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This study conducts a bibliometric analysis to explore the intellectual
landscape and thematic evolution of mindfulness practices in
corporate human resource (HR) strategies, with a particular focus on
their relationship to employee productivity and well-being. Drawing
data exclusively from the Scopus database, the study utilizes
VOSviewer to visualize co-occurrence networks, author collaborations,
and international research contributions. The results indicate that
“mindfulness” and “human resource management” are central,
frequently linked with themes such as stress management, leadership,
job satisfaction, and mental health. Temporal trends reveal a shift from
individual therapeutic benefits to system-level applications in strategic
HR practices. Prominent scholars such as Kabat-Zinn, Brown,
Schaufeli, and Bakker anchor different intellectual clusters, while
countries like the United States, United Kingdom, and Australia
dominate in research production and collaboration. The findings
highlight the increasing institutionalization of mindfulness as an HR
tool for cultivating well-being, engagement, and sustainable
organizational performance. This study not only synthesizes existing
scholarship but also identifies key gaps and future research
opportunities in integrating mindfulness into contemporary HR
strategies.
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1. INTRODUCTION

In an era characterized by constant
change, information overload, and increasing
demands on employee performance, the
corporate world has been compelled to
reevaluate traditional human resource (HR)
strategies. Organizations are now seeking
innovative approaches to enhance employee

well-being, engagement, and productivity.
Among the emerging concepts gaining
widespread attention is mindfulness—a
mental state achieved by focusing one’s
awareness on the present moment, while
calmly acknowledging and accepting one’s
feelings, thoughts, and bodily sensations [1],
[2]. Originally rooted in Eastern meditation
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traditions, mindfulness has now permeated
the organizational landscape, especially
within HR management. This transition
reflects a growing recognition that employee
mental health and emotional resilience are
central to sustained productivity and
organizational success [3].

Corporate mindfulness initiatives are
increasingly implemented as part of broader
well-being  programs and leadership
development strategies. Research has shown
that mindfulness practices can significantly
reduce workplace stress, burnout, and
emotional  exhaustion while fostering
improved concentration, empathy, and
interpersonal communication [4], [5]. In HR
practice, this has translated into mindfulness-
based training sessions, meditation breaks,
and the incorporation of mindful leadership
principles into corporate culture. Notably,
companies such as Google, General Mills, and
SAP have reported positive outcomes from
implementing mindfulness-based programs,
reinforcing the relevance of these practices in
contemporary organizational development
[6].

Furthermore, the integration of
mindfulness into HR strategies resonates with
the shift toward more human-centered and
sustainable approaches to talent
management.  Traditional  performance-
driven HR metrics are being complemented
with well-being indices and employee
satisfaction as key performance indicators.
This evolution is informed by a growing body
of literature suggesting that mindfulness not
only contributes to individual mental clarity
but also enhances team dynamics, decision-
making quality, and overall organizational
resilience [7], [8]. Consequently, mindfulness
has evolved from being a wellness trend into
a strategic component of organizational
effectiveness.

At the theoretical level, corporate
mindfulness intersects with psychological
capital, emotional intelligence, and positive
organizational behavior (POB). These
concepts emphasize cultivating inner
strengths and adaptive capacities among
employees to foster high-performing and

supportive work environments. Studies in
organizational psychology indicate that
mindfulness can act as a mediator between job
demands and psychological outcomes,
reinforcing its strategic relevance in
mitigating the negative impacts of high-
pressure work environments [9], [10]. In this
light, mindfulness emerges not merely as a
stress-reduction  technique but as a
foundational competency for navigating
complexity, ambiguity, and digital disruption
in the modern workplace.

Despite the increasing
implementation of mindfulness programs
across industries, the academic landscape on
this topic remains fragmented. Various
disciplines —including psychology,
management, neuroscience, and
organizational studies—have contributed to
the discourse, resulting in a rich yet disjointed
body  of  knowledge. Given  the
interdisciplinary nature of mindfulness and
the growing interest in its application in
corporate HR strategies, there is a compelling
need to systematically map and analyze the
evolution, trends, and intellectual structure of
this research field. Bibliometric analysis offers
a powerful tool to uncover influential works,
emerging themes, and potential research gaps
in the study of mindfulness and productivity
within organizational contexts.

Although  numerous  empirical
studies and theoretical models have
highlighted the positive effects of
mindfulness on individual and organizational
performance, there remains a lack of cohesive
understanding regarding how mindfulness
practices are conceptualized, applied, and
evaluated within HR strategies across diverse
corporate settings. The proliferation of
research has led to varying definitions,
scopes, and methodological approaches,
making it difficult to synthesize findings and
formulate evidence-based practices.
Moreover, the absence of a comprehensive
bibliometric review hinders the ability of
scholars and practitioners to identify
dominant themes, influential contributors,
and underexplored areas within the field. This
fragmentation necessitates a structured
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investigation = to  consolidate  existing
knowledge and inform future directions in the
integration of mindfulness into HR strategy
and corporate productivity. This study aims
to conduct a bibliometric analysis of scholarly
literature on corporate mindfulness and its
relationship with employee productivity and
HR strategies.

2. LITERATURE REVIEW

2.1 Conceptual  Foundations of
Mindfulness in Organizational
Research

Mindfulness, originally
derived from Buddhist
meditation = practices,  was
introduced into secular research
primarily through the work of
[11], who defined it as “paying
attention in a particular way: on
purpose, in the present moment,
and nonjudgmentally.” This
definition has served as a
cornerstone for psychological
and organizational adaptations
of mindfulness. In organizational
contexts, mindfulness is often
operationalized as both a
personal trait and a state of
awareness that enhances
cognitive and emotional
regulation [12], [13].

Within HR-related studies,
mindfulness is increasingly
framed as a metacognitive
resource—supporting attention
regulation, emotional
intelligence, and resilience in
dynamic work environments
[14]. The construct is further
enriched by [15] concept of
"socio-cognitive  mindfulness,"
which emphasizes openness to
novelty and context sensitivity in
decision-making. These dual
perspectives provide a
theoretical base that positions
mindfulness as both a personal

competency and a collective
cultural value in organizations.

2.2 Mindfulness and Individual-

Level Outcomes

A substantial body of
empirical work explores the link
between  mindfulness  and
individual employee outcomes.
Numerous studies report that
mindfulness practice leads to
reductions in stress, anxiety, and
burnout—common afflictions in
high-pressure corporate
environments [14], [16].
Mindfulness is found to improve
cognitive flexibility, self-
awareness, and attentional
control, thereby enhancing task
performance and creativity [17],
[18].

Mindfulness also plays a
mediating role in emotional labor
and workplace conflict
management. For instance, [19]
found that mindful individuals
demonstrate higher levels of
emotional regulation, allowing
them to  respond  more
constructively to interpersonal
challenges. These findings are
particularly relevant for HR
managers seeking to foster
psychologically safe and

collaborative workspaces.
Moreover, meta-analyses have
shown that mindfulness

interventions improve well-
being indicators such as job
satisfaction and engagement,
leading to lower turnover
intentions and absenteeism [20].
The positive correlation between
mindfulness and psychological
capital —an aggregate of hope,
efficacy, resilience, and
optimism—has also  been
documented. [21] suggest that
mindfulness training can be a
valuable input for developing
psychological resources that
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buffer against occupational
stressors and support
performance under pressure.
2.3 Organizational  Applications
and HR Strategies
Mindfulness has increasingly
become an embedded
component in corporate HR
strategies. Programs such as
Mindfulness-Based Stress
Reduction (MBSR) and
mindfulness-based cognitive
therapy (MBCT) are adapted for
workplace settings, often as part
of leadership training, talent
development, or employee
wellness initiatives.
Corporations such as SAP,
Google, and Intel have

implemented structured
mindfulness programs, reporting
improvements in focus,

empathy, and innovation among
employees [22].

Mindfulness has increasingly
become an embedded
component in corporate HR
strategies. Programs such as
Mindfulness-Based Stress
(MBSR) and
mindfulness-based cognitive
therapy (MBCT) are adapted for
workplace settings, often as part
of leadership training, talent
development, or
wellness

Reduction

employee
initiatives.

4. RESULTS AND DISCUSSION

4.1 Keyword Co-Occurrence Network

Corporations such as SAP,
Google, and Intel have

implemented structured
mindfulness programs, reporting
improvements in focus,

empathy, and innovation among
employees [23].

3. METHODS

This study employs a bibliometric
analysis to systematically examine the
scholarly landscape of mindfulness practices
within corporate human resource (HR)
strategies and their implications for
productivity. The data were retrieved
exclusively from the Scopus database,
recognized for its comprehensive coverage of
peer-reviewed literature across
multidisciplinary fields. A search query was

formulated using keywords such as
“mindfulness,” “corporate,” “human
resource,” “productivity,” “employee well-

being,” and “organizational performance,”
targeting titles, abstracts, and keywords. The
inclusion criteria limited results to journal
articles and reviews published in English up
to March 2025. After data cleaning and
duplication removal, the final dataset was
exported in RIS and CSV formats for analysis.
VOSviewer software was utilized to perform
co-authorship  analysis, keyword  co-
occurrence mapping, and citation network
visualization.
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Figure 1. Network Visualization
Source: Data Analysis Result, 2025

The visualization in the image reveals
the co-occurrence network of keywords
associated with the topic of mindfulness in
corporate and HR-related contexts. The map
is structured into multiple colored clusters,
each representing a thematic grouping of
terms based on their frequency and co-
occurrence in the scholarly literature. The size
of the nodes indicates the relative frequency
of a keyword, while the thickness of the
connecting lines (edges) reflects the strength
of their association. At the center of the map is
the term “mindfulness,” suggesting its central
role in bridging a wide range of
interconnected research domains. The green
cluster is prominently associated with terms
related to human resource management, such
as “job “well-being,”
“workplace,” “stress management,” and
“decision making.” This indicates a strong
research focus on the practical application of
mindfulness in HR functions and its impact

satisfaction,”

on employee outcomes. These links suggest
that mindfulness is frequently studied as a
mechanism to improve psychological well-
being and satisfaction at work, and to inform
better decision-making processes within

organizations. The clustering of "well-being"
and "job satisfaction" under this group further
reinforces the positioning of mindfulness as a
strategic HR tool.

Moving to the blue cluster, we
observe keywords like “stress,” “resilience,”
“meditation,” and “anxiety.” This cluster
appears to represent the clinical and
psychological dimensions of mindfulness.
These terms point to the origins of
mindfulness in health and therapeutic
contexts, particularly its use in stress
reduction and mental health improvement.
The connection between mindfulness and
meditation reflects its meditative roots, while
the presence of “resilience” highlights
mindfulness as a psychological buffer against
workplace adversity and emotional strain.
These insights suggest that scholarly
literature often situates mindfulness within
the broader context of psychological recovery
and mental performance enhancement. The
red cluster is anchored by terms such as
“leadership,”  “psychology,”  “burnout,”
“work engagement,” and “sustainability.”
This group suggests a rich vein of research
that connects mindfulness to leadership
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development, psychological resilience, and
sustainable organizational behavior.
Leadership, in particular, is becoming a focal
area of mindfulness application, as reflected
in discussions of mindful leadership styles
that prioritize empathy, authenticity, and
presence. The linkage with “burnout” and
“work engagement” reflects mindfulness’
mediating role in preventing emotional
exhaustion  while  fostering  positive
motivational states, aligning with frameworks
from positive organizational behavior.

The central positioning of “mental
health” across the clusters—particularly

resilience

medifation

anxiety

bridging the blue and green—suggests its
integrative function in the literature. “Mental
health” acts as a thematic conduit linking the
clinical benefits of mindfulness (e.g., reduced
stress and anxiety) with its organizational
applications (e.g., improved employee
experience and retention). This bridging
function indicates that effective HR strategies
may need to simultaneously address both
personal mental health needs and systemic
organizational outcomes, with mindfulness as
a unifying construct.

stiigss

stress mapagement

decision making

mental health

psychology mindfulness

burnout
leadership
work engagement

sustainability

5%5 VOSviewer

human resource management

well being

job satisfaction

workplace

2019 2020 2021 2022

Figure 2. Overlay Visualization
Source: Data Analysis Result, 2025

The overlay visualization presents a
temporal mapping of the research landscape
on corporate mindfulness and HR strategies,
with a color gradient indicating the average
publication year of each keyword —from dark
blue (older, circa 2019) to bright yellow
(newer, circa 2022). This allows for an
interpretation of how thematic priorities have
evolved over time. Core terms such as
“human resource
management,” and “mental health” appear in

“mindfulness,”

green, reflecting a consistent presence in

literature from around 2020 onwards. These
terms act as the conceptual backbone of the
field, with persistent scholarly engagement
focused on the psychological and managerial
integration of mindfulness into workplace
structures. More recent themes, indicated by
the yellow shades, include “decision

i s

well-being,” “job satisfaction,” and
“sustainability.” These terms signal an

making,

increasing interest in examining how
mindfulness contributes to forward-looking
HR outcomes, such as ethical decision-
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making, employee experience, and long-term
organizational development. Their relatively
recent emergence suggests a shifting research
orientation from clinical outcomes (e.g., stress
reduction, burnout) toward strategic
applications and value-driven management.
The presence of “leadership” and

6% VOSviewer

“sustainability” in newer literature also
indicates an emphasis on mindfulness as a
driver of sustainable leadership and
organizational culture, resonating with global
trends in human-centric and ethical business
practices.

Figure 3. Density Visualization
Source: Data Analysis, 2025

The heatmap visualization highlights
the density and intensity of keyword
occurrences within the scholarly literature on
mindfulness in corporate and HR contexts. In
this map, “mindfulness” and “human
resource management” appear as the most
prominent hotspots, shown in bright yellow,
indicating their centrality and high frequency
in the dataset. Surrounding these core terms
are key psychological constructs such as
“mental health,” “psychology,” and “stress
management,” which also exhibit moderate
intensity (green-yellow), signifying their
recurring relevance in academic discussions.
The proximity and density around these
terms suggest that research frequently links
mindfulness with stress mitigation and

psychological well-being as part of HR
strategy implementation. Secondary clusters,
seen in softer green hues, include terms like
“leadership,” “job satisfaction,” “work
engagement,” and “sustainability.” These
areas reflect emerging but slightly less intense
concentrations of research, indicating that
while these themes are gaining traction, they
are not yet as dominant as the core
psychological and HR-related discussions.
Interestingly, clinical themes such as
“anxiety,” “resilience,” and “meditation”
show lighter densities, implying that while
still present, their role is more peripheral in
current organizational discourse.

4.2 Co-Authorship Network

Vol. 03, No. 04, April 2025: pp. 543-555



West Science Social and Humanities Studies

0 550

@ charoensukmongkol p.
wang y. - sarstedt m.
P haigj.f. »
ringig.c.m.
voglis tj: podsakoff p.m. g
sutcliffe k.m.
weighgke. janggraj; @ hobfall see.
hulsheger-u.r.
rebj. dapee. maslach c.
bl’Oek.W. rme degile.l.
glombt.m. SChal%li w.b.
duffygm.k. : e
carmedy . o
bon@j.e. creswell j.d. bakker a.b.
" @
baepr.a. e
enr griffiths m.d. = demagoutie.
4 luthans f.
shapigo s.. /
) kabatszinn j.
6% VOSviewer

Figure 4. Author Collaboration Visualization
Source: Data Analysis, 2025

The co-authorship network
visualization illustrates the intellectual
structure of the research field on mindfulness
and HR-related topics through clusters of
highly collaborative scholars. The network is
divided into three major clusters: the red
cluster, centered on scholars such as Brown
KW, Kabat-Zinn ], and Langer E]J,
represents  foundational =~ authors in
mindfulness and organizational behavior,
with a strong focus on psychological
constructs and workplace application of

mindfulness practices. The blue cluster, led by
figures like Schaufeli W.B., Bakker A.B., and
Demerouti E., reflects a stream of research
grounded in job demands-resources theory,
work engagement, and occupational health
psychology. The green cluster, featuring
Podsakoff P.M., Hair J.F., and Sarstedt M., is
oriented toward management science and
methodological rigor, often contributing to
HR metrics, leadership, and structural
equation modeling.
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Figure 5. Country Collaboration Visualization
Source: Data Analysis, 2025

The country collaboration map
illustrates the global research network in the

acts as a major contributor, particularly in
collaboration with European and

field of mindfulness and human resource
management, highlighting strong
international linkages. The United States
emerges as the dominant hub, shown by its
central placement and thick connections to
multiple countries including the United
Kingdom, Australia, China, Germany, and
Canada, indicating its pivotal role in
producing and coordinating international
research outputs. The United Kingdom also

Commonwealth countries like Netherlands,
France, and South Africa. Notably, China and
Singapore form a distinct collaborative cluster
in Asia, reflecting growing interest and
contributions from the Eastern academic
sphere. Meanwhile, Australia serves as a key
bridge between Western and Asian academic
communities.

4.3 Citation Analysis

Table 2. Top Cited Research

Citations | Authors and year Title

Green innovation and organizational performance: The influence

835 [24] of big data and the moderating role of management commitment
and HR practices

412 [25] Green Human Resource Management: Policies and practices
The supply of corporate social responsibility disclosures among

390 [26] .
U.S. firms

193 27] Strategic HRM as social design for environmental sustainability in
organization

163 28] The role of sustainable human resource practices in influencing
employee behavior for corporate sustainability

153 29] Human resource management in the Indian public and private
sectors: An empirical comparison
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Citations | Authors and year Title

In search of the changing role of the corporate human resource
147 [30] Lo . . .

function in the international firm
132 [31] The linkage between HRM, CSR and performance outcomes

Is there a bigger and better future for employer branding? Facing
132 [32] up to innovation, corporate reputations and wicked problems in

SHRM

Strategic HRM through the Cultural Looking Glass: Mapping the
120 [33] o " .

Cognition of British and Indian Managers

Source: Scopus, 2025

Discussion
1. Thematic Integration of
Mindfulness and HR Strategy

The co-occurrence map indicates that
mindfulness is conceptually interlinked with
a range of psychological and organizational
terms, including mental health, job
satisfaction, leadership, and well-being. This
supports prior research asserting that
mindfulness acts not only as a stress-
reduction technique but also as a foundational
element in promoting emotional intelligence,
attentional control, and interpersonal
harmony in workplace settings [23], [34]. The
presence of “human resource management”
as a prominent node further highlights that
mindfulness is increasingly embedded in
strategic HRM frameworks aimed at
cultivating positive organizational behavior
(POB) and high-performance cultures.

These thematic connections suggest a
paradigm shift within HR literature from
performance-at-all-costs  models  toward
human-centered and sustainable HRM. As
seen in recent studies, mindfulness fosters not
only employee resilience and psychological
safety but also more effective decision-
making and  leadership
competencies that are highly valued in the
dynamic, uncertain environments of modern
organizations [35], [36]. Additionally, the
emergence of "sustainability" and "work
engagement” in the network indicates
growing academic attention to the long-term

presence —

cultural and motivational benefits of
mindfulness-oriented workplaces.

2. Temporal Trends in Research
Focus

The overlay visualization illustrates
the chronological evolution of research topics
within this domain. Earlier studies (circa
2019) were heavily focused on meditation,
stress, anxiety, and resilience, reflecting
mindfulness’s roots in clinical psychology
and therapeutic interventions [37]. These
studies were largely concerned with
individual-level psychological benefits and
burnout prevention, aligning with early
workplace wellness trends. However, more
recent keywords such as decision-making, job
satisfaction, well-being, and sustainability —
which appear in yellow—point to an
expansion in the conceptual scope and
managerial applications of mindfulness
(2021-2022). These trends suggest that
scholars are increasingly viewing
mindfulness as a strategic enabler of
performance and culture change within HRM.
This shift marks a maturation of the field,
transitioning from an emphasis on individual
wellness toward system-level interventions
that align mindfulness practices with broader
corporate goals.

3. Author and Intellectual
Structure

The author co-citation map reveals
several influential figures who have shaped
the intellectual landscape of mindfulness
research. Scholars like Brown K.W., Kabat-
Zinn J., Langer E.J., and Creswell ].D. anchor
the red cluster, which is primarily concerned
with mindfulness theory, measurement, and
its psychological impacts. Their work forms

the theoretical bedrock of corporate
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mindfulness by validating its role in
enhancing self-regulation, reducing cognitive
load, and fostering adaptive behaviors. In
contrast, the blue cluster, which includes
Schaufeli W.B., Bakker A.B., and Demerouti
E., is focused on the job demands-resources
(JD-R) model, work engagement, and
occupational health. This group’s integration
with mindfulness research points to a
convergence of organizational psychology
with HRM, where mindfulness is treated as a
psychological resource that mitigates job
stressors and promotes work engagement.
The green cluster —represented by Podsakoff
P.M., Sarstedt M. and Hair J.F.—bridges
mindfulness research with methodological
rigor and leadership and performance
assessment. These authors contribute
advanced statistical modeling techniques
(e.g., SEM-PLS) that are increasingly used to
empirically  validate the efficacy of
mindfulness interventions in organizational
settings.  Collectively,  these  clusters
underscore  the interdisciplinarity  of
mindfulness research and highlight the
necessity of integrating psychological,
managerial, and methodological expertise.

4. Geographic Distribution and
Global Collaboration

The country collaboration map
demonstrates that the United States is the
most prolific and centrally connected
contributor to research on corporate
mindfulness. Its academic institutions lead
not only in publication output but also in
international partnerships, especially with the
United Kingdom, Australia, Germany, and
China. This reflects the global appeal of
mindfulness practices in HR, albeit with
Western countries dominating the conceptual
and empirical development of the field.
Emerging contributors from Asia, such as
China and Singapore, are forming distinct
clusters, indicating increasing regional
interest in contextualizing mindfulness within
Eastern philosophical frameworks and
business cultures. Their integration into the
global research network suggests a potential
for more culturally sensitive models of

mindfulness that bridge Western empirical
methods with Eastern meditative traditions.
Meanwhile, collaborative ties with Latin
American and European countries such as
Mexico, Spain, and Finland illustrate that
mindfulness in the workplace is becoming a
globally relevant discourse, albeit at varying
levels of institutional maturity.

2. Implications for HR Practice

and Research

The growing body of literature
supports the strategic incorporation of
mindfulness into HR systems as a means of
improving employee experience, retention,
and productivity. From an applied
perspective, mindfulness-based interventions
(MBIs) such as Mindfulness-Based Stress
Reduction (MBSR), mindful leadership
training, and workplace meditation programs
should be integrated into onboarding,
performance reviews, and leadership
development pipelines. These interventions
not only enhance well-being but can foster
ethical decision-making, inclusive leadership,
and cultural resilience—all key pillars of a
progressive HR strategy. Moreover, the
integration of mindfulness should be aligned
with digital transformation efforts in HR.
App-based mindfulness tools and hybrid
wellness platforms are becoming increasingly
relevant in remote and hybrid work settings.
Organizations  should explore digital
mindfulness practices as part of their
employee experience (EX) initiatives to
sustain  engagement across dispersed
workforces.

For academic researchers, the results
highlight several avenues for future study.
First, there is a need for longitudinal and
cross-cultural studies to examine the
sustained impact and contextual adaptability
of mindfulness in  different  work
environments. Second, researchers should
focus on quantifying ROI for mindfulness
programs to better support business case
development. Third, more attention should be
directed toward understanding the ethical
implications of corporate mindfulness,

Vol. 03, No. 04, April 2025 pp. 543-555



West Science Social and Humanities Studies

0 554

particularly in relation to labor rights, work-
life balance, and commodification of wellness.

5. CONCLUSION

This bibliometric analysis provides a
comprehensive overview of the scholarly
landscape surrounding mindfulness practices
within corporate human resource (HR)
strategies and their impact on productivity.
The findings reveal that mindfulness has
evolved from its psychological and
origins into a strategic
organizational tool, deeply integrated into
HRM literature through themes such as well-
being, job satisfaction, leadership, and
sustainability. The study highlights the
central role of the United States and other

therapeutic

Western nations in shaping the discourse,
while also noting the emergence of Asian
contributions that may enrich future
culturally frameworks.
Through visual mapping of keyword co-
occurrence, author networks, and
international collaboration patterns, this
research underscores the interdisciplinary
and globally interconnected nature of
mindfulness

contextualized

studies in the workplace.
Ultimately, this analysis not only consolidates
existing knowledge but also signals the
growing importance of mindfulness as a core
competency in modern HR strategy, with
implications for enhancing employee well-
being,
sustainable performance.

organizational resilience, and
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