Review of 
Organizational Psychology and Organizational Behavior, 4, 
339–366. https://​doi.​org/​10.​1146/​annur​ev-​orgps​ych

Luthans, F., Avolio, B. J., Avey, J. B., & Norman, S. M. (2007). 
Positive psychological capital: Measurement and relationship 
with performance and satisfaction. Personnel Psychology, 60(3), 
541–572. https://​doi.​org/​10.​1111/j.​1744-​6570.​2007.​00083.x

Lyddy, C. J., Good, D. J., Bolino, M. C., Thompson, P. S., & Stephens, 
J. P. (2021). The costs of mindfulness at work: The moderating 
role of mindfulness in surface acting, self-control depletion, and 
performance outcomes. Journal of Applied Psychology, 106(12), 
1921–1938. https://​doi.​org/​10.​1037/​apl00​00863

Mahdiani, H., & Ungar, M. (2021). The dark side of resilience. 
Adversity and Resilience Science, 2(3), 147–155. https://​doi.​
org/​10.​1007/​s42844-​021-​00031-z

Mehmood, H., & Siu, O.-L. (2020). Reducing disruptions caused by social 
networking sites through mindfulness: A case in point. In S. K. Dhi-
man (Ed.), The Routledge Companion to Mindfulness at Work (pp. 
374–385). Routledge.

Michaelsen, M. M., Graser, J., Onescheit, M., Tuma, M. P., Werdecker, 
L., Pieper, D., & Esch, T. (2023). Mindfulness-based and mind-
fulness-informed interventions at the workplace: A systematic 
review and meta-regression analysis of RCTs. Mindfulness, 14(6), 
1271–1304. https://​doi.​org/​10.​1007/​s12671-​023-​02130-7

Nakamura, J., & Csikszentmihalyi, M. (2009). Flow theory and 
research. In S. J. Lopez & C. R. Snyder (Eds.), Oxford handbook 
of positive psychology (pp. 195–206). Oxford University Press.

Newport, C. (2016). Deep work: Rules for focused success in a dis-
tracted world. Hachette, UK.

Oman, D. (2023). Mindfulness for global public health: Critical 
analysis and agenda. Mindfulness. https://​doi.​org/​10.​1007/​
s12671-​023-​02089-5

Qu, Y(Elly)., Dasborough, M. T., & Todorova, G. (2015). Which mind-
fulness measures to choose to use? Industrial and Organizational 
Psychology, 8(4), 710–723. https://​doi.​org/​10.​1017/​iop.​2015.​105

Raetze, S., Duchek, S., Maynard, M. T., & Wohlgemuth, M. (2022). 
Resilience in organization-related research: An integrative con-
ceptual review across disciplines and levels of analysis. Jour-
nal of Applied Psychology, 107(6), 867–897. https://​doi.​org/​
10.​1037/​apl00​00952

Roemer, A., Sutton, A., Grimm, C., & Medvedev, O. N. (2021). 
Effectiveness of a low-dose mindfulness-based intervention 
for alleviating distress in young unemployed adults. Stress and 
Health, 37(2), 320–328. https://​doi.​org/​10.​1002/​smi.​2997

Roemer, A., Sutton, A., Grimm, C., Kimber, S., & Medvedev, O. 
N. (2023). Mindfulness-based attention training in the navy: 
A feasibility study. Psychological Reports. https://​doi.​org/​10.​
1177/​00332​94123​11544​42

Rosch, E. (2015). The emperor’s clothes: A look behind the western mind-
fulness mystique. In B. D. Ostafin, M. D. Robinson, & B. P. Meier 

(Eds.), Handbook of Mindfulness and Self-Regulation (pp. 271–292). 
Springer. https://​doi.​org/​10.​1007/​978-1-​4939-​2263-5_​19

Shelly, R., & Zaidman, N. (2023). Outcomes of mindfulness-based 
coaching for managers. Coaching: An International Journal of 
Theory, Research and Practice, 16(1), 31–48. https://​doi.​org/​
10.​1080/​17521​882.​2021.​20174​72

Sutton, A., & Atkinson, C. (2023). Performance at the cost of well-
being? Testing the multi-level effects of HR practices on organi-
sational performance via employee experiences and well-being. 
Evidence-Based HRM: A Global Forum for Empirical Scholar-
ship. https://​doi.​org/​10.​1108/​EBHRM-​12-​2022-​0299

Sutton, A., & Medvedev, O. N. (2023). Development and vali-
dation of the awareness outcomes measure (AOM) using 
Rasch approach. Mindfulness. https://​doi.​org/​10.​1007/​
s12671-​022-​02047-7

Urrila, L. I. (2022). From personal wellbeing to relationships: A 
systematic review on the impact of mindfulness interventions 
and practices on leaders. Human Resource Management Review, 
32(3), 1–17. https://​doi.​org/​10.​1016/j.​hrmr.​2021.​100837

Van Dam, N. T., van Vugt, M. K., Vago, D. R., Schmalzl, L., Saron, 
C. D., Olendzki, A., Meissner, T., Lazar, S. W., Kerr, C. E., Gor-
chov, J., Fox, K. C. R., Field, B. A., Britton, W. B., Brefczynski-
Lewis, J. A., & Meyer, D. E. (2018). Mind the hype: A critical 
evaluation and prescriptive agenda for research on mindfulness 
and meditation. Perspectives on Psychological Science, 13(1), 
36–61. https://​doi.​org/​10.​1177/​17456​91617​709589

van der Noordt, M., IJzelenberg, H., Droomers, M., & Proper, K. I. 
(2014). Health effects of employment: A systematic review of 
prospective studies. Occupational and Environmental Medicine, 
71(10), 730–736. https://​doi.​org/​10.​1136/​oemed-​2013-​101891

Vasiļjeva, D., Nübold, A., Hülsheger, U. R., & Nederkoorn, C. 
(2023). Daily work stressors and unhealthy snacking: The mod-
erating role of trait mindfulness. Occupational Health Science. 
https://​doi.​org/​10.​1007/​s41542-​023-​00146-y

Verger, N., Shankland, R., Strub, L., Kotsou, I., Leys, C., & Steiler, 
D. (2021). Mindfulness-based programs, perceived stress and 
well-being at work: The preferential use of informal practices. 
European Review of Applied Psychology / Revue Européenne 
De Psychologie Appliquée, 71(6), 1–9. https://​doi.​org/​10.​1016/j.​
erap.​2021.​100709

Von Bergen, C. W., & Bressler, M. S. (2019). Work, non-work 
boundaries and the right to disconnect. Journal of Applied Busi-
ness and Economics, 21(2), 51–69. https://​doi.​org/​10.​33423/​
jabe.​v21i1.​1454

Waddell, G., & Burton, A. K. (2006). Is work good for your health 
and well-being? The Stationery Office.

Wang, L., Müller, R., Zhu, F., & Yang, X. (2021). Collective mind-
fulness: The key to organizational resilience in megaprojects. 
Project Management Journal, 52(6), 592–606. https://​doi.​org/​
10.​1177/​87569​72821​10449​08

Weick, K. E., Sutcliffe, K. M., & Obstfeld, D. (2008). Organizing 
for high reliability: Processes of collective mindfulness. Crisis 
Management, 3(1), 81–123.

Wihler, A., Hülsheger, U. R., Reb, J., & Menges, J. I. (2022). It’s so 
boring—Or is it? Examining the role of mindfulness for work 
performance and attitudes in monotonous jobs. Journal of 
Occupational and Organizational Psychology, 95(1), 131–154. 
https://​doi.​org/​10.​1111/​joop.​12370

World Health Organisation. (2005). The Bangkok charter for health 
promotion in a globalized world. 6th Global Conference on 
Health Promotion, 1–6. http://​www.​who.​int/​healt​hprom​otion/​
confe​rences/​6gchp/​hpr_​050829_​BCHP.​pdf

World Health Organization. (2015). Health in all policies: Training 
manual. World Health Organization.

Zanesco, A. P., Denkova, E., Rogers, S. L., MacNulty, W. K., & 
Jha, A. P. (2019). Mindfulness training as cognitive training in 

https://doi.org/10.1037/ocp0000048
https://doi.org/10.1007/s12671-020-01314-9
https://doi.org/10.1007/BF00845519
https://doi.org/10.1007/BF00845519
https://doi.org/10.5888/PCD14.160034
https://doi.org/10.5888/PCD14.160034
https://doi.org/10.1146/annurev-orgpsych
https://doi.org/10.1111/j.1744-6570.2007.00083.x
https://doi.org/10.1037/apl0000863
https://doi.org/10.1007/s42844-021-00031-z
https://doi.org/10.1007/s42844-021-00031-z
https://doi.org/10.1007/s12671-023-02130-7
https://doi.org/10.1007/s12671-023-02089-5
https://doi.org/10.1007/s12671-023-02089-5
https://doi.org/10.1017/iop.2015.105
https://doi.org/10.1037/apl0000952
https://doi.org/10.1037/apl0000952
https://doi.org/10.1002/smi.2997
https://doi.org/10.1177/00332941231154442
https://doi.org/10.1177/00332941231154442
https://doi.org/10.1007/978-1-4939-2263-5_19
https://doi.org/10.1080/17521882.2021.2017472
https://doi.org/10.1080/17521882.2021.2017472
https://doi.org/10.1108/EBHRM-12-2022-0299
https://doi.org/10.1007/s12671-022-02047-7
https://doi.org/10.1007/s12671-022-02047-7
https://doi.org/10.1016/j.hrmr.2021.100837
https://doi.org/10.1177/1745691617709589
https://doi.org/10.1136/oemed-2013-101891
https://doi.org/10.1007/s41542-023-00146-y
https://doi.org/10.1016/j.erap.2021.100709
https://doi.org/10.1016/j.erap.2021.100709
https://doi.org/10.33423/jabe.v21i1.1454
https://doi.org/10.33423/jabe.v21i1.1454
https://doi.org/10.1177/87569728211044908
https://doi.org/10.1177/87569728211044908
https://doi.org/10.1111/joop.12370
http://www.who.int/healthpromotion/conferences/6gchp/hpr_050829_BCHP.pdf
http://www.who.int/healthpromotion/conferences/6gchp/hpr_050829_BCHP.pdf


	 Mindfulness

1 3

high-demand cohorts: An initial study in elite military service-
members. Progress in Brain Research, 244, 323–354. https://​
doi.​org/​10.​1016/​bs.​pbr.​2018.​10.​001

Publisher's Note  Springer Nature remains neutral with regard to 
jurisdictional claims in published maps and institutional affiliations.

https://doi.org/10.1016/bs.pbr.2018.10.001
https://doi.org/10.1016/bs.pbr.2018.10.001

	Cultivating Global Health: Exploring Mindfulness Through an Organisational Psychology Lens
	Abstract
	Work, Mindfulness, and Health
	Nuances in Mindfulness Research
	Bridging Concepts
	Communal Mindfulness
	Mindfulness as Preventative or Curative

	Dimensions of Alignment and Organisational Mindfulness Research
	Mindfulness and Resilience
	Measuring Mindfulness
	Self-report Measures of Mindfulness
	Alternatives to Self-report Measures
	Contextualisation of MBIs

	Conclusion
	References


