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Extended Abstract:
The success of companies today largely depends on the leadership capabilities of employees at all levels of the organization. Because of this fact, everyone with an interest in how people perform their work must be aware of the significance that various leadership models have on organizational performance. 
In conversations among the management ranks, the concept of ‘leadership’ is often denoted as an implied skill, often considered as either naturally imbued or associated in some way with an academic preparation.  As such, the leadership concept has not only become embedded in the business school curriculum but has also been associated with natural characteristics such as physique, gender and heritage. Hence, it becomes relevant to discuss these existing attributes and prior novel views on the nature and development of leadership. 
[bookmark: _GoBack]In this chapter, the role of leadership is discussed as expressed within the individual, based on the existing mindfulness literature, and as it operates within the business environment considering external influences as considered in spirituality research. We specifically consider an enhanced view of leadership that blends both paradigms in a working model to invariably optimize leadership efforts and organizational outcomes. Mindfulness has been increasingly proposed as one of several leadership paradigms with a potential source for unleashing personal limitations among individuals at work in organizations. In this chapter, we enhance this research to suggest that mindfulness alone is a necessary but not sufficient quality to produce the best leadership outcomes.  As such, this research proposes an integration of perspectives from both areas to optimize organizational performance. We summarize this discussion with conclusions and implications for both research and for practice. 
Keywords: Leadership, Organization, Mindfulness, Spirituality, Workplace.  












Mindfulness: The New Leadership Paradigm
Introduction
Leadership is one of the most essayed concepts in the domain of organizational studies (Bass, 1990; Burns, 1978; House, 1977; House & Aditya, 1997; House & Mitchell, 1974; Yulk, 2002). Since, it is a critical factor in positive individual, social and organizational outcomes. The principal reasons for theoretical and empirical studies in the leadership domain can be attributed to role of leadership in organizational sustainability. For instance: company’s profitability, stockholder wealth, rewards and punishment to attain shared organizational interests, group/individual performance and job satisfaction among employees’. Therefore, researchers investigating leadership have made relentless efforts in the past decades (and still going on) to understand the construct of leadership. 
Avolio (2007) commends that “… leadership theory and research has reached a point in its development at which it needs to move to the next level of integration…………for continued progress to be made in advancing both the science and practice of leadership”. The primary objective of such novel view is to understand the leadership, its role, dimensions, underlying processes/causes that determine leadership, predictors and its antecedents in a comprehensive manner. Though there are certainly large numbers of studies that report leadership. Specifically, trait/behavior view (House & Mitchell, 1974; Fielder, 1967; Fielder & Garcia, 1987; Kirkpatrick & Locke, 1991), inspirational view such as charismatic theory (House, 1977; Conger & Kunungo, 1987, 1988), transformational theory (Burns, 1978; Bass, 1990; Bass & Avolio, 1993), visionary theory (Bennis & Nanus, 1985; Sashkin, 1988) and informal leadership (Hollander, 1964; Bowers & Seashore, 1966). However, there have been limited attempts that enquire mindfulness as the new leadership paradigm (e.g. Carroll, 2008; Gonzalez, 2012). 
In the recent past, conference on mindful leadership (2009) and symposia on how leadership might look in the future (2010) by Harvard Business School Professors has been called. For instance, Professor William George organized conference on “mindful leadership: where east meets west” (2009) to incorporate eastern wisdom on mind to develop leaders through awareness and compassion. Similarly, Langer (2010) puts forward “a call for mindful leadership”. Thus, based on the above expressions it is reasonable to pursue mindfulness as the new leadership paradigm. 
In the present article a different perspective to understand the construct of leadership is suggested. Instead of identifying traits or personality attributes that significantly impact workplace, for that they can be developed or identified while training or recruitment and selection. It is proposed that existing views about leadership and its role needs to be inquired. Further, causal connection of mindfulness and leadership is needed to be explored. To facilitate this, the role of mindfulness is called for. Further, likely influence on leadership is inferred. Thereafter, emerging conclusions are drawn. Finally, implication for research and practice are outlined. 
The relevance of mindfulness in leadership domain
As proposed above, the present paper seeks to add to leadership research by covering the topic of leadership and mindfulness in the organizational settings. The paper is organized as follows. First, research and definitions of leadership are outlined. Next, theories of leadership are addressed. Thereafter, roles of leadership are discussed. This is followed by definitions, roles and manifestations of mindfulness. Finally, based on the above discussions, mindfulness as a new leadership paradigm is explicated. Subsequently, conclusions emerging from this paper are discussed. Finally implications of this paper for future leadership research and for practice are outlined. 
Leadership 
Leadership Research
Leadership is an interesting concept which has been tested both qualitatively and quantitatively. The early efforts of researchers on leadership were based on traits. Then, it switched to leadership styles or behaviors. While, attempts to understand the leadership was voluminous it failed to count on elements in leadership process (Rost, 1991). Since then, more integrated approach to examine leadership has been taken. Consistent with the views of Avalio (2007); Bass (1990); Day (2000) and Yulk (2002) that leadership is not limited to individual but rather something larger and perennial. Similarly, Marion and Uhl-Bien (2001) emphasize that “leaders are part of the dynamic rather than being the dynamic itself”.  Thereafter, many new dimensions of leadership has been proposed (Fry, 2003, 2005, Fry & Matherly 2006; Carroll, 2008; Balkundi and Kilduff, 2005; Brass et al., 2004; Lord et al., 2001; Marion & Uhl-Bien, 2001). Specifically, Lord et al. (2001) insisted that “how situations are inferred (perceptions), moreover, it appears they are result of proximal and distal contexts in which such mental representations are made”. However, recently due to sudden social, political, technological and economic changes has again brought attention to new areas of leadership, particularly, authentic leadership, spiritual leadership and mindful leadership. Eventually, there is further evolution and expansion of the construct of leadership.
Definitions of Leadership
Stogdill (1974) defines leadership “as the initiation and maintenance of structure in expectation and interaction”. Similarly, Burns (1978) defines leadership “as leaders inducing followers to act for certain goals that represent the values and the motivations of both leaders and followers”. Further, Berlew (1974) emphasizes that leadership “is the process of instilling in others shared vision, creating valued opportunities, and building confidence in the realization of the shared values and opportunities”. Thereafter, Jacobs & Jacques (1990) describe leadership “as a process of giving purpose to collective effort, and causing willing effort to be expended to achieve purpose”. Accordingly, in line with above explanations Hemphill & Coons (1957) define leadership as the behavior of an individual when he is directing the activities of a group toward a shared goal. Finally, Astin (1993) define leadership “as a process by which members of a group are empowered to work together synergistically toward a common goal vision, that will create change and transform institutions and will improve quality of life. The leader is catalytic force or facilitator who by virtue of position or opportunity empowers others to collective action toward accomplishing the goal”. 
Theories of Leadership
Over the years there has a spate of studies covering leadership. Prior and till present theories of leadership has resulted in explication of the leaders and their attributes ranging from productive to counterproductive. For example, Bass’s (1990) study exhaustively describes the concept of leadership. Further, Judge et al. (2002) evidenced five factor model (neuroticism, extraversion, openness to experience, agreeableness and conscientiousness) with leadership. Similarly, Kaplan et al. (1991) reported that leaders fail due to deficient personality traits. Though, many leadership theories have been proposed and supported by researchers but no single theory can be posited as standalone. 
The domain of leadership has expounded across the years. In this paper, limited theories of leadership are covered. Since, a great deal of leadership theories has been reported by researchers. For our purpose, four leadership theories have been covered. These are: Fielder (1967) contingency theory. Next, House & Mitchell’s (1974) path goal theory. Thereafter, Conger & Kanungo’s (1987) charismatic theory. Finally, Bass’s (1985) transformational theory is discussed.  
Contingency theory 
Fielder’s (1967) contingency theory suggests that leaders are either categorized as task oriented leaders or people oriented which is evaluated through least preferred coworker scale. The contingency model proposed that task based leaders are effective in favorable and unfavorable situations, and counterintutively, people oriented leaders perform better in moderate situations. 
Path goal theory 
House & Mitchell’s (1974) path goal theory suggests that people with authority (supervisors, managers) will be effective to the degree they are aligned with the environment in which their followers perform by providing constant support and needed resources. In their theory, four specific behaviors were identified by House & Mitchell (1974). They are: directive path goal clarifying leader behavior, supportive leader behavior, participative leader behavior, and, achievement oriented behavior. 
Charismatic theory 
Weber (1947) initiated the discussion to include charisma in leadership. However, Conger & Kanungo (1987) developed and expanded charismatic theory which was based on the work of House (1977). Their theory posits that a charismatic leader transforms individual needs and values of into collective pursuit. Therefore, leaders are charismatic when they succeed in changing followers attitudes to accept advocated vision by displaying certain behaviors (see Conger & Kanungo, 1987). 
Transformational theory
Bass’s (1985) transformational theory was based on the works of Burns (1978) who first distinguished between transactional and transformational leaders. Bass (1985) advanced the work and proposed that transformational leaders motivate the followers to go extra mile by doing more than expected by putting more efforts for broader organizational goals above personal interests. Transformational theory covers both transactional and transformational behaviors in eight attributes of leaders (leadership behaviors). These are: idealized influence, inspirational motivation, intellectual stimulation, individual consideration are included in transformational domain. Further, in transactional domain contingent reward, management by exception-active, management by exception-passive and lastly, laissez-fairre elements are included. 
Role of Leadership
From the above perspectives (discussing leadership research, definitions, and theories), role of leadership can be understood as: displaying behaviors that show their initiation which leads to involvement by individual members. Then, formation of group takes places. Further, norms are established within the groups. Thereafter, the views of group are represented via communication. Next, followers carry out goals to achieve visions. Finally, all through the process of accomplishing goals leaders ensure trust, inspiration, satisfaction and support among the group by facilitating efforts and performance.
Leadership in this paper
From the above definitions and role of leadership it is clear that leadership entails dimensions such as influencing others by motivating either through reward or punishment, creating shared goals, facilitating individuals, arranging processes to bring individuals together. Specifically, Kirkpatrick & Locke (1991) insist on drive, honesty and integrity, self-confidence, cognitive ability, and knowledge as leaders attributes. Further, Hogan et al. (1994) corroborated surgency conscientiousness, agreeableness and emotional stability as factors connected to leader’s effectiveness. Finally, House & Aditya (1997) noted achievement motivation, prosocial influence motivation, adjustment and self confidence as effective leader’s traits. Thus, based on the previous definitions and above views, the present paper assumes that leadership implicates cognizant behavioral patterns. Hence, leadership can be defined as a set of dimensions which a person holds, develops or is allocated so as to bring positive individual and organizational results.
Mindfulness
Definitions of Mindfulness
The most widely acknowledged definition of mindfulness comes from Kabat-Zinn (1994) which is defined as “ability to pay attention on purpose in present moment with nonjudgmental view”. Likewise, mindfulness is explained as “receptive attention to and awareness of present events and experience” (Brown & Ryan, 2003). Further, Shapiro (2009) notes mindfulness as “the awareness that arises through intentionally attending in an open, accepting, and discerning way to whatever is arising in the present moment”. Thereafter, Bishop et al. (2004) explains mindfulness as “process of regulating one’s attention to bring awareness to have orientation towards curiosity, openness, and acceptance towards one’s experience. In line with the above views, Glomb et al. (2010) define mindfulness as “…a state of consciousness characterized by receptive attention to and awareness of present events and experiences without evaluation, judgment and cognitive filters”. Thus, based on above opinions, it can be concluded that mindfulness results from four factors. They are acceptance, attention, present moment focus and awareness, which are similarly being pointed by Brown & Ryan (2003), and, Brown, Ryan & Creswell (2007). 
Role and Manifestations of Mindfulness in Leadership Context
Mindfulness and mindfulness based interventions have drawn considerable interest over the years. The reasons for such appreciation are based on large number of evidence by researchers who have reported benefits of mindfulness on improved mental and physical health (e.g. Baer, 2003; Bishop et al., 2004; Brown & Ryan, 2003; Brown, Ryan & Creswel, 2007; Carmody et al., 2009; Kabat-Zinn, 1982, 2003; Grossman et al., 2004; Glomb et al., 2011; Miller, Fletcher & Kabat-Zinn, 1995 ). 
Due to such reported positive outcomes it is increasingly being accepted in clinical and non-clinical settings. For instance, in the recent years some studies have reported benefits of implementing mindfulness as an intervention in workplace (e.g. Giluk, 2010; Glomb et al., 2010; Hunter & McCormick, 2008; Tipsord, 2009). Hence, consistent with above documents for our purposes, seeing such studies and to ameliorate existing leadership research it is fair to discuss the role of mindfulness. Especially, functions of mindfulness, underlying reasons behind it and, manifestations of such process. 
The literature germinated by researchers on mindfulness has indicated central functions and outcomes of mindfulness at work. Since, our aim is to understand the role of mindfulness; Garbavoc et al. (2011) model is adapted and acknowledged in the present article. The central message of the model is to understand the nature of mind. It means that cognition is biased without awareness. Further, due to unawareness the mind works mechanically. Moreover, the responses to events (internal as well external) are reactive rather than choice based. However, the question arises regarding the manner in which such things happen? 
Along with definitions of mindfulness, mindfulness based interventions plays a critical role. Firstly, stress, anxiety and emotional disturbance are curtailed by mindfulness based interventions (e.g. Kabat-Zinn 1982, 1990; and Brown & Ryan 2003). Secondly, these interventions facilitate non-judgmental view and attitude of acceptance of events (Hayes et al., 1999; and, Kabat-Zinn, 1990), which are among the distinctive features of mindfulness. Since, mindfulness results from four factors as indicated by Brown & Ryan (2003) and Brown, Ryan & Creswell (2007). Further, steady practice of mindfulness interventions strengthens the factors and eventually there is an insight into the nature of mind. These are: aversion or attachment, habitual reactions and separate entity from the events (see Garbavoc et al., 2011). Through such insight the reception towards events is option based which Siegel (2007) calls regulated pattern of behaviors.  This happens since mind is not biased from perception i.e. unfiltered perception (Hunter & McCorkmick, 2008) since it helps individuals in seeing reality without projections and mediation. Taken together such circumstances make individuals decouple from experiences and emotions (Glomb et al., 2010). Ensuring, only mindfulness. 
Many researchers have reported positive manifestations of mindfulness. For instance, positive emotion (Tipsord, 2009) will make people more resilient (Glomb et al., 2011) to the challenges of work environment. Further, such mental resiliency would result in higher empathy (Shapiro et al., 1998). Thereafter, fellow feeling will improve relationship quality (Giluk, 2010) which may breed in close relationships (Kabat-Zinn, 1993); and then it may ensue relationship satisfaction (Tipsord, 2009). Eventually, such affects will lead to emotional intelligence (Baer et al., 2004, 2006) which is the decisive factor of leaders and leadership performance (see Goleman, 1998, 2000) based on Goleman’s (1995, 1998) emotional intelligence model. Moreover, such qualities will facilitate decision making and task performance (Glomb et al., 2011). 
Based on the above, reported outcomes of mindfulness, can be assumed that not only Goleman’s (1995) emotional intelligence characteristics (self-awareness, self-regulation, social skill, empathy, motivation) but also Costa & McCrae’s (1992) big five personality traits (openness, conscientiousness, extraversion, agreeableness, neuroticism) are either embedded in or influenced by mindfulness. Hence, mindfulness would facilitate such positive outcomes in leaders/of leadership. 
Mindfulness: The New Leadership Paradigm
The overall role of leadership for organizations is to make them sustainable. To achieve global visibility there is call for leadership that get results (Goleman, 2000). As a consequence, leadership is viewed as competitive advantage (McCall, 1998; Vieere & Fulmer, 1998) and there is additional emphasis on leadership development (See Day, 2000). However, corporate scandals, global financial and socio-political disturbance has led to the importance of leadership based on values and compassion. For instance, some admirable postulations of leadership are authentic leadership (Avolio & Gardner, 2005); mindful leader/leadership (Carroll, 1998; Gonzalez, 2012); and, spiritual leadership (Fry, 2000 & 2005). 
The hallmark of authentic leadership is positive psychological capital, positive ethics and moral perspective, positive modeling, positive social exchanges, positive strength based cultures (see Avolio & Gardner, 2005). Similarly, spiritual leadership includes vision, altruistic love, hope/faith (Fry, 2003). Further, charismatic theory incorporates elements such as articulation of goals, arousing motivation, role model of values/beliefs, collective effort through high performance (Weber, 1947). Along the same lines (Cogner & Kanungo, 1998) state vision, sensitivity to members needs, displaying behaviors that challenge status quo, risk taking and sensitivity to environment is distinctive feature of charismatic leadership. Thereafter, Bass (1985) accepts behaviors such as idealized influence, inspirational motivation, intellectual stimulation, individual consideration, contingent reward, management by exception-active, management by exception-passive and laissez-faire dimensions. Thus, based on the behaviors supported in these theories it can be concluded that these are in one or the other way influenced by mindfulness. 
Marion and Uhl-Bien (2001) emphasize that “leaders are part of the dynamic rather than being the dynamic itself”.  And, this dynamic is complex and situational. Moreover, when there is call for growth and profitability with values amid crises there is test for leaders. The decisive factor within such contexts for leader’s performance and effectiveness is contingent.  Hence, the leaders must behave according to circumstances (Stogdill, 1974). Such paradigm change in behaviors can only be done through mindfulness. And, mindfulness is nothing but “receptive attention to and awareness of present events and experience” (Brown & Ryan, 2003). 
When awareness is there it is possible to switch behaviors between events. It is fit between leader’s behavior and situation through mindfulness. Based on above perspectives it can be attributed that the inherent component among the leadership theories is mindfulness or being mindful. For effective leadership, mindfulness is needed. Hence, it can be concluded that mindfulness is the new leadership paradigm. 
Relevance in theory and practice
There has been extensive and exhaustive advancement in the domain of leadership due to leadership theories (Bass, 1990; Stogdill, 1974). For example, the body of knowledge has been developed from contingency theory to present theory of spiritual leadership. Through our discussion and various opinions analyzed, an alternative way to move forward in leadership discipline is by incorporating mindfulness when global business mood is calling for greater humanistic approach to organizational leadership. It is addressed in the present article that not only mindfulness as new leadership paradigm is relevant as a theory to be further examined but also as daily practice not limiting it to workplace. 
Conclusion
The brief overview provides an alternate perspective that mindfulness can be included in leadership for positive individual and organizational outcomes. First, definitions and dimensions of leadership are broad which are situational. Second, role of leaders and leadership is important individually and organizationally. Third, due to changing and muddied global scenario effective and humanitarian leaders and leadership are required which can be done through mindfulness. Fourth, mindfulness creates awareness thereby making internal and external responses to situations more choice based, i.e. proactive rather than reactive. Lastly, by incorporating mindfulness in leadership individual and collective benefits can be attained. 
Though, we conclude that mindfulness as new leadership paradigm is at formative stage. Yet, many empirical and theoretical strides are needed to corroborate the exiting views. Hopefully, this paper by discussing various issues related to leadership and mindfulness, and including mindfulness as new leadership paradigm to get positive results (both individual and organizational) is a small step in that direction. 
To sum up, mindfulness should not be confined to organizational settings. But, it should be practiced as a way of life. Since, being mindful in daily life will come of naturally at work also. Moreover, required positive results will be achieved in daily as well as professional life. 
Implications for research 
The conclusions from preceding part of the article may provide opportunities for future research. For instance, a proposal that the present paper makes for theory is that it may inspire leadership scholars to advance by proposing conceptual classification of mindfulness as leadership dimension. Further possibility is to formulate theoretical classification and give empirical explanation in live organizational situations. Based on live events, research may guide practice by identifying specific components that influence leaders/leadership in organizational contexts for higher leader performance and leadership effectiveness. 
To sum up, the views of present paper is expressed in the words of Bass (1990; 1974) who explicates that “… theory and empirical research should move forward together, each stimulating, supporting, and modifying the other. Neither can stand alone. An elegant theory without prospects of elegant data gathering makes a sketchy theory. Early in a line of investigation, crude data and theory may be useful. Later, (Bass, 1974) states that as understanding develops and practice improves, more stringent standards are required” (see Bass, 1990).
Implications for practice
Shao & Skarlick (2009) noted that to deliver positive work outcomes mindfulness and mindfulness based interventions have potency. The practitioners may incorporate mindfulness as a source of learning for individual and organizational transformations. As noted by Daft (2001) analysis of situations is vital to tailor behaviors according to events and it is fundamental to leadership training. For instance, practitioners through effective leadership training based on mindfulness can build leadership pipeline. Hence, mindfulness can be customized into leadership training and development as new dimension at work. 
Limitations
Theoretical and empirical rigor on the construct of leadership is very intense. Despite this, some limitations arise from the present paper. First, there is limited coverage on leadership and mindfulness. Second, further empirical exploration is required about how mindfulness impacts leadership. However, it may ease the limited and conceptual coverage since it generates fair stimuli for future research and practice and to the best of my knowledge it is one of the few attempts to propose mindfulness as new leadership paradigm.
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