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Abstract. Different from the previous studies that mainly focused on the mindfulness at the individual level, 
this research explores the effect of team mindfulness on employee moral efficacy, and considers the influence 
of the interaction between team bottom-line mentality (BLM) and team mindfulness on employees’ moral 
efficacy. Results from three-wave surveys of 275 employees indicated that: the team BLM will weaken the 
positive relationship between team mindfulness and employees' moral effectiveness. This research advances 
the current understandings of the influencing process between team mindfulness and employees’ moral 
efficacy by identifying the moderating role of team BLM, and casts the spotlight on the impact mechanism 
among team mindfulness, team BLM, and employees’ moral efficacy at the team level. Theoretical and 
practical implications are also discussed. 

1 Introduction 
Organizations are operating in increasingly complex 
global environments, which also pose difficult moral 
challenges for employees of the organization [7]. Scholars 
have confirmed that moral efficacy will be positively 
associated with moral motivation and moral action [5]. 
Accordingly, ‘how to facilitate employees’ moral efficacy’ 
has drawn increasing interests of scholars and practitioners 
in the organizational settings. One remarkable antecedent, 
employees’ mindfulness, has been confirmed to exert 
positive effects on employees' attitudes and behaviors, 
however, what remains unknown is whether the team 
mindfulness has predictive effects on employees' moral 
efficacy. 

Recently, an increasing number of managers and 
researchers are beginning to realize the importance of 
team mindfulness in the process of team development. 
Previous studies have shown that team mindfulness 
negatively affects team relationship conflicts and further 
helps to attenuate the intensity of team conflicts and their 
negative effects [18]. As a collective mutual belief, team 
mindfulness can affect the operation of the team and help 
individuals deal with things and teammates more 
objectively [17]. Employees in mindful teams are less likely 
to be affected by conflicts [1] which affects employees’ 
perceptions of moral issues and their ability to deal with 
moral issues [18]. Therefore, this research predicts that 
employee moral efficacy is positively related to team 
mindfulness.  

Moreover, teams with high level of bottom-line 
mentality (BLM) believes that bottom line results are the 
most important, while disregards other organizational 

considerations that do not seem directly and immediately 
relevant to the bottom line (e.g., interpersonal 
relationships between teammates [9]; upholding ethics [2]). 
Thus, we suggest that team BLM will negatively moderate 
the relationship between the team mindfulness and the 
employee moral efficacy.  

2 Theoretical Background and 
Hypotheses 

2.1 Team mindfulness and employee moral 
efficacy 

Mindfulness, which refers to “a receptive attention to and 
awareness of present events and experience” [3], has been 
widely researched in the field of management. Yu et al 
(2018) [18] defined team mindfulness as “a shared belief 
among team members that interactions are characterized 
by awareness and attention to present events, and by 
experiential, nonjudgmental processing of within-team 
experiences”. Team mindfulness is a team-level property, 
not an aggregation of individual mindfulness [18]. 
According to Yu and Zellmer-Bruhn ’s (2018) [18], team 
mindfulness negatively relates to team conflicts. Team 
mindfulness provides attention stability [18], so the mindful 
team focuses on task goals and pays less attention to the 
interference of thoughts and activities unrelated to the task 
[12], thus reducing team conflicts. In general, team 
mindfulness creates an internal environment that is less 
prone to conflicts and limits the escalation of conflicts. 

Moral efficacy is defined as “an individual’s belief in 
his/her capabilities to organize and mobilize the 
motivation, cognitive resources, means, and courses of 
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action needed to attain moral performance, within a given 
moral domain, while persisting in the face of moral 
adversity” [8]. Research shows that team conflicts can 
affect employee moral efficacy [18]. In a team that has 
experienced relationship conflicts, team members may not 
be able to recognize and systematically deal with moral 
issues, and they may not be able to respond to relationships 
in a morally desirable way [18], resulting in unethical 
behaviors [6]. In sum, conflicts in relationships within a 
team will reduce employee moral efficacy. 

In general, teams with higher levels of team 
mindfulness face less intense relationship conflicts, and 
employee moral efficacy is affected by relationship 
conflicts at a lower level. Therefore, we propose that:  

HI: Team mindfulness is positively related to 
employee moral efficacy. 

2.2 The moderating effect of team BLM 

Greenbaum et al. (2012) [9] defined BLM as “one-
dimensional thinking that revolves around securing 
bottom-line outcomes to the neglect of competing 
priorities”. And Greenbaum, Bonner and Mawritz, et al. 
(2020) [11] extended the BLM to the team level, “group 
BLM exists when work-group members share a singular 
focus on achieving bottom-line outcomes to the exclusion 
of competing priorities”. 

Employees in teams with high levels of BLM tend to 
approach the bottom-line with a one-dimensional, win-
lose mentality, which makes it easy for them to regard 
anyone as an opponent who obstructs their own bottom-
line results [10]. Therefore, employees in a team with a high 
BLM may ignore the importance of interpersonal 
relationship and tend to treat their team members as 
competitors and sacrifice the interests of teammates to 
achieve their bottom-line results. Then, the hostile 
relationship between employees is promoted which may 
lead to relationship conflicts. Finally, employees' moral 
effectiveness is destroyed. As a result, the following 
assumption is made: 

H2: Team BLM moderates the strength of the 
relationship between team mindfulness and employee 
moral efficacy, such that the relationship is stronger 
(weaker) when team BLM is low (high). 

3 Methods 

3.1 Sample and procedures 

This study collected data from a large state-owned coal 
company in Northern China. To reduce the potential risk 
of common method bias, a three-time lagged design was 
employed to test the hypothesized relationships among 
variables [16]. The questionnaires of three-wave surveys 
were distributed to the employees with the assistance of 
human resources manager. The time interval between each 
round of survey was one month. In the end, 275 valid 
matched questionnaires were obtained. Among 275 
respondents, 91.1% were male and 8.9% were female. 
Their average age is 39.05. 

3.2 Measures 

All items were measured on a 7-point Likert scales ranging 
from 1 “strongly disagree” to 7 “strongly agree.” 

Team mindfulness. We used Yu and Zellmer- Bruhn’s 
(2018) [18]10-item Team Mindfulness Scale, which includes 
items such as: “The team experiences moments of peace and 
ease, even when things get hectic and stressful.” This scale 
has two dimensions. Consistent with Yu and Zellmer-Bruhn 
(2018) [18], we combined them into one variable for their 
strong correlation. The Cronbach’s alpha of this scale was 
0.608.  

Employee moral efficacy. We employed the three-item 
moral efficacy scale developed by Hannah and Avolio 
(2011) [8]. Employees were asked to evaluate their own 
moral efficacy. A sample item is “I am confident that I can 
do the right thing when faced with moral dilemmas”. The 
Cronbach’ alpha of this scale was 0.720 

Team bottom-line mentality. We used the four-item 
scale developed by Greenbaum et al.'s (2012) [9] to measure 
team BLM, but we changed the designation to the 
department, which is consistent with past team level 
research. A sample item is “My team Treats the Bottom line 
as more important than Anything else”. The Cronbach’ 
alpha of this scale was 0.835. 

Control variables. We included several individual’s 
demographic information as control variables that might 
affect the relationships depicted in our model: gender, age, 
organizational tenure, education level, and position in the 
organization.  

4 Results 

4.1 Confirmatory factor analyses (CFA) and 
descriptive statistics 

We conducted a series of CFA analyses to evaluate the 
distinctiveness among the study variables. Three variables 
were employed in our study: team mindfulness, team BLM, 
and employee moral efficacy. To reduce inflated 
measurement errors resulting from multiple items for the 
latent variable, consistent with Nasser-Abu Alhija & 
Wisenbaker (2006) [14], two-item parcels were created for 
team mindfulness in line with its two dimensions. Using 
data obtained from the three-round questionnaires, we 
examined two alternative models against the baseline 
three-factor model (M1). As shown in Table 1, M1 fitted 
the data well (χ2/df =3.186, SRMR=.077, RMSEA=.089, 
CFI=.943, IFI =.944, NNFI=.902) and provided 
substantial improvement in fit indices over alternative 
models (M2-3). 

The means, standard deviations, and correlations 
among the study variables are presented in Table 2. Most 
of the variables had correlations in the expected direction.  
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Table1. Comparison of alternative measurement models 

Models χ2 (df) χ2/df △χ2 SRMR RMSEA CFI IFI NNFI 

1. Three factors: TM, TBLM, EME 66.90 (21) 3.186** -- .077 .089 .943 .944 .902 

2. Two factors: TM and TBLM combined into one factor 77.34 (23) 3.362** 10.435** .084 .093 .932 .934 .894 

3. One factor: Three factors combined into one factor 255.95(24) 10.665** 189.050** .147 .188 .712 .716 .568 

 **p < .01. TM = Team mindfulness, TBLM = Team bottom line mentality, EME = Employee moral efficacy. 

Table2. Means, standard deviations, and correlations of all variables involved in the study 

Variables M SD 1 2 3 4 5 6 7 

1 gender 1.09 0.29        

2 age 39.05 8.34 .050       

3 tenure 15.26 9.31 .142* .859**      

4 education 2.20 1.08 .232** -.021 .089     

5 position 1.32 0.61 .133* .175** .222** .588**    

6 Team mindfulness 4.34 0.70 0.08 -.097 .012 0.146* -.055   

7 Employee moral efficacy 4.88 1.17 .062 -.029 .006 .203** .185** 0.203**  

8 Team BLM 3.97 1.31 .004 .126* .064 -.088 .081 -0.516** .103 

Note： N=275. Cronbach’s alphas are in parentheses on the diagonal. *p < .05; **p < .01; two-tailed tests. 
 

4.2 Tests of hypotheses 

We used hierarchical regression analysis in SPSS to test 
the hypotheses, and the results are shown in Table 3. 
According to the results of M2, consistent with H1, team 
mindfulness showed a positive relationship with employee 
moral efficacy (β = 0.212, p < 0.01). 

In order to test hypothesis 2, we first calculated the 
central values of team mindfulness and team BLM, and 
then constructed the interaction as team mindfulness * 
team BLM. We again used hierarchical regression analysis 
to test the hypothesis. The result in Table 3 (see M4) shows 
that the interaction term between team mindfulness and 
team BLM on employee moral efficacy is significant (β = 
-0.263, p < 0.01), thus H2 was supported. 

Table3. Hierarchy regression results of all variables in the study 

Variables 
Employee moral efficacy 

Model1 Model2 Model3 Model4 

Control variables         
1 Gender 0.012  0.005  -0.007  -0.013  
2 Age -0.087  -0.039  -0.055  -0.064  
3 Tenure 0.031  -0.010  -0.008  0.029  
4 Educational level 0.129  0.080  0.098  0.069  
5 Position 0.120  0.162* 0.143  0.117  
Independent variables     
6 Team mindfulness  0.212** 0.339** 0.331** 
Moderator     
7 Team bottom line mentality   0.259** 0.310** 
Interaction     
8 Team mindfulness × Team bottom line mentality    -0.263** 
Adjusted R2 0.036  0.075  0.121  0.183  
△R2 0.054  0.042  0.049  0.063  
△F 2.949* 11.848** 14.690** 20.338** 

Note: *p< .05; **p<.01; two-tailed tests. 
 
To confirm the direction of this interaction effect, we 

applied conventional procedures for plotting simple slopes 
(see Figure 1) at one standard deviation above and below 
the mean of the team BLM measure. As expected, the 
slope of the relationship between team mindfulness and 

employee moral efficacy was strong for employees who 
assessed team BLM as low (β = 0.530, p < 0.01), whereas 
the slope was weak for employees who assessed team 
BLM as high (β = 0.131, n.s.). 
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Fig 1. Interaction effect of team BLM and team 

mindfulness on employee moral mentality 

5 Discussion 

5.1 Theoretical contribution.  

Previous researches on mindfulness mostly focused on the 
individual level. From the perspective of the team, this 
study explores the effect of team mindfulness on employee 
moral efficacy, which advances the current understandings 
of mindfulness from the perspective of interaction 
between team and individual. This research creatively 
combined team BLM with team mindfulness to explore 
the impact of their interaction on individual level variables. 
In conclusion, this study shows that team mindfulness 
positively affects employee moral efficacy, but team BLM 
weakens this relationship. 

5.2 Practical implications.  

This research shows that team mindfulness has a positive 
effect on the employee moral efficacy. This provides new 
ideas for companies to solve the ethical deficiency and 
workplace deviance of employees in the team. Companies 
can improve employee moral efficacy by improving the 
level of team mindfulness, thus reducing employees’ 
unethical behavior. In addition, this research has also 
confirmed the moderating effect of the team BLM which 
suggest that teams should avoid the one-dimensional 
bottom-line mentality and focus on all the factors such as 
interpersonal relationship that contribute in the team 
process. 

6 Conclusion 

Starting from the team mindfulness, this research explored 
the relationship between team mindfulness and employee 
moral efficacy, as well as the regulating effect of team 
BLM. Specially, the results show that team mindfulness 
can positively affect employee moral efficacy, while team 
BLM negatively regulates the relationship between them. 
In this final section, we address some shortcomings of the 
present framework and offer suggestions for future 
research. The data source of this study is single, and there 
may be common source variance. At the same time, this 
research did not pay attention to the influence of variables 
such as team size and task interdependence, which makes 
our research results may be biased. We suggest that future 
research should select diversified data sources and pay 

attention to the influence of variables such as team size 
and task interdependence. Research on team mindfulness 
and team BLM is still in its infancy, and there are still 
many questions to be explored. We hope to promote future 
research on team mindfulness and team BLM by 
connecting team mindfulness with team BLM. 
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