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ABSTRACT 

In an era marked by rapid change and increasing complexity, organizations are recognizing the value of fostering 

environments where individuals and teams can thrive. This paper explores how deliberate communication and human-

centric practices contribute to the development of flourishing organizations. Drawing on research from organizational 

behavior, positive psychology, and communication studies, the analysis highlights how transparent, authentic, and inclusive 

communication practices build trust, engagement, and shared purpose. Simultaneously, human-centric practices—such as 

empathetic leadership, employee empowerment, and well-being initiatives—create conditions that support resilience, 

innovation, and sustainable performance. The paper synthesizes evidence demonstrating the synergistic impact of these 

approaches on organizational culture and outcomes. It concludes with practical recommendations and a research agenda 

aimed at advancing understanding of how deliberate communication and human-centric practices can serve as levers for 

cultivating flourishing, adaptable organizations. 

KEYWORDS: Flourishing organizations, deliberate communication, human-centric practices, organizational culture, 
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performance. 

INTRODUCTION 

In an increasingly complex and uncertain global landscape, 

characterized by simultaneous crises [79, 47], traditional 

organizational models centered solely on shareholder value 

[36] are proving insufficient. There's a growing recognition 

that a purely economic lens often overlooks the profound 

human element within organizations, leading to issues like 

widespread employee burnout [27, 61]. This necessitates a 

paradigm shift towards humanistic organizing, an approach 

that prioritizes human dignity and well-being as 

foundational to business success [31, 74, 75, 76, 77]. 

Humanistic organizing moves beyond a narrow focus on 

profit maximization [43], embracing a broader 

understanding of value creation that accounts for both 

financial and social impact [11, 41]. This perspective aligns 

with concepts like conscious capitalism [63] and the 

economy for the common good [40], emphasizing that 

businesses can and should be forces for positive societal 

change. At the core of this transformation lies mindful 

organizational communication – a deliberate and reflective 

approach to how organizations interact internally and 

externally. While mindfulness is often associated with 

individual psychological well-being [18, 52, 53], its 

application at an organizational level, termed "mindful 

organizing" [21, 102], offers a potent avenue for fostering 

humanistic principles. 

This article argues that mindful organizational 

communication is not merely a soft skill, but a critical 

mechanism for enacting humanistic organizing. It is through 

conscious and compassionate communication that 

organizations can cultivate environments where employees 

feel valued, heard, and empowered, ultimately leading to 

greater resilience, adaptability, and sustainable 

performance. 

METHODS 

This article synthesizes existing literature from diverse 

fields, including organizational communication, humanistic 

management, mindfulness studies, and organizational 

theory. The methodology employed is a narrative literature 

review, which involves identifying, selecting, and critically 
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analyzing relevant scholarly articles, books, and reports to 

construct a comprehensive understanding of the interplay 

between humanistic organizing, mindful communication, 

and their practical implications. 

The search strategy involved using keywords such as 

"humanistic management," "mindful organizing," 

"organizational communication," "compassion at work," 

"stakeholder theory," "communicative constitution of 

organization (CCO)," and "positive organizational 

scholarship." Emphasis was placed on recent publications 

while also incorporating seminal works that underpin these 

concepts. Particular attention was given to studies that 

explore the practical application of these theories within 

real-world organizational contexts, such as the case of 

Greyston Bakery. 

The analysis of the selected literature focused on identifying 

recurring themes, theoretical connections, and empirical 

evidence that support the central argument. Specifically, we 

examined: 

• Conceptualizations of humanistic organizing: How 

different scholars define and elaborate on human-

centric principles in management [31, 74, 76, 99]. 

• The role of communication in organizational 

constitution: Drawing heavily on the Communicative 

Constitution of Organization (CCO) perspective [9, 20, 

23, 30, 32, 89, 93, 94, 95], which posits that 

organizations are actively constituted through 

communication processes. 

• Dimensions of mindfulness in organizational contexts: 

Distinguishing between individual mindfulness [18, 52] 

and organizational mindfulness [102], and exploring 

how mindful practices are enacted within organizations 

[6, 22, 24, 86, 87, 88]. 

• Empirical examples and case studies: Highlighting 

organizations that exemplify humanistic principles and 

mindful communication practices, with a focus on 

Greyston Bakery as a prominent example [4, 45, 46, 50, 

84]. 

By integrating insights from these varied sources, this 

review aims to construct a robust argument for the 

transformative potential of mindful organizational 

communication in fostering humanistic organizations. 

RESULTS 

The synthesis of the literature reveals several key findings 

concerning the relationship between humanistic organizing 

and mindful organizational communication. 

The Foundation of Humanistic Organizing 

Humanistic organizing is fundamentally about recognizing 

and upholding the inherent dignity of every individual 

within and connected to an organization [74, 76]. This stands 

in stark contrast to the dominant shareholder-centric model 

[36, 43] that has often led to ethical compromises and a 

disregard for human well-being [42, 44, 49, 65]. Instead, 

humanistic organizations embrace a broader understanding 

of value, considering the well-being of all stakeholders – 

employees, customers, suppliers, communities, and the 

environment [39, 78, 100]. This perspective resonates with 

ideas of "stakeholder capitalism" [38] and the "common 

good" [37, 89, 90]. 

A critical aspect of humanistic organizing is fostering an 

environment where individuals can not only survive but 

thrive [62]. This involves creating a workplace that supports 

psychological well-being [18, 80], reduces burnout [27, 61], 

and cultivates compassion [3, 35, 98]. Organizations like 

Greyston Bakery exemplify this through their Open Hiring 

model [4, 45, 46, 50, 84], which eliminates traditional 

barriers to employment, demonstrating a radical 

commitment to radical inclusivity and human potential. This 

approach directly challenges the conventional profit-first 

mentality by integrating social mission as a core business 

objective [11, 41]. 

Mindful Communication as a Constitutive Force 

The concept of the Communicative Constitution of 

Organization (CCO) is central to understanding how 

organizations are not static entities but are continuously 

brought into being through communication [9, 20, 23, 30, 32, 

89, 93, 94, 95]. From this perspective, mindful 

communication is not just about what is said, but how it is 

said, and the underlying intentions and awareness that 

shape these interactions [22, 24]. It involves a heightened 

sense of presence and attention to the communication 

process itself [19, 86, 87, 88], moving beyond mere 

information exchange to the co-creation of shared meaning 

and organizational reality [1, 15, 33, 56, 57]. 

Mindful communication in humanistic organizations 

manifests in several ways: 

• Active Listening and Empathy: This goes beyond simply 

hearing words to truly understanding perspectives and 

emotions [5]. It involves being present in conversations 

and recognizing the subjective experiences of others [8, 

97]. 

• Transparency and Openness: Mindful communication 

fosters a culture where information is shared openly and 

honestly, reducing uncertainty [13] and building trust. 

This can involve clear communication of purpose and 

values [51]. 

• Constructive Feedback and Dialogue: Rather than 

hierarchical directives, mindful communication 

promotes genuine dialogue, where feedback is offered 

with compassion and received with a willingness to 

learn [71]. This aligns with "pivotal leadership" that 

emphasizes conversation as a core leadership tool [6]. 
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• Recognition and Affirmation: Mindful communication 

acknowledges and appreciates the contributions of 

individuals, fostering a sense of belonging and value [34, 

91]. This can extend to recognizing the dignity of all 

employees, as seen in the "everybody matters" 

philosophy [26]. 

These communicative practices are not merely 

instrumental; they are constitutive. They shape the 

organizational identity [10, 85], influence collective 

sensemaking [54, 64, 103], and ultimately determine what 

the organization "is" and "becomes" [28, 29, 30, 101]. 

Mindful Organizing in Practice 

The integration of mindfulness into organizational practices 

moves beyond individual meditation [52, 92] to a collective 

way of being and interacting [21, 102]. This involves: 

• Cultivating Awareness: Organizations foster an 

environment where individuals and teams are 

encouraged to be more aware of their own thoughts, 

emotions [5, 59, 97], and the broader organizational 

context [102, 103]. This proactive awareness helps in 

anticipating and responding to complex challenges 

[104]. 

• Non-Judgmental Observation: Mindful organizations 

encourage observing situations without immediate 

judgment, allowing for a more nuanced understanding 

of problems and fostering creative solutions [25]. 

• Flexibility and Adaptability: Mindfulness cultivates a 

greater capacity for psychological flexibility [3], 

enabling organizations to adapt to rapidly changing 

environments rather than rigidly adhering to outdated 

practices [101]. This is particularly relevant in times of 

global uncertainty [13, 47]. 

• Compassionate Action: Rooted in Buddhist principles 

[48, 55, 81, 82, 83], mindful organizing promotes 

compassionate responses to suffering, both internal 

(employee burnout, stress [27, 61]) and external 

(societal challenges) [3, 35, 66, 98]. This manifests in 

practices like Open Hiring, where the organization 

actively addresses social inequities [4, 84]. 

The case of Greyston Bakery powerfully illustrates these 

principles. Their Open Hiring policy, where no questions are 

asked about background, education, or work history, is a 

direct embodiment of mindful, humanistic organizing [4, 45, 

46, 50, 84]. This practice demonstrates: 

• Radical Acceptance: Embracing individuals as they are, 

without pre-judgment, reflecting a core tenet of 

mindfulness [25, 92]. 

• Focus on Potential: Seeing the inherent worth and 

potential in every person, rather than dwelling on past 

mistakes or perceived deficiencies [84]. 

• Trust in Humanity: A fundamental belief in people's 

ability to contribute, regardless of their history [26]. 

Greyston's success, both financially and socially, challenges 

the notion that humanistic practices are at odds with 

profitability [11, 41, 63]. Instead, it suggests that fostering 

human dignity and well-being can be a source of competitive 

advantage and sustainable growth. 

Discussion 

The findings underscore that humanistic organizing and 

mindful organizational communication are inextricably 

linked, representing a powerful framework for future-

oriented business models. 

Theoretical Implications 

This article contributes to the existing body of knowledge by 

bridging the fields of humanistic management and 

organizational communication, particularly the CCO 

perspective. While humanistic management emphasizes the 

ethical imperative of valuing human dignity [31, 74, 76], the 

CCO approach provides a granular understanding of how 

these values are enacted and sustained through 

communicative practices [9, 20, 23, 32, 93, 94, 95]. Mindful 

communication, therefore, serves as the conduit through 

which humanistic principles are not merely espoused but 

are constituted within the organizational fabric. It moves 

humanistic management from a philosophical ideal to a 

tangible, performative reality [58]. 

Furthermore, integrating mindfulness with organizational 

communication offers a critical counterpoint to instrumental 

views of communication that treat it as a neutral tool for 

transmitting information [33, 56]. Instead, mindful 

organizational communication acknowledges the recursive 

nature of language [85] and its capacity to shape 

organizational reality [1, 15]. By fostering mindful 

interactions, organizations can actively "author" a more 

humanistic future [22, 24], where compassion and well-

being are embedded in their very communicative 

constitution [20]. This perspective also deepens our 

understanding of "organizational mindfulness" [102], 

moving beyond simply avoiding errors to proactively 

cultivating a compassionate and flourishing environment. 

Practical Implications 

For practitioners, the insights from this article offer a 

compelling roadmap for building more resilient, ethical, and 

successful organizations. 

• Prioritize Purpose and Values: Clearly articulate and 

consistently communicate a humanistic purpose that 

goes beyond profit maximization [51, 63]. This purpose 

should serve as a guiding principle for all organizational 

decisions and communications [11]. 

• Invest in Mindful Communication Training: Equip 

leaders and employees with skills in active listening, 
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empathetic responding, and non-judgmental 

observation. Training programs focused on mindful 

communication can enhance interpersonal 

relationships [87, 88] and improve overall 

organizational climate [70]. 

• Cultivate a Culture of Psychological Safety: Encourage 

open dialogue, even about difficult topics, and create an 

environment where individuals feel safe to express 

themselves without fear of reprisal [71]. This fosters 

authentic communication and trust [26]. 

• Embrace Inclusive Hiring and Development Practices: 

Learn from examples like Greyston Bakery's Open 

Hiring [4, 45, 46, 50, 84] and consider implementing 

policies that reduce barriers to entry and focus on an 

individual's potential. This demonstrates a tangible 

commitment to human dignity and can unlock untapped 

talent [50]. 

• Foster Compassion and Well-being: Implement 

initiatives that support employee well-being and 

actively address burnout [27, 61]. Organizations that 

prioritize compassion [3, 35, 66, 98] are more likely to 

retain talent and build a loyal workforce. 

Limitations and Future Research 

While this article provides a comprehensive overview, it is 

based on a narrative literature review and does not present 

new empirical data. Future research could involve: 

• Empirical Studies: Conducting qualitative and 

quantitative research to investigate the causal links 

between specific mindful communication practices and 

humanistic organizational outcomes. This could include 

case studies, surveys, and experimental designs. 

• Cross-Cultural Comparisons: Exploring how humanistic 

organizing and mindful communication manifest in 

different cultural contexts, acknowledging that the 

interpretation of concepts like "dignity" and "well-

being" may vary [48]. 

• Longitudinal Studies: Examining the long-term impact of 

adopting mindful communication practices on 

organizational culture, employee engagement, and 

financial performance. 

• Specific Communication Channels: Investigating how 

mindful communication can be effectively practiced 

across various organizational communication channels, 

including digital platforms. 

CONCLUSION 

The journey towards truly humanistic organizations is 

inextricably linked to the intentional and mindful way 

organizations communicate. By prioritizing human dignity, 

fostering genuine connection, and embedding 

compassionate practices into their very communicative 

fabric, organizations can move beyond merely surviving in a 

turbulent world to truly flourishing, creating value not just 

for shareholders, but for all of humanity. What steps can 

your organization take today to embed more mindful and 

human-centric communication practices into its daily 

operations 
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