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This study aimed to explore the potential buffering effect of trait mindful acceptance and the exacerbating effect of trait mindful attention monitoring on the relationship between organizational injustice and burnout. A cross-sectional survey was conducted with 139 employees who completed measures of burnout, organizational injustice, and trait mindfulness. A moderated regression analysis was used to examine the relationships between burnout (DV), organizational injustice (IV), trait mindful acceptance and trait mindful attention monitoring (moderators). The results revealed a significant positive association between organizational injustice and burnout (β = .51, standardized 95% CI [.35, .67], p < 0.001) with an R2 = .26. However, trait mindful acceptance did not significantly buffer the relationship between organizational injustice and burnout (β = -.05, standardized 95% CI [-.21, .1], p = .49), while mindful attention monitoring did not significantly exacerbate impact organizational injustice on burnout (β = -.03, standardized 95% CI [-.17, .11], p = .65) with the adjusted R2 = .57. The results, while not significant, suggest that trait mindful acceptance may not buffer against the impact of organizational injustice on burnout, though trait mindful attention monitoring may indeed exacerbate this relationship. Alongside contributing to psychological theory such as Monitoring and Acceptance theory, the current study provides a unique framework for combating the negative impact of organizational injustice on burnout in the workplace.  
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The number of people working is rapidly growing with 60% of the global population being employed in 2019 (WHO, 2022). At the same time, the number of employees with mental health problems is increasing, with an estimated 15% of working adults experiencing mental disorders in 2019 (WHO, 2022). Understanding the factors that predict mental health has long been of interest to organizational scholars and employers. Mental health has been associated with factors such as employee productivity (Carolan et al., 2017; Van den Heuvel et al., 2010), physical health, turnover rates, and absenteeism (Burton et al., 2008; Pieper et al., 2019). As such, it is essential for both the employee and employer to promote good mental health in the workplace.
Burnout
When stress becomes too overwhelming it can lead to a phenomenon known as burnout. The term burnout was first introduced by Freudenberger, (1974) to describe emotional fatigue reported by civil servants but has since received numerous definitions. For the purpose of this study, burnout will be defined as a “work-related state of exhaustion that occurs among employees, which is characterized by extreme tiredness, reduced ability to regulate cognitive and emotional processes, and mental distancing.” (Schaufeli et al., 2020, p.4). In terms of employee work-life, burnout has been associated with lower job satisfaction (Robinson et al., 2019), absenteeism (Dyrbye et al., 2019), turnover intention, and reduced job performance (Dall’Ora et al., 2020; Rajendran et al., 2020). Employee health can also be negatively impacted by burnout, which has been linked to negative outcomes such as anxiety, depression, physical and mental illness, drug abuse, and suicide (Lacy & Chan, 2018; Li et al., 2018). In occupations such as nursing, higher degrees of perceived burnout have even been linked to medical errors, threatening patient lives (Ayala & Carnero, 2013; Baier et al., 2018; Dall’Ora et al., 2020).

Due to the lack of a consensus definition and measurement scale, the prevalence of burnout in the general population is still unclear. In the healthcare sector, a systematic review of nurses worldwide found an overall pooled prevalence of burnout to be 11.23% (Woo et al., 2020). Schaufeli, (2018) investigated burnout rates in Europe and found that an average of 10% of the EU workforce feel burned-out compared to 17% of workers in non-EU countries. However, this study found that only 3.7% of the variance in burnout levels could be explained by the country-level, indicating that a large number of other factors influence burnout levels. 
Organizational Injustice
An important factor contributing to employee burnout is how employees perceive the fairness of policies, decisions, and procedures within an organization. This perception of fairness can be encapsulated by the term organizational justice. Organizational justice is often divided by scholars into four components which focus on the perceptions of antecedents and consequences within the workplace (Colquitt, 2001; Greenberg & Cropanzano, 1993). Distributive justice refers to workers’ perceived contributions in relation to the fairness of the outcome received from the organization; interactional justice refers to whether the employee feels he or she has been treated with respect; procedural justice refers to the outcomes resulting from the procedures and policies implemented by the organization; and informational justice refers to whether the seniority has communicated details in a timely and accurate manner (Adams, 1965; Colquitt, 2001; Greenberg & Cropanzano, 1993). 
	Perceived fairness within an organization has been associated with positive outcomes such as decreased conflict, higher levels of customer satisfaction, increased commitment, productivity, and knowledge sharing (Cropanzano et al., 2007; Fujishiro & Heaney, 2009; Imamoglu et al., 2019). On the contrary, perceived organizational injustices can lead to a variety of negative outcomes including psychological withdrawal, hiding knowledge from co-workers, and counter-productive behaviour (De Clercq et al., 2021; Jahanzeb et al., 2020; Pangestu & Wulansari, 2019). Perceived organizational injustice has also been shown to increase the likelihood of negative employee-organization relationships, as well as sharing negative information about the company on external platforms such as social media (Lee, 2022).
Organizational Injustice and Burnout 
Previous empirical research indicates that when an employee feels they have low levels of justice within the organization, they are more likely to experience burnout (Campbell et al., 2013; Robbins et al., 2012). This link between burnout and perceived organizational injustice has been supported by a number of recent studies. According to recent research, burnout is negatively correlated with distributive, procedural, and interpersonal justice (Vaamonde et al., 2018). These results have been observed in sectors such as education (Capone et al., 2019), healthcare (Correia & Almeida, 2020; De Hert, 2020), construction (Yang et al., 2018), and IT (Dishon-Berkovits, 2018). Yet, despite the established link between organizational injustice and burnout, very few studies have attempted to explain the factors moderating this relationship. This lack of research means we have little understanding of the environmental and individual aspects that may buffer or exacerbate the effect of organizational injustice on burnout. Further understanding this relationship will help us best protect against organizational injustices triggering employee burnout. 
One factor that may play a role in this relationship is an individual’s emotional dispositions, which have been shown to influence responses to organizational injustice (Barsky & Kaplan, 2007). Those higher in neuroticism tend to have poorer coping and emotion regulation skills, which have been positively linked to procedural and informational injustice (Shi et al., 2009). It has also been demonstrated that improving emotional regulation skills can enhance coping, reduce stress responses, and burnout (Gross, 2015; Jackson-Koku & Grime, 2019). These findings indicate that the negative effect of workplace stressors is greatly influenced by our emotional regulation. 
Trait Mindfulness 
One salient aspect of emotional regulation has been mindfulness (Mesmer-Magnus et al., 2017). Trait mindfulness can be conceptualised as “the general tendency of a person to show characteristics of non-judgmental awareness of present-moment experience in their everyday life” (Krägeloh, 2020, p.64). It is important to note that trait mindfulness differs from mindfulness practice, which requires one to participate in mindful exercises to create a state of mindfulness. Rather, trait mindfulness, also known as mindfulness perception, measures one’s characteristic propensity to be mindful in any given moment (Carpenter et al., 2019). Little is known about what moderates the relationship between organizational injustice and burnout, but previous meta-analysis have shown that mindfulness helps to prevent burnout in the workplace (Mesmer-Magnus et al., 2017; Sauvain-Sabé et al., 2023). One reason for this may be that mindfulness helps buffer immediate emotional reactions to organizational injustice (Pérez-Fuentes et al., 2020).
A large amount of evidence has demonstrated that higher levels of trait mindfulness is associated with improved mental health (Tomlinson et al., 2018). Research has demonstrated that those with high levels of perceived mindfulness report lower levels of negative affect such as stress and anxiety (Alsubaie et al., 2017; Carpenter et al., 2019). Mindfulness has been demonstrated to explain significant variability in psychological distress (20%), cognitive weariness (10%), and emotional exhaustion (8%) (Prudenzi, D. Graham, et al., 2022). Moreover, a recent review found that the most significant benefits of improving mindfulness perceptions among employees was decreased emotional exhaustion, stress, depression, anxiety, psychological distress, and occupational stress (van der Heijden, 2022). However, there is still ambiguity in the literature regarding which components of mindfulness lead to its positive buffering effects. 
It is generally accepted that mindfulness is a multidimensional construct (Baer, 2019). This study will utilise the well-established self-reported Five Facet Mindfulness Questionnaire (FFMQ; Baer et al., 2006). We chose to use the FFMQ as it is based on a factor analysis of the five most popular mindfulness measures, and as it contains particularly valid psychometric properties (de Bruin et al., 2012; Sauer et al., 2013). The FFMQ consists of five facets which have been proposed to be combined to form a single factor of mindfulness. However, recent cross cultural and psychometric research has called the validity of the single mindfulness factor into question, and has highlighted the importance on focusing on individual aspects of mindfulness rather than a general score (Karl et al., 2020; Tran et al., 2013). In particular, the FFMQ has shown cross-cultural issues when measuring mindfulness as a single factor (see Karl et al., 2020; Tran et al., 2013). Recent research by Lindsay & Creswell, (2017) has identified mechanistic underpinnings of mindfulness that avoid the issues associated with measuring mindfulness as a single factor. Their Monitor and Acceptance Theory divides these mechanistic underpinnings into attention monitoring and acceptance skills. 
Monitor and Acceptance Theory conceptualises attention monitoring as the skills that enhance awareness of present-moment experience, while acceptance encompasses the skills that regulate the way one reacts to present-moment experience (Lindsay & Creswell, 2017). Importantly, attention monitoring enhances awareness of present-moment experience regardless of the nature of the experience. This can raise problems when applying attention monitoring skills to a negative or stressful experience. Research has shown that the observing facet of mindfulness has been significantly associated with hyperarousal and anxiety (Raphiphatthana et al., 2016). This suggests that shifting attention to one’s thoughts and emotions may in fact result in harmful consequences (Raphiphatthana et al., 2016). In contrast, Monitor and Acceptance Theory posits that acceptance skills cause the individual to welcome negative thoughts into awareness which allows them to dimmish. This can also be supported by research which has found the non-reactivity facet of mindfulness to be associated with lower levels of neuroticism (Karl & Fischer, 2022). 
Trait Mindfulness and Burnout
The relationship between trait mindfulness and burnout has received notable focus in the literature. Research in this area suggests that higher reported levels of trait mindfulness are associated with a reduction in burnout symptoms (Fabbro et al., 2020; Taylor & Millear, 2016). There is still a lack of consensus around which components of burnout mindfulness is most effective against. Some studies find emotional exhaustion to be the only significantly reduced burnout component (e.g., Lu et al., 2019). While others also find improvements in the depersonalization component of burnout (Suleiman-Martos et al., 2020), or the cynicism component (Davis, 2022). The use of various scales and different conceptualisations of burnout makes determining the specific buffering effects of trait mindfulness challenging. Equally, there is an ambiguity regarding which facets of mindfulness contribute toward reducing burnout. As noted above, the acceptance trait of non-reactivity has been associated with lower levels of neuroticism (Karl & Fischer, 2022). Conceptualising mindfulness as the facets of attention monitoring and acceptance in this study will help gain further insight into the mechanistic underpinnings behind why mindfulness reduces burnout. 
Trait Mindfulness and Organizational Justice 
	To date, there has been little research investigating the relationship between trait mindfulness and perceived organizational injustice. Trait mindfulness has been linked to positive workplace interactions (Babalola et al., 2019; Hawkes & Neale, 2020; Mesmer-Magnus et al., 2017). Research has demonstrated that mindfulness can help regulate against negative responses at work caused by organizational injustices. Specially, there has been support for mindfulness to moderate the relationship between organizational injustice and negative responses at work (Long & Christian, 2015). It was also shown that the improved emotional regulation associated with mindfulness can help reduce supervisors’ aggressive responses (Liang et al., 2018). These studies highlight that the improved emotional regulation in mindfulness might aid workers in coping with work demands which in turn might reduce the likelihood of burnout. In terms of Monitor and Acceptance Theory, it is the acceptance skills that are theorised to accompany emotional regulation and improve coping. Taking this research into consideration, we first hypothesise that organizational injustice will be positively associated with burnout across all facets. Secondly, we hypothesise that mindful acceptance will buffer against the impact of organizational injustice on burnout. However, Monitor and Acceptance Theory also proposes that attention monitoring skills may in fact intensify negative contexts when lacking the support of acceptance skills. As such, our final hypothesis states that mindful attention monitoring will exacerbate the impact of organizational injustice on burnout. 
	Overall, in this study we aim to explore the moderating role of trait mindfulness on the relationship between organizational injustice and burnout. By conceptualising mindfulness following the Monitoring and Acceptance Theory as attention monitoring and acceptance, we aim to identify potential mechanistic pathways underpinning resilience to perceived organizational justice which might allow for the development of more targeted and effective interventions to prevent burnout.  
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A cross-sectional study was implemented through anonymous survey research via the online survey platform Qualtrics. The survey included the measures of burnout (DV), organizational injustice (IV), mindfulness (moderator), and sociodemographic questions (covariates). Data collection involved a snowball sampling approach whereby a link to the anonymous online survey was made available to currently employed connections of the researchers via LinkedIn. Participation in the survey was conditional on being an employee over 18 years old and completing consent requirement. We aimed to recruit at least 294 participants in order to have good statistical power. This was calculated accounting for a partial R2 of 0.05 resulting in an f2 effect size of 0.05, including the alpha of .05, and a power of .8.
[bookmark: _Toc128732742]Participants
A total of 141 participants attempted the survey however, only N = 139 fully completed the survey. The sample consisted of 51 males (36.7%) and 87 females (62.59%). Respondents aged ranged from 19 to 65 years (M = 38.72 years, SD = 14.71) and the majority of participants had completed higher level education (n = 98; 70.5%). Respondents were either employed full-time (n = 40; 28.78%) or part-time (n = 95; 68.34%), in a small company (n = 45; 32.37%), medium sized company (n = 47; 33.81%), or large company (n = 43; 30.94%). The majority of participants were in non-managerial position (n = 93; 66.91%) and had a seniority level of over 5 years (n = 50; 35.98%). Ethical approval for this study was granted by the DCU PEC 109. The current study was also preregistered on the OSF (https://osf.io/3749k), where all the anonymized data is available (https://osf.io/7y3w5).
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Materials
Demographics
The online Qualtrics survey included demographic questions related to age; gender; education level (primary, secondary, higher); company size (small company = 10 - 49 employees, medium-sized company = 50 - 250 employees, large company = over 250 employees); job position (managerial, non-managerial); and seniority (under 1 year, 1-5 years, 6-10 years, over 10 years).
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The survey measured participants’ mindfulness perception using the Five Facet Mindfulness Questionnaire (FFMQ; Baer et al., 2006). This measure includes the subscales of (i) Observing (e.g., When I’m walking, I deliberately notice the sensations of my body moving) (ii) Describing (e.g., I’m good at finding words to describe my feelings) (iii) Acting with awareness (e.g., When I do things, my mind wanders off and I’m easily distracted) (iv) Nonjudging (e.g., I criticize myself for having irrational or inappropriate emotions) (v) Non-reactivity (e.g., I watch my feelings without getting lost in them) (See Table 1). The FFMQ is scored on a 5-point Likert scale ranging from 1 (never or very rarely true) to 5 (very often or always true). For further details on the FFMQ. 
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The Burnout Assessment Tool (BAT) was used to measure burnout (Schaufeli et al., 2020). The BAT, a recent improvement on the widely used Maslach Burnout Inventory (MBI; Maslach et al., 1997), conceptualises burnout using four core components: (i) Exhaustion (e.g., At work, I feel mentally exhausted) (ii) Mental distance (e.g., I feel indifferent about my job) (iii) Cognitive impairment (e.g., At work I struggle to think clearly) (iv) Emotional impairment (e.g., At work, I feel unable to control my emotions) (See Table 1). The BAT is scored on a 5-point Likert scale ranging from 1 (never) to 5 (always). For further details on the BAT. 
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[bookmark: _Hlk115806691]The Organizational Justice Scale (OJS) was used to measure organizational justice (Colquitt, 2001). The organizational justice scale developed by Colquitt, (2001) and measures organizational justice using four subscales: (i) Procedural justice (e.g., Have those procedures been free of bias?) (ii) Distributive justice (e.g., Is your (outcome) justified, given your performance?) (iii) Interpersonal justice (e.g., Has (he/she) treated you with respect?) (iv) Informational justice (e.g., Has (he/she) explained the procedures thoroughly?) (See Table 1). The OJS is scored on a 5-point Likert scale ranging from 1 (I strongly disagree) to 5 (I strongly agree). For further details on the OJS. 
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Data Cleaning 
	The data analysis has been pre-registered on the Open Science Framework (OSF) (https://osf.io/7y3w5). RStudio was used for all data analysis. The data was screened and filtered for responses with incomplete consent forms. Only participants who consented to the study were retained. We coded the responses to the FFMQ and clustered them into the five individual facets, as well as the Attention Monitoring and Acceptance variables. Attention Monitoring contained the Observe FFMQ facet while Acceptance was a mean of the Nonreactivity and Nonjudgement facets. We also coded the responses to the BAT and OJS and clustered them into their respective facets. 
Hypotheses Testing 
To test the three hypotheses, we ran a moderated regression using burnout as the dependant variable, organizational justice as the independent variable, and mindful acceptance and mindful attention monitoring as the moderators. This moderated regression determined whether (i) organizational injustice was positively associated with burnout, (ii) mindful acceptance buffered the impact of organizational injustice on burnout, and (iii) whether mindful attention monitoring exacerbated the impact of organizational injustice on burnout. A confidence interval (CI) of 95% was used for all analysis. 
Sensitivity Analysis
	We ran a sensitivity analysis to test for significant confounding variables and omitted variable bias in the organisational injustice and burnout regression model. The sensitivity analysis used age and seniority as benchmark covariates as they are the most conceptually robust potential confounders.  
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Results
Assumptions 
All four scales had high internal consistency (See Table 1). A visual inspection of the standardised residuals in the form of Q-Q plot and histograms showed possible violation of normality (See Figure 2). This was confirmed by a Shapiro-Wilk Test which indicated that the data violated the assumption of normality (W = .97, p = .03). However, a Hartigan's Dip test suggested that the data did not significantly deviate from normality (p = .05). A Breusch-Pagan test indicated that there was no statistically significant heteroskedasticity in the residuals (χ2(1) = .15, p = .69). One studentized residual was found to be a statistically significant outlier (z = 2.65, p < .001). To address these issues, we decided to bootstrap the model using normal-theory confidence interval and 1000 bootstraps. Predictors for the moderation were also transformed prior to the analysis such that they were standardized (M = 0, SD = 1). 
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Reliability of Measures 
	Measure
	M
	SD
	α
	ω

	Attention Monitoring
	
3.43
	
.82
	
.90[.87, .93]
	
.92[.9, .94]

	
Acceptance
	
3.15
	
.69
	
.92[.89, .94]
	
.90[.87, .93]

	
BAT
	
2.48
	
.69
	
.92[.89, .94]
	
.92[.89, .94]

	
OJS
	
2.67
	
.79
	
.89[.86, .92]
	
.89[.86, .93]


Note. BAT = Burnout Assessment Tool. OJS = Organizational Justice Scale 
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Hypothesis Testing 
	Overall, a moderated regression analysis found strong support for our first hypothesis. As expected, organizational injustice was significantly positively associated with burnout (β = .51[.35, .67], p < .001) (See Figure 3), with an R2 = .26. Acceptance was a significant negative predictor of burnout (β = -.44[-.59, -.28], p < .001). While monitoring was also a significant negative predictor of burnout (β = -.19[-.35, -.04], p = .02). 
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Organizational Injustice and Burnout
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The results of the interaction effects model did not support our second hypothesis. Organizational injustice continued to be a significant predictor of burnout (β = .30[.16, .44], p < .001). However, acceptance did not significantly buffer against the impact of organizational injustice on burnout (β = -.05[-.21, .1], p = .49) (See Figure 4). 
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Buffering Effect of Acceptance
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Note. Acceptance plotted at minimum and maximum values.
We found moderate support for our third hypothesis such that monitoring did not significantly exacerbate the impact of organizational injustice on burnout (β = -.03[-.17, .11], p = .65) (See Fig 5). Together, organizational injustice, monitoring, and acceptance accounted for 56.7% of variance in burnout with the adjusted R2 = .57. 
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Exacerbating Effect of Attention Monitoring
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Note. Monitoring plotted at minimum and maximum values
Sensitivity Analysis
A sensitivity analysis was run on hypothesis one to check the robustness of the statistically significant result. The results of the sensitivity analysis revealed both age (β = -.16[-.43, .11], p = .24), and seniority (β = .19[-.08, .46], p = .17) to have no significant confounding effect on the relationship between organizational injustice and burnout. 
We used these variables as benchmark covariates, and used thresholds based on Cinelli & Hazlett, (2020), to run a sensitivity analysis of unobserved confounders (q = 1, α = .05). The results revealed that in an extreme scenario, even if confounders explained all remaining variance in the organizational injustice and burnout relationship, the confounders would need to explain at least 23.4% (R2Y∼D|X = 0.23) of the residual variation of organizational injustice to bring down the estimated effect size to zero. Additionally, in a less extreme scenario, an unobserved confounder would need to explain 42.1% of both the residual variation of burnout and of organizational injustice in order to explain away the significant result for hypothesis one. Accounting for sampling uncertainty, this percentage reduces to 30.1% (See table 2). 
Moreover, an unobserved confounder with the same strength of age and seniority combined can at most explain 1.4% (R2Y∼D|X =1.4%) of residual variation of burnout and 3.3% (R2D∼Z|X = 3.3%) of residual variation of organizational injustice. As these estimates are below the robustness value of 42.1%, we can conclude that the significant result for hypothesis one is robust to an unobserved confounder as strong as age and seniority. Thus, hypothesis one is robust to both an unobserved confounder as strong as our existing confounding variables, as well as a more extreme scenario in which all remaining variance is explained by confounders (see Appendix A for sensitivity plots). 
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The purpose of this study was to provide the first investigation into how trait mindfulness impacts the relationship between organizational injustice and burnout. The first prediction was that organizational injustice would be significantly positively associated with burnout. This hypothesis was supported as we found a significant positive relationship between organizational injustice and burnout, consistent with previous research. (Campbell et al., 2013; Vaamonde et al., 2018). As expected, participants who experienced higher levels of organizational injustice also reported higher levels of burnout.
The second hypothesis focused on the buffering role of acceptance in the relationship between organizational injustice and burnout. This hypothesis was not supported. Although we found a negative interaction effect, we did not find a significant buffering effect of acceptance on the organizational injustice and burnout relationship. These results indicate that participants who reported higher levels of mindful acceptance did not experience significantly lower levels of burnout from organizational injustice. 
These results have a number of theoretical implications. The findings challenge MAT by disputing the protective value of mindful acceptance. At the same time, our results contradict prominent mindfulness theories that suggest emotional regulation to be the central mechanism behind the benefits of mindfulness (Hölzel et al., 2011). Neuroscientific research has found individuals’ high in trait mindfulness to have improved emotional regulation in the limbic system (Farb et al., 2010, 2012). According to MAT, acceptance allows for reduced emotional reactivity and the need for cognitive change in response to stress (Lindsay & Creswell, 2017). Moreover, the association between organizational injustice and negative affect is well-established (Colquitt et al., 2013; Hoobler & Hu, 2013; Lee, 2022). However, our results indicate that individuals high in mindful acceptance have no significant reduction of automatic negative responses to organizational injustice, which means they are no more protected from the negative affect that leads to burnout. This study provides further insight into the mechanisms underlying the typical mindfulness research domains such as benefits to well-being and health (see Chiesa et al., 2017). Identifying acceptance to have no significant buffering effect on burnout caused by organizational injustice questions the literature to offer another explanation for the underlying mechanisms behind the benefits of trait mindfulness. However, it is important to note that although the results of the current study question MAT and the emotional regulation theories of mindfulness, we believe this is due to methodological issues and an inadequate sample size. As noted above, the minimum sample size for good statistical power was 294 participants. As the study conducted data analysis on 139 participants, one would expect a non-significant result here.
 Our third hypothesis predicted that mindful attention monitoring will exacerbate the impact of organizational injustice on burnout. We found partial support for this hypothesis with no statistically significant result found. Those high in mindful attention monitoring were less likely to experience burnout from organizational injustice. However, as this result was not significant, our third hypothesis was partially supported. This is consistent with MAT which proposes that high attention monitoring will exacerbate negative responses independent of acceptance (Lindsay & Creswell, 2017). Moreover, in relation to the organizational injustice literature, an interesting connection may be the role of recurrent thought after an unjust event. Research indicates that injustice in the workplace often leads to automatic, intrusive and repetitive thoughts that dwell on that negative event (Soenen et al., 2019). It has been shown that mindfulness buffers the effect of injustice on ruminating thoughts such as these (Long & Christiacn, 2015). Few studies have investigated rumination in the context of MAT, however, it has been shown that the mindfulness facet of nonjudging is associated with less rumination, while the facet of present moment attention is associated with more rumination (Blanke et al., 2020). The results of the current study further this research and indicate that those high in attention monitoring are less capable of coping with organizational injustice and preventing burnout. The current results are also supported by prior research finding that those high in attention monitoring are more likely to view their supervisor as unfair (J. P. Burton & Barber, 2019). Thus, not only are those high in attention monitoring perhaps less capable of dealing with organisational injustices and preventing burnout, they may also be more likely to perceive injustice. 
Supported by both the mindfulness and organizational literature, the results of the third hypothesis have a number of implications. This is the first study to establish a relationship between mindful attention monitoring and an exacerbation of burnout from organizational injustice. These findings are important because they indicate that specific mindfulness components may actually hinder both employee health and organizational efficiency. Prospectively, those high in mindful attention monitoring could have a predisposition to focus on the negative affect caused by the workplace which may not only increase burnout, but also a variety of other stress related disorders such as anxiety. On the other hand, perhaps this relationship is explained by those high in attention monitoring having a greater eye for detail, which translates to more workplace success and responsibility, which in turn leads to more burnout. 
	Both organizational injustice and burnout have become significant concerns in today’s workplaces (De Hert, 2020; Hershcovis & Barling, 2010). The current findings may have practical implications for the implementation of workplace mindfulness based interventions. Our findings indicate that while workplace interventions emphasising acceptance skills may not be an efficacious strategy for combating organizational injustice and employee burnout. Our findings suggest that such combating could take the form of reducing employees’ risk of excessive attention monitoring. For example, employees who perceive themselves as fixating over mistakes or unjust events may benefit from being aware of excessive attention monitoring and interventions helping to reduce it. Little research has been done to develop interventions to improve rumination. Interventions could perhaps aim to minimise these negative recurrent thoughts through methods such as education or actual mindfulness practice. One method that has shown promise using mindfulness skills has been workplace acceptance and commitment therapy (Prudenzi, Graham, et al., 2022). 
Limitations and Future Research 
It is important to note that the present study has several limitations that should be taken into consideration for future research. Overall, the measures used showed excellent reliability and the result for hypothesis one was robust to both observed and unobserved confounders. However, data was restricted by a small sample size which may limit the generalisability of the results. One may also hypothesise that a greater sample size would yield significant results for both hypothesis two and three. Given the current interaction effects, this would have resulted in support of our second hypothesis yet a rejection of our third hypothesis. It must also be acknowledged that as with any survey study, it is not possible to make causal inferences based on the findings. The widespread limitations with self-report cross sectional measures should also be taken into consideration (see Podsakoff et al., 2003, 2012).
	In light of these limitations, future research should aim to replicate and extend our findings in a more diverse and larger sample. It would also be valuable to implement a longitudinal design to both increase the quality of data and to investigate if the observed relationships change over time. Moreover, we recommend that scholars put more focus on how the specific components of trait mindfulness such as acceptance impact the workplace. Due to the limited sample size, analysing the moderating effect of mindful acceptance and attention monitoring across each component of the BAT and OJS was not possible. Replication of the current study with a larger sample investigating such facets would give further insight into the mechanisms behind the observed moderating effects. In addition, it would be interesting to investigate the factors behind why acceptance did not help buffer, while attention monitoring exacerbated, the impact of organizational injustice on burnout. As outlined above, the possible mechanisms may be the regulation of automatic intrusive thoughts or recurrent thoughts after an unjust event. Future research should investigate this further to help develop more effective mindfulness interventions to help minimise the excessive attention monitoring of negative events. 
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Hypothesis One Sensitivity Analysis 
	Treatment
	Outcome, Burnout:
	
	
	
	
	

	
	Est
	SE
	t-value
	R2Y∼D|X
(%)
	RV (%)
	RVα = 0.05(%)

	Organizational Injustice 
	.34
	.06
	5.72
	23.4
	42.1
	30.1


Note. df = 107; bound (Z as strong as Age and Seniority), R2Y∼D|X =1.4%, R2D∼Z|X = 3.3%.
⁠
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Partial R2 of Confounders on Hypothesis One
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Hypothesis One Significance Thresholds
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Note. Red line is the point at which confounders would change the statistically signifcant result. 
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