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1. Introduction 
 
Since the quantum worldview characterizes the 
universe as a dynamic, unpredictable, subjective, and 
self-organizing system (Shelton & Darling, 2003), 
the new era can be called “The Quantum Age” 
(Shelton & Darling, 2001). Recent research in 
psychology, biology, and neurophysiology suggests 
that human beings are, indeed, quantum beings. Even 
though a person may be primarily viewed as a 
material being, there is also an invisible, nonmaterial 
dimension (referred to as the mind, consciousness or 
spirit) whose functioning appears to be affected by 
quantum principles and energy (Dyer, 1995). In this 
context, the new theories of chaos, complexity, 
cognitive psychology, and quantum theory, provide 
the conceptual foundation for a range of postmodern 
cognitive skills and behaviors and develop mental 
models. For example, the quantum skills enable 
managers to surface and test their mental models and 
thus improve their capacity to learn. As managers 
adapt new mental models that are congruent with the 
quantum worldview (Shelton & Darling, 2003) and 
integrate the quantum and cognitive skills into 
organizational processes and practices, they will 
discover new ways to create communities of 
continuous learning, and ascend to new levels of 
organizational excellence by harnessing the most 
powerful energy in the universe – the energy of the 
mind (Shelton et al., 2002a). In this regard, the 
present paper considers mindfulness as an integrative, 

mind-body-based approach for developing mental 
models and organizational citizenship behavior 
(OCB) as a contributing factor to organizational 
excellence. To this end, the current study provides a 
new set of quantum skills that appreciably impacts 
the effectiveness of managerial leadership, elicits 
organizational citizenship employee behavior, and 
explores new models for achieving organizational 
excellence. 
 
 
 

2. Statement of Problem 
 
Organizational thinking has been deeply impacted by 
the pervasive, mechanistic western worldview that 
emerged primarily from Newton’s seventeenth-
century theory of classical physics. This worldview 
was premised on three key assumptions: reality is 
objective; effects are predictable; and knowledge is 
acquired solely through the senses (data collection 
and analysis) (Shelton & Darling, 2003). Based on 
the classical Newtonian paradigm, the traditional 
management skills of planning, organizing, directing, 
and controlling (Shelton & Darling, 2001) were 
essential for the 20th century. They were formulated 
for life in simpler times when organizations were 
viewed as stable entities that functioned in a logical 
and linear manner. However, in a complex world that 
is changing at warp speed, these traditional 
management skills, while still useful, are becoming 
increasingly inadequate. The fast-paced, constantly 
changing, intricately interconnected world of today is 
neither stable nor predictable. It is extremely difficult 
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to plan, organize, direct, and control in such an 
environment (Shelton & Darling, 2003). As Peter B. 
Vaill of George Washington University Professor 
explains, today's environment is comparable to 
“white-water rafting.” The techniques that worked in 
calm water simply do not succeed in white water 
(Leibold, et al., 2005). Therefore, new postmodern 
models of organizations require new management 
skills – skills that can enable managers to integrate 
their deepest values into the pursuit of excellence and 
recognize the roles that language and perception play 
in the construction of organizational reality (Shelton 
et al., 2002a). For this purpose, the present work 
adopts a novel quantum-based approach for 
developing a set of management skills and also 
improves OCB in the context of a learning 
organization. Given the value of citizenship behavior, 
it is important to gain a better understanding of what 
organizations can do to cultivate a workforce of good 
organizational citizens (Bolino & Turnley, 2003) and 
to identify the factors that influence the degree to 
which employees exhibit OCB (Ueda, 2012). In this 
regard, managers can employ quantum skills to 
surface, test, and improve mental models and 
behavioral routines (Wishart et al., 1996, p. 8) and so 
establish a foundation or atmosphere that fosters 
employee citizenship behavior. 
 

3. Significance of the study 
 
Given the value of OCB, it is important that top-level 
managers have a better understanding of the factors 
that make employees willing to go the extra mile. In 
fact, an organization's ability to elicit employee 
behavior that goes above and beyond the call of duty 
can be a key asset and one that is difficult for 
competitors to imitate (Bolino & Turnley, 2003). In 
this regard, training or educating top administrators 
on the importance of citizenship behavior will raise 
their awareness of employee displays of OCB. They 
may choose to include OCB in their performance 
appraisals, or devise their own casual/informal 
reward system to encourage OCB (Zhang, 2011). 
Furthermore, the results of the current study can 
benefit top-level managers in the employee selection 
process. In this way, candidates who exhibit the 
ability of mastering the tested skills can be identified 
as qualified candidates for hiring as opposed to those 
who lack such skills. This benefit for management 
attests to the importance of the current research. The 
present study develops a causal mediation model 
structured on the application of novel cognitive skills 
and behavior in the field of learning organizations. 
This model is portrayed in Figure 1. 
 
 

 
 
 
 
 
 
 

Fig.1. Theoretical Framework of the causal mediation model 
 

4. Conceptual framework 
 
4.1. Organizational Citizenship Behavior 
 
According to Organ, OCB is usually defined as, 
“individual behavior that is discretionary, not directly 
or explicitly recognized by the formal reward system, 
and in the aggregated promotes the effective 
functioning of the organization” (Organ, 1988). 
However, more recently, he modified this definition 
to say that OCB is “performance that supports the 
social and psychological environment in which task 
performance takes place” (Organ, 1997). In fact, 
citizenship behaviors are important because they 
lubricate the social machinery of the organization 
(Smith et al., 1983). Podaskoff et al. (2000) 
condensed the more than thirty types of citizenship 
behaviors found in the literature into seven: (I) 
helping behaviors, (II) sportsmanship, (III) 
organizational loyalty, (IV) organizational 
compliance, (V) individual initiative, (VI) civic 
virtue, and (VII) self-development (Campbell & Joy, 
2014). While most studies on organizational 
citizenship behavior adopt a five-factor OCB model 
developed by Organ, the present study employs 
Podsakoff et al.’s model as its theoretical framework. 
It is worth mentioning that, the antecedents of OCB 
have been organized into three levels: individual, 
leadership, and work environment factors (Organ et 
al., 2006). The present research considers 
mindfulness and quantum skills as significant 
individual predictors or personality traits of OCB.  
 
4.2. Mindfulness 
 
Perhaps the most widely known definition of 
mindfulness in the scientific literature is "paying 
attention in a particular way: on purpose, in the 
present moment, and non-judgmentally" (Kabat-Zinn, 
1995). Mindfulness is a receptive attention to and 
awareness of present events and experience occurring 
both internally and externally (Brown & Ryan, 2003). 
Studies show that mindfulness curtails negative 
functioning and enhances positive outcomes in 
several important life domains, including mental 
health, physical health, behavioral regulation, and 
interpersonal relationships (Brown, Ryan & Creswell, 
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2007; Hede, 2010; Langer, 2009). Encouraged by 
these findings, organizational scholars have started to 
explore the role of mindfulness in organizations (e.g., 
Dane, 2011; Glomb, et al. 2011; Weick & Putnam, 
2006) and work settings (Reb et al., 2014). 
Consequently, over the years, the concept of 
individual mindfulness has moved into 
psychological, psychotherapeutic and organizational 
fields (Gajda, 2014). Fiol and O’Connor (2003) 
suggest that organizational mindfulness is a function 
of senior managers that scan more broadly and 
question interpretations. Thus, the individual 
mindfulness of top administrators would seem to be 
especially important, because the more aware the 
organization is of its present situation and potential 
threats, the more mindful the organization is (Reb & 
Choi, 2014). In this regard, organizational 
mindfulness shapes the behaviors of employees in the 
form of more mindful organizing (Vogus & Sutcliffe, 
2012). 
 
4.3. Quantum Skills 
 
According to McBride (2005), the complexity of 
today's organizations is such that organizational 
studies scholars have searched for metaphors and 
models to help describe and explain the complex 
social phenomena observed in organizations (Weick, 
1998; Lamberg & Parvinen, 2003). The quantum 
paradigm presented is used as a metaphor for 
behavior and provides a new set of skills that can 
have an appreciable impact on effectiveness in 
managerial leadership (Shelton & Darling, 2001). 
These new skills are labeled the Quantum Skills 
(Shelton, 1999, pp. 4– 6) because they use the 
paradoxical principles of quantum mechanics as the 
foundational framework for a new way of thinking 
about leadership (Shelton et al., 2002a) and can 
thereby be translated into a highly practical new skill 
set for managers in the twenty-first century. 
According to Shelton and Darling, the seven quantum 
skills are quantum seeing; quantum thinking; 
quantum feeling; quantum knowing; quantum acting; 
quantum trusting and quantum being (Shelton & 
Darling, 2001). 
 

5. Discussion 
 
5.1. Mindfulness and OCB (direct / unmediated effects) 
 
Mindfulness is positively related to organizational 
citizenship behavior: 
 
A number of studies have recently shown the positive 
correlations between mindfulness and OCB (Reb et 
al., 2014; Dennison, 2014; Theeuwes, 2014; Patel, 

2014; Mulligan, 2014). While mindfulness is an 
intellectual capital and an trait-like quality (Baer & 
Lykins, 2011), OCB acts as a social capital and extra-
role leads to better communication and stronger 
networks which facilitate accurate information 
transfer and improve efficiency (Organ et al., 2006). 
Mindfulness influences individuals to become more 
cognizant of their present moment experiences. This 
happens through an attitudinal component that could 
result in an increase in citizenship behaviors (Patel, 
2014). For example, Cameron and Fredrickson 
(2014) found that two dimensions, present-moment 
awareness and non-judgmental acceptance, not only 
predicted helping behavior, as operationalized by 
OCB, but also predicted increases in positive 
emotions and decreases in negative emotions 
associated with those helping behaviors (Mulligan, 
2014). Since OCB is discretionary, and thus not 
enforceable, it is an expression of individual 
motivation within a group or organizational context 
(Campbell & Joy, 2014). Consequently, as a first 
step, OCB requires behavioral changes at the 
individual level as a precursor to achieving social 
connectivity at a group level (Kuziemsky, et al., 
2014). In this regard, increasing mindfulness, or even 
mindful practices, on an individual level can thereby 
result in a domino effect of psychological and 
behavioral changes that could potentially influence 
workplace behavior and have beneficial results for 
organizations (Patel, 2014). Furthermore, 
mindfulness radically transforms thoughts and 
emotions, which are interconnected. Such 
transformations might cultivate transpersonal feelings 
of altruism and empathy, which are conducive to 
organizational citizenship behaviors and improved 
working relationships. As a result, being mindful 
reduces individualistic desires and concerns for 
personal gain, whilst cultivating altruistic 
organizational citizenship behaviors including 
listening, respect and concern for others (Dennison, 
2014).  
 
5.2. Mindfulness and the quantum skills 
 
Mindfulness is positively related to the quantum skills: 
 
To the best of the researcher’s knowledge, little is 
known about the effects of mindfulness on the 
development of quantum skills. Recognizing that 
insufficient attention has been paid to this topic, the 
current study aims to fill this need. In its 
investigation of the relationship between individual 
mindfulness and quantum skills, the present work 
adopts a novel approach involving the causal 
relations between these two variables and the 
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rationale behind them. The following elaborates on 
this approach:  
 
5.2.1. Mindfulness is positively related to the 
quantum seeing: 
 
In 2006, Shapiro and his associates presented 
“intention” and “attention” as the two core axioms of 
mindfulness. Intention signifies the practitioner’s 
personal vision, which shifts along a continuum 
‘from self-regulation, to self-exploration, and finally 
to self-liberation’ and attention means developing the 
competencies of applied and sustained focus, and 
flexibility of focus (Shapiro et al., 2006). 
Furthermore, Brown et al. (2007) argue that clear 
awareness of the internal and external world in the 
present moment is the first and foremost aspect of 
mindfulness. Chiesa (2012) recommended that rather 
than referring to mindfulness in general, researchers 
could refer to the specific aspect or process of 
mindfulness that they are focusing on in their 
research (Reb et al., 2014). Therefore, the present 
study focuses on the three core elements of intention, 
attention, and awareness, because they feature 
prominently in many conceptualizations of 
mindfulness (Reb et al., 2014). 
Quantum seeing is the ability to see intentionally, as 
opposed to being a victim of habitual ways of 
perceiving (Shelton et al., 2002a). That is because 
human perception is highly subjective (Shelton & 
Darling, 2001).  Humanistic psychologists believe 
that individuals’ behavior is primarily determined by 
their perception of the world around them and their 
personal meanings (Hefferon & Boniwell, 2001). 
This skill enables managers to consciously select 
their intentions, thus aligning their perceptions with 
their desire. As this skill is recognized and 
implemented, the manager thereby becomes 
increasingly aware of the perceptual choice point 
between an external stimulus and a subsequent 
internal response; unfortunately, it is often difficult to 
change one’s perceptions. These are learned early, 
and they are controlled primarily at an unconscious 
level of awareness. However, managers can learn to 
become more aware of their intentions and as they 
learn to change these intentions, their perceptions 
shift accordingly. Csikszentmihalyi (1990) believes 
that intention is the psychological process from 
which reality is constructed. Well-known techniques 
like meditation can serve as reminders of intentions 
(Shelton & Darling, 2001). There are two major 
classes of meditation practice: concentration 
meditation and mindfulness meditation. The latter is 
also referred to as awareness meditation (Rivord, 
2012). In fact, by mastering mindfulness and its 
effect on internal paradigm shift in consciousness, 

awareness and development of new perceptual 
choices, managers can benefit from acquiring 
quantum seeing skills. 
 
5.2.2. Mindfulness is positively related to the 
quantum thinking:  
 
Quantum thinking provides an on-going stream of 
highly creative and innovative ideas that help the 
managerial leaders transcend the box of binary 
thinking. Creative thinking requires the development 
of the right hemisphere of the brain (Shelton & 
Darling, 2001). Even though managers have the 
innate capacity to creatively resolve paradoxical 
challenges, their brain structures, coupled with 
societal influences, predispose them to use only a 
small portion of their cognitive ability. Stress and 
urgency also inhibit the functioning of the brain. 
Stress-filled jobs exhaust and creative breakthroughs 
rarely occur during periods of high anxiety. 
Therefore, managers who wish to become quantum 
thinkers first must learn to manage stress (Shelton et 
al., 2002b), especially the occupational stress. Sadler-
Smith and Shefy (2007) provide some evidence that 
training programs such as Mindfulness-based 
interventions (MBIs) could instill mindfulness 
(Vogus & Sutcliffe, 2007); while they are important 
in disengaging individuals from automatic thoughts, 
habits, and unhealthy stressful behavior patterns 
(Brown & Ryan, 2003). For example, Mindfulness-
based Stress Reduction (MBSR) training can lead to 
brain changes consistent with more effective 
handling of negative emotion under stress (Kabat-
Zinn, 2003). Interestingly, an increasing number of 
organizations are turning towards mindfulness 
training, a program that usually includes mindfulness 
meditation as a core component. They do so with a 
diverse set of objectives such as reducing stress, 
improving employee well-being, or improving 
performance (Reb, & Choi, 2014). Since, there are a 
number of positive benefits associated with 
mindfulness, such as stress reduction and increased 
creativity (Ray et al., 2011), managers may become 
skilled at quantum thinking, by mastering 
mindfulness and its effect on developing the creative 
potential of the brain’s right hemisphere.  
 
5.2.3. Mindfulness is positively related to the 
quantum feeling: 
 
Research at the HeartMath Institute (1993, p. 3), 
suggests that the human heart is a primary source of 
power for the mind-body system. The heart generates 
the strongest electromagnetic signal in the human 
body and the power of that signal is primarily a 
function of thoughts and emotions. Positive emotions 
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(e.g., love, caring, compassion, hope, joy and 
appreciation) increase coherence, thus increasing 
energy. Negative emotions (e.g. frustration, fear, 
anger, conflict, and stress) decrease coherence in the 
heart's electromagnetic waves, causing the mind-
body system to lose energy. So, positive emotions 
energize and negative emotions exhaust (Shelton & 
Darling, 2001). According to Brown and Ryan 
(2003), mindfulness is associated with better emotion 
regulation and reduced rumination. Kiken and Shook 
(2011), in a laboratory study, found that a brief 
manipulation of mindfulness led to a reduction in 
negativity bias or the tendency to weigh negative 
information more heavily than positive information 
as well as more positive judgments and increased 
optimism. This may allow employees to maintain 
higher levels of optimism, self-efficacy, and positive 
effect, contributing to employee well-being (Reb et 
al., 2014). More importantly, positive emotions 
enhance psychological resilience in the face of 
unexpected events, thus promoting flexibility of 
thought and generating novel ways of acting 
(Dennison, 2014). The skill of quantum feeling 
enables the managers to feel good internally, 
regardless of what happens externally (Shelton & 
Darling, 2001).  As this skill is recognized and 
implemented, manager learns how to alter the physics 
of his/her body by changing mental models (Dyer, 
1998, 211-213). That is because human feelings are 
not the result of external events but of internal self-
talk (Shelton & Darling, 2001). Perhaps the more 
mindful awareness employees have of their positive 
psychological capital (PsyCap) and positive 
emotions, or lack thereof, the more it can facilitate 
positive attitudes and behaviors relevant to 
organizational changes. This means, employees’ 
awareness of their thoughts and feelings, namely, 
mindfulness, was found to interact with PsyCap to 
predict positive emotions and behaviors. In general, 
mindful employees have greater opportunity to 
become aware of thinking patterns that challenge 
their ability to be hopeful, efficacious, optimistic, and 
resilient at work (Avey, et al., 2008). As a result, the 
skill of quantum feeling enables managers to change 
the constructs of their minds (Shelton & Darling, 
2001), a practical ability that can be developed by 
mastering mindfulness.  
 
5.2.4. Mindfulness is positively related to the 
quantum knowing: 
 

Quantum knowing is the ability to know intuitively 
(Shelton & Darling, 2001). Langer (McCarthy, 1994, 
28) has developed a theory of mindful decision-
making. Langer's research suggests that gathering 
information does not necessarily lead to better 

decisions. Rather than focusing on gathering 
information, Langer's theory focuses on staying 
aware (mindfulness). She points out that a belief in 
certainty is actually a huge disadvantage in 
management. Certainty leads to mindlessness. When 
someone is certain, he/she typically ceases to pay 
attention. On the other hand, uncertainty keeps 
individuals attentive both to the external conditions 
and to one's internal intuitions. Mindfulness keeps the 
manager's connection to the quantum field of infinite 
information open. As mangers begin to incorporate 
the space for mindfulness into their daily work 
routines, they will nurture whole-brain organizations 
- organizations that fully utilize both sides of the 
brain, valuing intuitive knowing as much as rational 
analysis (Shelton & Darling, 2001). 
 
5.2.5. Mindfulness is positively related to the 
quantum being: 
 

As managers master the skill of quantum being, they 
bring a peaceful mind and heart into all their 
interactions (Shelton et al., 2002a). Quantum being is 
the ability to be fully present in relationships. When a 
person approaches relationships with openness and 
vulnerability, a new entity is created that is greater 
than the sum of the two individuals. In fact, it is 
through relationships that one’s potential is released 
(Shelton & Darling, 2001). Among the positive 
outcomes associated with mindfulness, most authors 
refer to enhanced emotion regulation, increased 
emotional intelligence, ability to act with awareness 
in social situation, and ability to relate to others with 
kindness, acceptance, and compassion (Barnes et al., 
2007; Dekeyser et al., 2008; Davis & Hayes, 2011). 
Therefore, research suggests that mindfulness leads 
to more skilful emotional relating to others (Wachs & 
Cordova, 2007) and thus is associated with better 
interpersonal relationships (Barnes et al. 2007); this 
finding indicates the positive relationship between 
the two variables of mindfulness and quantum skills. 
 
5.3. Quantum skills and OCBs 
Quantum skill is positively related to OCBs: 
 

The Newtonian style of administration does not 
acknowledge spirituality whereas the quantum 
approach fortifies it. In fact, the quantum paradigm 
emphasizes relationships and strives to improve how 
people relate to one another. According to Klenke 
(2003): “[Spirituality involves] experiencing a sense 
of purpose and meaning in work that goes beyond the 
performance of tasks and a sense of contributing to 
the greater community” (Feris & Lazaridou, 2006). 
Accordingly, in order to inject more spirit into an 
organization, managers need to employ quantum 
skills which shift the focus from narrow self-interest 
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to concern for the good of all (Shelton & Darling, 
2001). Aside from quantum skills, the present 
research explores the concept of spirituality and its 
manifestation in different forms of OCB. In 2003, 
Shelton and Darling introduced a table depicting the 
relationship of each quantum skill to the challenges 
of the contemporary workplace and the resulting 
expected behavior. Each quantum skill was 
associated with different behavioral styles, such as 
focused, creative, energetic, confident, ethical, 
flexible, and compassionate. To the best of the 
researcher’s knowledge, this study was the first to 
examine quantum skills as a predictor of OCB. The 
current study takes a closer look at the causal 
relations between the dimensions of these two 
variables. If deployed effectively, the following 
quantum skills can elicit OCB in various ways.  
 
5.3.1. Quantum seeing is positively related to self-
development: 
 

The skill of quantum seeing enables the members of 
an organization to break free of old perceptual habits 
and consciously select new and clear intentions 
(Shelton et al., 2003). Clear intention serves as a 
magnifying glass, a new lens through which 
managers can make new perceptual choices. By new 
perceptual choices and developing new mental 
models, the quantum seeing enables managers to 
improve their knowledge, skills and capabilities; 
provide opportunities for radically different solutions 
to problems (Shelton & Darling, 2001); learning 
theorists call this “double-loop learning” (Robbins, 
2003, p. 573). As the skill of quantum seeing is 
recognized and implemented, managers exhibit self-
development as a form of OCB, because this 
behavior encompasses the discretionary measures 
people take to broaden their skills and knowledge, 
including voluntary enrollment in company-
sponsored training courses as well as informal study 
(Organ et al., 2006, p.25). According to George and 
Brief (1992, p.155), “self-development might include 
learning a new set of skills so as to expand the range 
of one’s contributions to an organization.” 
  
5.3.2. Quantum thinking is positively related to 
individual initiative: 
As mentioned earlier, the skill of quantum thinking 
provides an on-going stream of highly creative and 
innovative ideas. To develop the skill of quantum 
thinking, managers must learn to utilize the creative 
potential of the brain’s right hemisphere (Shelton et 
al., 2002b). As the skill of quantum thinking is 
recognized and implemented, managers exhibit 
individual initiative as a form of OCB, because this 
behavior refers to voluntary acts of creativity and 

innovation designed to improve one’s task or the 
organization’s performance (Podsakoff et al., 2000). 
 
5.3.3. Quantum feeling is positively related to 
sportsmanship: 
 
As discussed previously, the ability of quantum 
feeling enables mangers to feel content internally 
regardless of the problems of the outside world. 
Today's manager can maintain higher levels of 
energy and vitality simply by choosing to focus on 
the positive aspects of his/her experiences (Childre, 
1996, p. 70). People whom a mood of positive affect 
had been induced were more likely to behave 
altruistically (Smith et al., 1983). As the skill of 
quantum feeling is recognized and implemented, 
managers can employ sportsmanship as a form of 
OCB defined by the qualities of a Good Sport. Good 
Sports are those who not only do not complain when 
they are inconvenienced by others, but also maintain 
a positive attitude even when things do not go their 
way (Podsakoff et al., 2000). Therefore, the skill of 
quantum thinking can predict sportsmanship, since 
the two concepts are based on positive psychology 
and so maintain an optimistic attitude toward the 
organization. It is worth mentioning that the science 
of positive psychology operates on three different 
levels – the subjective, the individual, and the group 
level. At the group or community level, the emphasis 
is on civic virtues, social responsibilities, altruism, 
civility, work ethics, positive institutions and other 
factors that contribute to the development of 
citizenship (Boniwell, 2006). So, according to Avey 
and his associates (2008), positive emotions will 
result in higher levels of engagement attitudes and 
organizational citizenship behaviors. In the same 
way, relevant prior research by Staw and colleagues 
(Staw & Barsade, 1993; Staw et al., 1994; Wright & 
Staw, 1999) has found that employees who report 
more frequent levels of positive emotions tended to 
be more socially integrated in the organization, thus 
likely leading to higher engagement and citizenship 
(Avey et al., 2008). 
 
5.3.4. Quantum knowing is positively related to 
individual initiative: 
 
Quantum knowing is the ability to know creatively. 
As more and more managers learn to use the skill of 
quantum knowing, they will help create true learning 
organizations – organizations in which all the 
employees deeply value learning from the inside out, 
thereby recognizing the importance of intuitive ideas 
(Shelton & Darling, 2001). In such an environment, 
breakthrough insights are common and intuitive 
innovations move the organization to ever higher 
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levels of excellence (Shelton et al., 2002a). As the 
skill of quantum knowing is recognized and 
implemented, managers exhibit individual initiative, 
as a form of OCB, because, as stated before, this 
behavior refers to voluntary acts of creativity and 
innovation designed to improve one’s task or the 
organization’s performance. According to this 
definition, volunteering constructive ideas originates 
from quantum knowing and the power of the intuitive 
mind.  
 
5.3.5. Quantum being is positively related to helping 
behavior:  
The skill of quantum being recognizes the relational 
nature of the organization and its environment 
(Shelton & Darling, 2001). It is the ability to be in 
relationship–a relationship based on unconditional 
positive regard (Shelton, 1999). Metaphorically 
quantum relationships are prerequisite to human 
transformation. These quantum encounters may 
provoke unresolved issues and reopen psychological 
wounds, thus giving each party the opportunity to 
learn (Shelton & Darling, 2001). If managers are to 
fully integrate the skill of quantum being into their 
organizations, they must turn their workplace 
priorities upside down, creating an environment 
where people openly communicate with each other 
(Shelton & Darling, 2003). As the skill of quantum 
being is recognized and implemented, managers 
exhibit helping behavior, as a form of OCB, because 
this behavior involves voluntarily helping others 
with, or preventing the occurrence of, work-related 
problems (Podsakoff et al., 2000). In fact, in a 
correlated universe, the more one gives, the more one 
receives; everything in the universe is intricately 
interconnected, and what a person does must in some 
way have a reverse effect on that individual, the doer 
(Shelton & Darling, 2001). So, if managers want 
prosperity in an organization, they must begin by 
giving generously and exhibit helping behaviors.  
 
5.3.6. Quantum acting is positively related to civic 
virtue: 
 
Quantum acting is the ability to act responsibly. It is 
premised on the quantum mechanical concept of 
interconnectivity and its byproduct, non-local 
causation. Everything in the universe is a part of a 
correlated, complex whole in which each part 
influences and is influenced by every other part. So, 
quantum acting is the ability to act with concern for 
the whole _ the whole self, the whole organization, 
the whole society, and the whole planet. Using the 
skill of quantum acting leads the managers to choose 
to make responsible choices (Shelton & Darling, 
2001). As the skill of quantum acting is recognized 

and implemented, managers exhibit civic virtue, as a 
form of OCB, because this behavior represents a 
macro-level interest in, or commitment to, the 
organization as a whole. This is shown by a 
willingness to participate actively in its governance 
(e.g., attend meetings or functions that are not 
required but that help the organization, keeping up 
with changes in the organization, etc.). Such 
behaviors reflect a person’s recognition of being part 
of a larger whole in the same way that citizens are 
members of a country and accept the responsibilities 
which that entails (Podsakoff et al., 2000). Therefore, 
socially responsible behaviors are the ability to 
demonstrate oneself as a cooperative, contributing, 
and constructive member of one's social group 
(Cherniss & Goleman, 2003). 
 
5.3.7. Quantum acting is positively related to 
organizational loyalty and organizational 
compliance: 
As stated before, the skill of quantum acting refers to 
behaving responsibly. Once this skill is recognized 
and employed, managers can draw out organizational 
citizenship behavior from employees. This can be 
achieved particularly by establishing a foundation for 
encouraging the two dimensions of OCB: 
organizational loyalty and organizational compliance. 
Organizational loyalty entails promoting the 
organization to outsiders, protecting or defending it 
against external threats, and remaining committed to 
it even under adverse conditions, while 
organizational compliance appears to capture a 
person’s internalization and acceptance of the 
organization’s rules which results in a scrupulous 
adherence to them, even when no one observes or 
monitors (Podsakoff et al., 2000). Consequently, in 
order to generate desirable citizenship behavior, 
especially in adverse conditions (organizational 
loyalty) and where there is a lack of monitoring and 
control (organizational compliance), managers 
require the accountability, organizational 
responsibility, and collaboration of the staff. These 
valuable contributions can be secured by the 
manager’s practice of quantum acting. 
 
 
 
 
 
 
 
 
 
 
 
 

Fig.2. The detailed research model 
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6. Method 

 
Since cognitive skills and behavior are learned and 
may improve over time, the present study’s research 
model can be applied in the context of learning 
organizations. To this end, the current research 
selected Garvin’s framework of a learning 
organization (Figure 3) as its theoretical rationale. 
According to Garvin (1993), learning organizations 
are not built overnight. Most successful examples are 
the products of carefully cultivated attitudes, 
commitments, and management processes that have 
accrued slowly and steadily over time. Garvin 
believes that organizational learning can usually be 
traced through three overlapping stages: The first step 
is cognitive. It is to foster an environment that is 
conducive to learning. So, the members of the 
organization are exposed to new ideas, expand their 
knowledge, and begin to think differently by 
adopting new intentions (Garvin, 1993). According to 
the findings of the present study, practicing 
mindfulness-based interventions and mastering 
mindfulness can change individual mental models 
and attitudes. The second step is behavioral in which 
employees begin to internalize new insights and alter 
their behaviors (Garvin, 1993). In the present 
research model, the effects of this stage are exhibited 
in the form of novel quantum skills for the process of 
learning and continuously improving. The third step 
is performance improvement, with changes in 
behavior leading to measurable improvements in 
results (Garvin, 1993). By measuring the level of 
OCB, organizations can study improvement in staff 
performance. 
 
    

 
 
 
 
 
 
 
 
 

 
 

Fig.3. Research model in the context of  
the Garvin’s learning organization model 

 
 

Because cognitive and behavioral changes typically 
precede improvements in performance, a complete 
learning audit must include all three. Surveys, 
questionnaires, and interviews are useful for this 
purpose. At the cognitive level, this model would 
focus on intentions, awareness and depth of 

understanding. Have managers truly understood the 
meaning of self-direction and mindfulness or are the 
terms still unclear? Surveys are the first step toward 
identifying changed attitudes and new ways of 
thinking (Garvin, 1993). This data can be collected 
from top administrators through questionnaires and 
structured interviews. Interviews can be conducted 
before and after the implementation of training 
courses such as MBSR so as to measure the level of 
knowledge and awareness of the top-level managers. 
When selecting a measurement scale for mindfulness, 
researchers should also consider how they 
conceptually view mindfulness. The present study 
more focuses on intention, awareness and attention, 
because they feature prominently in many 
conceptualizations of mindfulness (Reb et al., 2014). 
In this regard, Brown and Ryan’s (2003) Mindful 
Attention Awareness Scale [MAAS] can be used to 
measure the independent variable of individual 
mindfulness. The trait MAAS is a 15-item scale, 
which are measured on a six-point Likert scale, coded 
1: almost always and 6: almost never. This scale 
designed to assess a core characteristic of 
mindfulness, namely, a receptive state of mind in 
which attention, informed by a sensitive awareness of 
what is occurring in the present, simply observes 
what is taking place. To assess behavioral changes, 
surveys and questionnaires must be supplemented by 
direct observation and questionnaires (Garvin, 1993). 
According to Shelton and Darling's theory (2003), the 
present study makes use of a researcher-made 
questionnaire to measure the seven quantum skills. 
Finally, a comprehensive learning audit also 
measures performance. Performance measures are 
essential for ensuring that cognitive and behavioral 
changes have actually produced results. Without 
them, organizations would lack a rationale for 
investing in learning and the assurance that learning 
was serving the organization’s ends (Garvin, 1993). 
In order to measure the variable of OCB, the 
Podsakoff, Mackenzie, Moorman, and Fetter’s 
questionnaire can be used. Podsakoff et al. (1990) 
adjusted and validated a questionnaire to measure the 
OCBs (OCB-O) within a work context. This Scale is 
oriented towards gauging one’s citizenship behaviors 
as they relate to others within the organization. The 
overall scale consists of 24 items; five of which were 
reverse scored. Each item is measured with a 5-point, 
Likert-type scale ranging from 1 (Almost Never) to 5 
(Almost Always) (Patel, 2014).  
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7. Conclusion 
 
Organizational citizenship behavior describes a wide 
range of individual actions that go beyond assigned 
tasks, often for the benefit of the organization and 
perhaps motivated by personal aspirations (Campbell 
& Joy, 2014). This paper discussed the seven key 
dimensions of OCB and their relations to two other 
cognitive variables, namely mindfulness and the 
seven quantum skills. Therefore, by providing a 
quantum theoretical framework for learning 
organizations, the present study introduces a different 
perspective on the relationship between mindfulness 
and organizational citizenship behavior. Despite the 
widespread interest in the topic of OCB, there has 
been little empirical research exploring mindfulness 
and quantum skills as significant individual 
predictors of OCB. As this topic was the primary 
objective of the study, the importance of the current 
research is highlighted. 
Based on the present study’s discussion, managers 
require quantum skills to instill more spirit into 
organizations, establish effective communication and 
active socialization, and finally develop OCB; these 
are all skills that widen the focus from self-interest to 
concern for the whole group (Shelton & Darling, 
2001). Needless to say, mindful employees, who 
willingly and enthusiastically go beyond formal job 
descriptions, help organizations to cope with 
changing and unpredictable circumstances (Campbell 
& Joy, 2014). The results of the current study can 
benefit top-level managers in selection processes. In 
this regard, candidates able to master tested skills can 
be considered as qualified candidates for hiring as 
opposed to those who lack such skills. 
 
Corresponding Author: 
Author: Mostafa Azghandi 

Website: http://azghandi.net 

E-mail: mostafa_azghandi@aol.com 

 
References 
  
 

1. Avey, J.; Wernsing, T. S.; & Luthans, F. 
(2008), Can positive employees help positive 
organizational change? Impact of 
psychological capital and emotions on 
relevant attitudes and behaviors, 
Management Department Faculty 
Publications, p. 32 

2. Barnes, S.; Brown, K. W.; Krusemark, E.; 
Campbell, W. K. & Rogge, R. D. (2007), 
The role of mindfulness in romantic 
relationship satisfaction and responses to 

relationship stress, Journal of Marital and 
Family Therapy, 33, pp. 482–500 

3. Boniwell, I. (2006), Positive psychology in a 
nutshell, a balanced introduction to the 
science of optimal functioning, London: 
PWBC. 

4. Baer, R. A. & Lykins, E. L. B. (2011), 
Mindfulness and positive psychological 
functioning, In K. M. Sheldon, T. B. 
Kashdan, & M. F. Steger (Eds.), Series in 
positive psychology, Designing positive 
psychology: Taking stock and moving 
forward (pp. 335-348), New York, NY, US: 
Oxford University Press. 
http://dx.doi.org/10.1093/acprof:oso/978019
5373585.003.0022  

5. Bolino, M. C. & Turnley W. H. (2003), 
Going the extra mile: Cultivating and 
managing employee citizenship behavior, 
The Academy of Management Executive, 
Vol. 17, No. 3, pp. 60-73 

6. Brown, K. W. & Ryan, R. M. (2003), The 
benefits of being present: Mindfulness and 
its role in psychological well-being, Journal 
of Personality and Social Psychology, 84: 
822–848 

7. Brown, K. W.; Ryan, R. M., & Creswell, J. 
D. (2007), Mindfulness: Theoretical 
foundations and evidence for its salutary 
effects, Psychological Inquiry, 18: 211–237 

8. Cameron, C. D. & Fredrickson, B. L. 
(2014), Mindfulness facets predict helping 
behavior and distinct helping-related 
emotions, Mindfulness, 6(5), 1211-1218. 

9. Campbell, H. & Joy, G. (2014), 
Organizational Citizenship Behaviors: 
Definitions and dimensions, Mutuality in 
Business, Briefing  

10. Cherniss, C. & Goleman, D. (2003), The 
emotionally intelligent workplace: How to 
select for, measure, and improve emotional 
intelligence in individuals, groups, and 
organizations, John Wiley & Sons.  

11. Chiesa, A. (2012), The difficulty of defining 
mindfulness: Current thought and critical 
issues, Mindfulness, doi:10.1007/s12671-
012-0123-4. 

12. Childre, D. L. (1996), Cut-thru: Achieve 
total security and maximum energy, 
Planetary Publications, Boulder Creek, CA.  

13. Csikszentmihalyi, M. (1990), Flow: The 
psychology of optimal experience, Harper 
Collins, New York, NY, p. 27 

14. Dane, E. (2011), Paying attention to 
mindfulness and its effects on task 



 Journal of American Science 2014;10(6)           http://www.jofamericanscience.org 

 

38 

 

performance, Journal of Management, 37, 
1–22 

15. Davis, D. M. & Hayes, J. A. (2011), What 
are the benefits of mindfulness? A practice 
review of psychotherapy-related research 
psychotherapy, Vol. 45, No. 2, pp. 198 – 
208, doi: 10.1037/a0022062 

16. Dekeyser, M.; Raes, F.; Leijssen, M.; 
Leyson, S. & Dewulf, D. (2008), 
Mindfulness skills and interpersonal 
behavior, Personality and Individual 
Differences, Vol. 44, No. 5, pp. 1235 – 1245 

17. Dennison, M. (2014), The 
Interconnectedness of being: Mindfulness 
and organizational citizenship, University of 
Bradford, Version: 1, 
doi:10.13140/RG.2.1.5071.7205 

18. Dyer, W.W. (1995), Your scared self, 
Harper Collins, New York, NY. 

19. Dyer, W.W. (1998), Wisdom of the ages, 
Harper Collins, New York, NY. 

20. Feris, J. & Lazaridou, A. (2006), An 
additional way of thinking about 
organizational life and leadership: The 
Quantum Perspective, Canadian Journal of 
Educational Administration and Policy, 
48(1) 128-141. 

21. Fiol, M. & O’Connor, E.J. (2003), Waking 
up! Mindfulness in the face of bandwagons, 
Academy of Management Review, 28:54–70 

22. Gajda, D. (2014), Talent management in the 
context of mindful organizing and 
organizational mindfulness, Vol. 8, No. 3, 
2014, pp. 42–57 

23. Garvin, D. (1993), Building a learning 
organization, Harvard Business Review, 
Vol. 71, No. 4, pp. 78-91 

24. George, J. M. & Brief, A. P. (1992), Feeling 
good-doing good: A conceptual analysis of 
the mood at work-organizational 
spontaneity relationship, Psychological 
Bulletin, 112: 310–329 

25. Glomb, T. M.; Duffy, M. K.; Bono, J. E., & 
Yang, T. (2011), Mindfulness at work, 
Research in Personnel and Human 
Resources Management, 30, 115–157 

26. Hede, A. (2010), The dynamics of 
mindfulness in managing emotions and 
stress, Journal of Management 
Development, 29: 94–110 

27. Hefferon, K. & Boniwell, I. (2001), Positive 
Psychology: Theory, research and 
applications, Open University Press. 

28. IHM Research Update (1993), Vol. 1 No. 1, 
Institute of HeartMath, Boulder Creek, CA 

29. Kabat-Zinn, J. (1995), Wherever you go, 
there you are, Hyperion. 

30. Kabat-Zinn, J. (2003), Mindfulness-based 
interventions in context: Past, present, and 
future, Clinical Psychology: Science and 
Practice, 10, 144–156. 

31. Kiken, L. G. & Shook, N. G. (2011), 
Looking up: Mindfulness increases positive 
judgments and reduces negativity bias, 
Social Psychological and Personality 
Science, 2, pp. 425-431 

32. Klenke, K. (2003), The “S” factor in 
leadership education, practice, and research. 
Journal of Education for Business, pp. 56-60 

33. Kuziemsky, C. E.; Andreev, P.; Benyoucef, 
M.; O'Sullivan, T. & Jamaly, S. (2014), A 
connectivity framework for social 
information systems design in healthcare, 
AMIA Annu Symp Proc. pp. 734–742 

34. Lamberg, J. A. & Parvinen, P. (2003), The 
river metaphor for strategic management, 
European Management Journal, 21, 549–557 

35. Langer, E. J. (2009), Counterclockwise: 
Mindful health and the power of possibility, 
NY, Ballantine Books. 

36. Leibold, M.; Probst, J. B. & Gibbert, M. 
(2005), Strategic management in the 
knowledge economy: New approaches and 
business applications, 2nd ed., WILEY, p. 
329 

37. McBride, N. (2005), Chaos theory as a 
model for interpreting information systems 
in organizations, Info Systems J., 15, 233–
254 

38. McCarthy, K. (1994), Uncertainty is a 
blessing not a bane, APA Monitor, 
September, p. 28 

39. Mulligan, R. (2014), Mindfulness matters: 
The effects of mindfulness on Organizational 
Citizenship Behavior, CMC Senior Theses. 
http://scholarship.claremont.edu/cmc_theses
/1992 

40. Organ, D. W. (1988), Organizational 
Citizenship Behavior: The Good Soldier 
Syndrome, Lexington: Lexington Books, p. 
4 

41. Organ, D. W. (1997), Organizational 
Citizenship Behavior: It's construct clean-up 
time, Human Performance, 10(2), 85-97.  
doi: 10.1207/s15327043hup1002_2, p.95 

42. Organ, D. W.; Podsakoff, P. M. & 
McKenzie, S. B. (2006), Organizational 
Citizenship Behavior: Its nature, 
antecedents, and consequences, USA: Sage 
Publications, Inc. 



 Journal of American Science 2014;10(6)           http://www.jofamericanscience.org 

 

39 

 

43. Patel, T. G. (2014), Benefits of mindfulness 
in the workplace: The effects of mindful 
practices on counterproductive workplace 
behaviors and Organizational Citizenship 
Behaviors, A dissertation submitted to the 
Graduate Faculty of Auburn University 

44. Podsakoff, P. M.; Mackenzie, S. B; 
Moorman, R. H. & Fetter, R. (1990), 
Transformational leader behaviors and their 
effects on followers’ trust in leader, 
satisfaction and Organizational Citizenship 
Behavior. The Leadership Quarterly, 1(2), 
pp. 107-142 

45. Podsakoff, M. P.; Mackenzie, S. B.; Paine, 
B. J. & Bachrach, G. D. (2000), 
Organizational Citizenship Behaviors: A 
critical review of the theoretical and 
empirical literature and suggestions for 
future research, Journal of management, 
Vol. 26, pp. 513 - 563 

46. Ray, J. L.; Baker, L. T. & Plowman, D. A. 
(2011), Organizational mindfulness in 
business schools, Academy of Management 
Learning and Education, 10: 188–203 

47. Reb, J. & Choi, E. (2014), Mindfulness in 
organizations, The Psychology of 
Meditation, Research Collection Lee Kong 
Chian School of Business. 

48. Reb, J.; Narayanan, J.; & Ho, Z. W. (2014), 
Mindfulness at work: Antecedents and 
consequences of employee awareness and 
absent-mindedness, Mindfulness. 6(1), 111-
122, Research Collection Lee Kong Chian 
School of Business  

49. Rivord, M. (2012), Impact of MBSR on 
symptoms of anxiety, stress, and on the 
degree of mindfulness, Retrieved from 
Sophia, the St. Catherine University 
repository, 
https://sophia.stkate.edu/msw_papers/80 

50. Robbins, S. (2003), Organizational 
behavior, Prentice-Hall, Upper Saddle 
River, NJ. 

51. Sadler-Smith, E. & Shefy, E. (2007), 
Developing intuitive awareness in 
management education, Academy of 
Management Learning and Education, 6: 
186–206.  

52. Shapiro, S.; Carlson, L.; Astin, J. & 
Freedman, B. (2006), Mechanisms of 
mindfulness, Journal of Clinical Psychology, 
62(3), 373–386 

53. Shelton, C. K. (1999), Quantum leaps: 7 
skills for workplace recreation, Routledge, 
pp. 4-6  

54. Shelton C. K. & Darling J. R. (2001), The 
quantum skills model in management: A new 
paradigm to enhance effective leadership, 
Leadership & Organization Development 
Journal, Vol. 22 Issue: 6, pp. 264-273 

55. Shelton, C.K. & Darling J. R. (2003), From 
theory to practice: Using new science 
concepts to create learning organizations, 
The Learning Organization, Vol. 10, Iss 6, 
pp. 353 – 360 

56. Shelton, C. K.; Darling, J. R. & Walker, W. 
E. (2002a), Foundations of organizational 
excellence: Leadership values, strategies, 
and skills, The Finnish Journal of Business 
Economics, winter, pp. 46–63 

57. Shelton, C. K.; Hall, R.F. & Darling J. R. 
(2003), When cultures collide: The 
challenge of global integration, European 
Business Review, Vol. 15, Iss 5, pp. 312 – 
323 

58. Shelton, C. K.; McKenna, M. K. & Darling, 
J. R. (2002b), Leading in age of paradox: 
Optimizing behavioral style, job fit and 
cultural cohesion, Leadership and 
Organization Development Journal, Vol. 23, 
No. 7, pp. 372-379 

59. Smith, C.A.; Organ, D. W. & Near, J. P. 
(1983), Organizational Citizenship 
Behavior: Its nature and antecedents, Journal 
of Applied Psychology, 68(4), pp. 653-663 

60. Staw, B. M. & Barsade, S. G. (1993), Affect 
and managerial performance: A test of the 
sadder-butwiser vs. happier-and-smarter 
hypotheses, Administrative Science 
Quarterly, 38, 304-331. 

61. Staw, B. M.; Sutton, R. I. & Pelled, L. H. 
(1994), Employee positive emotion and 
favorable outcomes at the workplace, 
Organization Science, 5, 51-71. 

62. Theeuwes, C. (2014). The relation between 
job crafting dimensions seeking challenges 
and resources, and Organizational 
Citizenship Behavior, exploring the role of 
mindfulness, Master Thesis Human 
Resource Studies, Tilburg University 

63. Ueda, Y. (2012), Self-development as a 
form of Organizational Citizenship 
Behavior: Examining the effects of job 
satisfaction and task characteristics, Society 
of Economics, Seikei University, 
http://hdl.handle.net/10928/249 

64. Vogus, T. J. & Sutcliffe, K. M. (2007), The 
safety organizing scale: Development and 
validation of a behavioral measure of safety 
culture in hospital nursing units, Medical 
Care, 45: 46–54  



 Journal of American Science 2014;10(6)           http://www.jofamericanscience.org 

 

40 

 

65. Vogus, T. J. & Sutcliffe, K. M. (2012), 
Organizational mindfulness and mindful 
organizing: A reconciliation and path 
forward, Academy of Management Learning 
& Education, Vol. 11, No. 4, pp. 722–735 

66. Wachs, K. & Cordova, J. V. (2007), Mindful 
relating: Exploring mindfulness and emotion 
repertoires in intimate relationships,  Journal 
of Marital and Family Therapy, 33(4), pp. 
464-481 

67. Weick, K. E. (1998), Improvisation as a 
mindset for organizational analysis, 
Organization Science, 9, 543–555 

68. Weick, K. E. & Putnam, T. (2006), 
Organizing for mindfulness: Eastern wisdom 

and Western knowledge, Journal of 
Management Inquiry, 15: pp. 275–287 

69. Wishart, N.; Elam, J. & Robey, D. (1996), 
Redrawing the portrait of a learning 
organization: Inside Knight-Ridder, Inc., 
Academy of Management Executive, Vol. 
10 No. 1, pp. 7-18 

70. Wright, T. A., & Staw, B. M. (1999), Affect 
and favorable work outcomes: Two 
longitudinal tests of the happy-productive 
worker thesis, Journal of Organizational 
Behavior, 20, 1-23. 

71. Zhang, D. (2011), Organizational 
Citizenship Behavior, white paper 2, 2. 

 
 

 
4/15/2014 

 


