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Introduction and method: Building on self-determination theory, this study

aims to advance the happy-productive worker thesis by examining a sequential

mediation linking trait mindfulness to task performance through basic

psychological need satisfaction and psychological wellbeing at work. Whereas

most of the papers published on the topic stem from USA and Europe, we tested

our model in a Canadian sample of 283 French-speaking workers.

Results: Based on structural equation modeling, results show that the three need

satisfactions at work mediate the relationship between trait mindfulness and

psychological wellbeing at work. Rather than observing a sequential mediation,

we find an indirect effect of trait mindfulness on task performance through the

satisfaction for one of the basic psychological need (i.e., competence).

Discussion: The present research goes beyond previous studies by exploring

a new pair of happy construct-productive criteria alongside an emergent

intrapersonal factor contributing to this relationship.

KEYWORDS

psychological wellbeing at work, task performance, trait mindfulness, basic
psychological need satisfaction, happy-productive worker thesis, self-determination

1 Introduction

Still portrayed as the Holy Grail of industrial and organizational psychology (Gutiérrez
et al., 2020; Arshad et al., 2023; Ghasemy et al., 2023), the happy-productive worker thesis
states that the happier people are at work, the better they will perform (Cropanzano and
Wright, 1999; Wright and Cropanzano, 2007). Over the past few years, two literature
reviews provided a comprehensive overview of the topic, which included over 40 studies,
45 independent samples, and 34,000 participants (Gutiérrez et al., 2020; Sender et al.,
2021). The authors’ reviews acknowledge that results remain inconclusive regarding the
relationship between happiness and performance. They point out that some pairs of
happy construct-productive criterion can either support or reject the much-cited thesis.
A possible explanation behind such mixed evidence lies in how happiness and productivity
are operationalized. Both reviews emphasize that happiness is defined and assessed
through various positive subjective experiences. Positive affect (Gutiérrez et al., 2020;
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Sender et al., 2021) and job satisfaction (Sender et al., 2021)
are the main indicators drawn upon in operationalizing the
construct. While positive affect and job satisfaction refer to
how people perceive and relate to their work environment,
Sender et al. (2021) highlight the multitude of conceptualizations
and measures, making a common definition challenging. There
is analogous multiplicity in productivity operationalization.
Nonetheless, papers analyzed in the studies by Gutiérrez et al.
(2020) and Sender et al. (2021) indicate that this concept is
largely based on job performance operationalized by behaviors
contributing to the organization’s effectiveness (Gutiérrez et al.,
2020; Sender et al., 2021).

Among additional key findings drawn from these literature
reviews, job satisfaction is positively related to performance in only
a third of the articles analyzed (Sender et al., 2021). Conversely,
wellbeing has the highest confirmation rate at 82% for the happy-
productive worker thesis (Sender et al., 2021), despite being a
less-studied indicator of happiness (Gutiérrez et al., 2020; Sender
et al., 2021). Taken together, these inconsistent results underline
the need for further exploration into pairs of happy construct-
productive criterion in pursuing the quest for the Holy Grail. In
a similar line, Peiró et al. (2019) called for more attention to be paid
to under-explored operationalizations of happiness.

Whereas past studies focused on context-free
operationalizations of wellbeing, examining a work-specific
indicator would be another step toward a richer understanding
of the above relationship. This proposition aligns with Johns
(2006, 2017) who argues that studying a construct broadly
versus contextualized explains workplace behaviors differently.
Accordingly, he recommends considering context to understand
better complex organizational phenomena (Johns, 2006, 2017).
Additionally, from an empirical perspective, Judge et al. (2017)
report that contextualized constructs have better predictive value
for specific work behaviors than general variables. These insights
underline the need to contextualize wellbeing in terms of workers’
realities rather than using the general conception of this construct,
especially knowing that the happy-productive worker thesis is
embedded in the organizational environment.

Beyond the search for new pairs of happy construct-productive
criterion, researchers and practitioners are also questioning the
antecedents of this relationship. Since most studies provide
evidence for organizational variables as happiness predictors (e.g.,
psychological contract, perceived organizational support; Ayala
et al., 2017; Joo and Lee, 2017; Fogaça et al., 2021), exploring
individual factors offers another way forward. While traits and
personal dispositions gained scholars’ attention (e.g., Gutiérrez
et al., 2020; Lindberg et al., 2021), researchers primarily focused
on the dark side of personality (e.g., anti-social disposition,
neuroticism, anger; Gutiérrez et al., 2020). This evidence reflects
an unbalanced portrait of antecedents, neglecting individuals’
characteristics that are more under their control and can
constructively help them. By the same token, Peiró et al. (2019)
and Sender et al. (2021) suggest further investigation into factors
contributing to happiness in organizational settings.

In light of these observations, the current research goes beyond
previous studies in two ways. First, we advance the scientific
understanding of the happiness-performance link by testing an
emergent operationalization of wellbeing that accounts for the
work context. Specifically, we examine whether psychological

wellbeing at work, as an under-explored operationalization of
happiness, is related to task performance, one of the most studied
criterion variables (Sender et al., 2021). Task performance refers to
behaviors recognized by the organization’s formal reward systems
and outlined in the job description requirements (Williams and
Anderson, 1991). Second, the present work proposes and tests
an enriched model building upon a seminal framework shaping
the motivational antecedents of wellbeing and performance
outcomes. Based on self-determination theory (Deci and Ryan,
1985; Ryan and Deci, 2017), we incorporate an under-examined
intrapersonal factor within the happy-productive worker thesis,
namely mindfulness – defined as open and receptive awareness
of present experiences (Brown and Ryan, 2003). According
to one of the theory’s formal propositions (Ryan and Deci,
2017), mindfulness could heighten the potential for satisfying
psychological needs, as it may enhance one’s capacity for
volitional self-direction in alignment with needs and sources
of motivation. Ryan and Deci (2017) state that the fulfillment
of basic psychological needs provides the essential conditions
for psychological wellbeing and the production of behaviors.
Through empirical testing of this expanded model, the current
responds to the invitation of Peiró et al. (2019), Gutiérrez
et al. (2020), and Sender et al. (2021) by testing a new pair of
happy construct-productive criteria and by considering a positive
dispositional tendency that places human beings at the center of
their experience.

2 Theoretical background

2.1 Operationalization of wellbeing

Some authors consider wellbeing as the absence of negative
symptoms – such as anxiety (e.g., Gu et al., 2023) defined as
a natural bodily warning system that is reflected in the feeling
of worry and unease over an uncertain outcome (Barnett et al.,
2009), or burnout (see Niinihuhta and Häggman-Laitila, 2022
for a review), a prolonged response to chronic emotional and
interpersonal stressors on the job (Maslach and Leiter, 2016).
Meanwhile, researchers increasingly concur on defining wellbeing
by the presence of positive indicators – including positive emotions
(e.g., Seligman, 2011) and sense of purpose (e.g., the extent to which
individuals felt their lives had meaning, purpose and direction,
Ryff, 2013). Several scholars argue that the absence of negative
symptoms does not necessarily indicate the presence of wellbeing
(e.g., Seligman, 2019; Park et al., 2023; Zhao and Tay, 2023).
Back in 2002, Keyes and Lopez shed light on the possibility of
concurrently observing negative symptoms and positive indicators
of wellbeing among individuals. Nearly 20 years on, a scoping
review (Iasiello and van Agteren, 2020) based on 83 peer-reviewed
empirical articles emphasizes the distinction between negative
and positive subjective experiences. Accordingly, we rely on
this perspective to operationalize wellbeing as an indicator of
happiness.

When conceived as a positive construct, wellbeing is
conceptualized from two main approaches. On one side is
the hedonic approach that describes wellbeing in terms of pleasure-
seeking, positive emotions, and favorable judgment of satisfaction
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(Diener, 2000; Cropanzano and Wright, 2001; Fisher, 2010). On
the other side is the eudemonic approach that conceptualizes
wellbeing as realizing full potential and self-determination, a sense
of meaning, and being oneself completely (Ryff and Keyes, 1995;
Keyes et al., 2002; Fisher, 2010). Several authors mention the
importance of embracing both approaches in defining wellbeing,
especially when testing the happy-productive worker thesis (e.g.,
Peiró et al., 2019, 2021). However, such definitions are rare in
the literature, not to mention that prevailing conceptualizations
of wellbeing fail to take into account the workplace context
(Gutiérrez et al., 2020).

As one of the exceptions, Gilbert et al. (2011) and Gilbert
and Malo (2017) propose a conceptualization of wellbeing framed
within the organizational context and incorporate the eudemonic
and hedonic approaches. According to those authors, psychological
wellbeing at work is defined as a psychological state that includes
cognitions and affects derived from the positive rapport to self,
others, and the work environment. Positive rapport to oneself
refers to serenity and being in a good mood, as well as feeling
energetic and emotionally balanced at work. Positive rapport to
others is about the pleasure that the individual experiences in
his or her relationships at work, the feeling of being appreciated
by others, and the perception of being able to remain oneself
with one’s professional entourage. Finally, positive rapport to the
work environment is defined by the feeling of being stimulated
by one’s work, the desire to undertake projects, and the pursuit of
goals in the work context (Gilbert et al., 2011; Gilbert and Malo,
2017). Taken together, these three dimensions describe a positive
subjective experience in the workplace.

Often mistaken for job satisfaction or work engagement,
psychological wellbeing at work differs in several ways (Gilbert
and Malo, 2017). As mostly conceptualized in studies of the happy
and productive worker thesis (Peiró et al., 2019), job satisfaction
represents workers’ overall evaluation of their job. Compared to
psychological wellbeing at work, which is composed of both affect
and cognition (Gilbert et al., 2011; Gilbert and Malo, 2017), job
satisfaction is more cognitive in nature and corresponds to workers’
overall experience.

Work engagement is defined as a positive state of
accomplishment at work composed of vigor, dedication, and
absorption (Schaufeli et al., 2002; Schaufeli and Bakker, 2004).
Vigor can be seen as a significant amount of energy, a willingness
to invest effort in work, and perseverance despite obstacles
encountered. Dedication represents individuals’ enthusiasm, sense
of purpose, and willingness to take on challenges. Absorption is
characterized by a large concentration and deep immersion in
one’s work, as well as a feeling that time is passing quickly and
difficulty in detaching oneself from the tasks being carried out
(Schaufeli et al., 2002). Whilst work engagement includes cognitive
and affective components, as does psychological wellbeing at work,
this positive subjective experience represents a more intense state.
Moreover, according to conservation of resources theory, work
engagement would be the result of a long process of accumulation
of resources (Gorgievski and Hobfoll, 2008). Consequently, a
considerable amount of resources seems to be required before
reaching such a state. Since psychological wellbeing at work is
not the result of such a lengthy process of resource accumulation,
it would be more directly related to intrapersonal antecedents
(Gilbert and Malo, 2017).

Considering these distinctions, the added value of studying
psychological wellbeing at work rather than related variables
can be seen in the nature of the construct, its proximity to
different antecedents, as well as its work-specific conceptualization.
In response to scholars’ invitation, namely Peiró et al. (2019),
Gutiérrez et al. (2020), and Sender et al. (2021), self-determination
theory (Deci and Ryan, 1985; Ryan and Deci, 2017) will serve
as theoretical support for exploring intrapersonal antecedents of
psychological wellbeing at work.

2.2 Self-determination and basic
psychological needs

Self-determination theory (Deci and Ryan, 1985; Ryan and
Deci, 2017) is one of the most influential theories in psychology
regarding motivation (Hagger and Hamilton, 2021). At its core,
the theory explains the inherent growth tendencies and the will
to act according to free choice (Deci and Ryan, 2000; Ryan and
Deci, 2017). This natural tendency reflects the central concept
of self-determination, which refers to autonomous functioning,
meaning that individuals would seek to undertake activities
congruent with their self and regulate their behavior voluntarily
and without coercion. According to Ryan and Deci (2017),
basic psychological needs would be essential nutrients for such
functioning and wellbeing.

Basic psychological needs theory (Ryan and Deci, 2017),
one of six mini-theories included in self-determination theory,
states that the need for autonomy, competence, and relatedness
must be satisfied for self-determined functioning. Greater basic
psychological need satisfaction would enable people to make
choices consistent with their values and interests and engage
in behaviors promoting wellbeing (Deci and Ryan, 2008; Ryan
and Deci, 2017). For Ryan and Deci (2017), basic psychological
need satisfaction can be examined in either general or context-
specific terms, depending on the subject of study. Since the
happy-productive worker thesis is embedded in the organizational
context, we build on a work-specific conceptualization. Specifically,
autonomy need satisfaction at work corresponds to the individuals’
perception of being in a workplace where they can exercise
sufficient decisional, emotional, and behavioral latitude (Brien,
2011; Brien et al., 2012). Competence need satisfaction at
work refers to the individuals’ perception of feeling up to the
challenges they face in their job (Brien, 2011; Brien et al.,
2012). Relatedness need satisfaction at work relates to the
individuals’ sense of creating and having meaningful, reciprocal
interpersonal connections within the professional circle (Brien,
2011; Brien et al., 2012).

Given the importance of basic psychological need satisfaction
for self-determination, Ryan and Deci (2017) make several
propositions for where the essential nutrients come from. In
particular, they advance that social contexts offering autonomy
support may facilitate basic psychological need satisfaction.
For instance, autonomy-supportive practices include providing
choices, positive feedback and showing consideration for others.
Aside from social-contextual factors, the authors also argue that
need satisfaction depends on person-specific variables. In this
respect, they propose that mindfulness, an awareness of oneself
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and the context, serves as a foundation for self-determination
and need satisfaction. Drawing upon these arguments, we extend
the literature on happiness and performance by suggesting that
mindfulness is an intrapersonal antecedent that could help people
decide how to behave consistently with basic psychological need
satisfaction at work. The reasoning behind our suggestion is
developed below.

2.3 Mindfulness as an antecedent of
basic psychological need satisfaction,
wellbeing, and performance

As previously mentioned, Ryan and Deci (2017) state that most
individuals strive to make decisions consistent with what they find
important, relevant, meaningful, and in their best interest. In order
to do so, they may process and evaluate events, which would help
them make choices. Defined as an open and receptive awareness
of what is happening both internally and externally in the present
moment (Brown and Ryan, 2003), mindfulness allows individuals
to access information from internal (e.g., needs, values, feelings)
and external (e.g., social environment) sources.

Mindfulness is conceptualized as either a state or a trait.
While the construct as a state represents temporary or transient
occurrences of attention and awareness, trait mindfulness refers
to individuals’ natural tendencies to be aware and to sustain
attention (Brown and Ryan, 2003). Hence, trait mindfulness is more
enduring than transient states, which may vary significantly over
time (Brown and Ryan, 2003). Operationalizing mindfulness as a
trait involves considering one’s natural inclination toward being
mindful (Brown and Ryan, 2003; Mesmer-Magnus et al., 2017;
Sala et al., 2020) without requiring a specific event or experience
such as meditation (Brown and Ryan, 2003; Carpenter et al., 2019).
Since studies on the happy-productive worker thesis have neglected
individuals’ positive predispositions, exploring mindfulness as
a dispositional tendency may advance research with a slightly
broader view of intrapersonal antecedents.

In keeping with the self-determination theory’s formal
propositions (Ryan and Deci, 2017), mindfulness would offer
insight into one’s surroundings, as it entails openly attending
to inner and outer experiences. Ryan and Deci (2017) propose
that greater awareness of what’s going on inside and outside
oneself may increase the possibility of voluntarily choosing and
adopting behaviors. For the authors, the availability of various
options would provide the autonomy necessary to satisfy needs
for autonomy, competence, and relatedness, thereby potentially
promoting self-determined functioning. When engaged in activities
supporting basic psychological need satisfaction, individuals would
likely demonstrate greater energy and vigor, possibly leading to
enhanced wellbeing and more effective performance before, during,
and after completing tasks, regardless of context (Ryan and Deci,
2017).

2.4 Proposed model

Building upon the theoretical propositions above, we argue that
trait mindfulness would be indirectly linked to task performance

via a sequential mediating effect of basic psychological need
satisfaction and psychological wellbeing at work. First, trait
mindfulness would predispose people to openly pay attention to
their internal and external signals related to their needs, values,
and interests at work, providing them with valuable information
to guide their actions. The higher one’s dispositional tendency
toward mindfulness, the more likely one would notice cues about
the extent to which they have decisional latitude, feel able to
meet professional challenges, and enjoy meaningful relationships
in their work context. Drawing on the underlying logic of
self-determination theory (Ryan and Deci, 2017), we posit that
having access to such information might motivate people to select
and engage in behaviors conducive to satisfying their needs for
autonomy, competence, and affiliation at work. Supporting these
ideas, prior research shows that trait mindfulness is related to
autonomy need satisfaction (0.34 ≤ r ≤ 0.37; Brown and Ryan,
2003; r = 0.36, 95% CI = 0.31, 0.41; Van den Broeck et al.,
2016), competence need satisfaction (0.39 ≤ r ≤ 0.68; Brown
and Ryan, 2003; r = 0.39, 95% CI = 0.34, 0.43; Van den Broeck
et al., 2016) and relatedness need satisfaction (0.28 ≤ r ≤ 0.31;
Brown and Ryan, 2003; r = 0.28, 95% CI = 0.23, 0.33; Van
den Broeck et al., 2016) in various work contexts (Van den
Broeck et al., 2016), as well as adult and student samples
(Brown and Ryan, 2003).

Second, we propose that the three need satisfactions at
work would mediate the link between trait mindfulness and
psychological wellbeing at work. Since people with a high
level of trait mindfulness might be inclined to undertake
actions consistent with their basic psychological needs in the
organizational setting, they would thus be in favorable conditions
for being authentically themselves. Accordingly, individuals are
more likely to be in a good mood, stimulated by their job,
remain themselves, and feel appreciated by their workplace’s
entourage when they have decisional and behavioral latitude, the
support needed to overcome job challenges, and enjoy reciprocal
interpersonal relationships at work. Echoing our arguments,
Chang et al. (2015) found, in a sample of undergraduate
students, an indirect effect of trait mindfulness on eudemonic
wellbeing at work via basic psychological need satisfaction
measured as a global construct (β = 0.61, p < 0.001, 95%
CI = 0.15, 0.29). They also reported the mediation effect of
basic psychological need satisfaction linking trait mindfulness and
positive affects (β = 0.34, p < 0.001, 95% CI = 0.08, 0.20),
life satisfaction (β = 0.41, p < 0.001; 95% CI = 0.15, 0.41),
and subjective wellbeing (i.e., hedonic wellbeing; Chang et al.,
2015) measured as a composite score (β = 0.45, p < 0.001; 95%
CI = 0.12, 0.23). Mesmer-Magnus et al.’ (2017) meta-analysis
provides additional support for our conceptual proposition.
Based on 270 studies conducted among adults from non-clinical
samples, the results indicated a positive association between
trait mindfulness and several wellbeing operationalizations (e.g.,
job satisfaction: ρ = 0.29, 95% CI = 0.23, 0.36, k = 18,
N = 2,642).

While the proposition outlined encompasses a broader
mechanism than what our model will specifically assess, including
a set of variables (e.g., undertaking actions consistent with basic
psychological need satisfaction at work) that are part of the
motivational process described in self-determination theory (Deci
and Ryan, 1985; Ryan and Deci, 2017), the empirical support
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presented above leads us to propose the following explanatory
hypothesis:

H1: Trait mindfulness will be indirectly positively related to
psychological wellbeing at work through the satisfaction of the
basic psychological needs for (a) autonomy, (b) competence,
and (c) relatedness at work.

Third, our last proposition is that trait mindfulness would be
indirectly positively related to task performance via the satisfaction
of the basic psychological needs for autonomy, competence, and
relatedness at work, and through psychological wellbeing at work.
Following our reasoning above derived from self-determination
theory, trait mindfulness would help workers attune to and respond
to their needs satisfactorily, thus offering essential nutrients for
the self that would enhance psychological wellbeing at work.
Because an integrated self and wellbeing would come with energy
available for chosen behaviors (Ryan and Deci, 2017), psychological
wellbeing at work may help people maintain a positive attitude
toward activities like task performance. Although there is no
direct evidence of these specific effects, several studies reported
the mediating role of the basic psychological need satisfaction
regarding the relationship between various operationalizations of
wellbeing and performance. For example, Slemp et al. (2018)
tested a meta-analytic path analysis of the link between leader
autonomy support and positive work outcomes (i.e., general
wellbeing, work engagement, job satisfaction, and positive work
behavior) through both satisfaction of the basic psychological needs
for autonomy, competence, and relatedness, and autonomous work
motivation. The results showed that the model fits the data well
[χ2(17) = 242.644, CFI = 0.977, TLI = 0.952, RMSEA = 0.048,
CI = 0.043, 0.054, SRMR = 0.093, N = 5,667]. Providing
additional support for our proposed model, van Wingerden et al.
(2018) tested a sequential mediation linking job resources to
task performance through basic psychological need satisfaction
and work engagement. They collected data from 1,188 dyads
of Dutch students and their internship supervisors in various
occupational sectors. They found that interns’ basic psychological
need satisfaction mediates the relationship between their job
resources and work engagement (estimate = 0.706, p < 0.001;
B-CCI [0.655, 0.753]), and that interns’ basic need satisfaction
and work engagement mediate the relationship between their job
resources and task performance (estimate = 0.297, p < 0.001, B-CCI
[0.250, 0.342]). Furthermore, results revealed the indirect effect of
basic psychological need satisfaction on task performance via work
engagement (estimate = 0.344, p < 0.001, B-CCI [0.296, 0.391]; van
Wingerden et al., 2018).

Since these papers mainly examined the mediation effect of
basic psychological need satisfaction using an overall score, broader
research is required to establish the singular contribution of each
psychological need to the happy-productive worker thesis. On
the other hand, the variety of indicators and contexts taken into
account in the work above offer initial evidence supporting our
conceptual model. We therefore propose a second hypothesis:

H2: Trait mindfulness will be indirectly positively related
to task performance through the satisfaction of the basic

psychological needs (a) autonomy, (b) competence, and (c)
relatedness at work, and (d) psychological wellbeing at work.

3 Materials and methods

3.1 Participants and procedure

The research team received approval from the Research
Ethics Committee of Université de Sherbrooke prior to collecting
data for this study. Considering the exploratory scope of the
project, we relied on a cross-sectional design and used a
convenient snowball sampling method. Adopting equity, diversity,
and inclusion practices (e.g., inclusive posting, self-identification
questionnaire), we sent invitations via email and two social
networks, Facebook and LinkedIn. Participation in the study
was open to workers and organizations in Quebec, a Canadian
province where French is the official language. Before accessing
the questionnaire, participants had to read and agree to the terms
of the research project as outlined in the consent form. On a
voluntary basis, they anonymously completed an approximately
15-minute online survey, securely hosted in Canada on the
SimpleSurvey platform.

Of the 296 French-speaking Canadian workers registered for
our study, 283 provided usable data. In the final sample, 68.90%
of participants identified as women, and the age ranged from 18
to 62 (M = 30.07, SD = 9.88). They were employed in various
industries, including education, healthcare, finance, retail, and
accommodation and food services. They were mostly employees
(83.00%) and held a bachelor’s degree (32.90%). The average job
tenure ranged from 0 to 42 years (M = 4.87, SD = 5.78), and the
average organizational tenure ranged from 0 to 31 years (M = 4.54,
SD = 5.67). Eligibility criteria for participation included being
workers, 18 years or older, and sufficiently fluent in French to
fill in the survey.

3.2 Measures

All measures were administered in French. Unless stated
otherwise, participants were asked to respond to each item using
a 7-point scale (from 1 = strongly disagree to 7 = strongly agree).

3.2.1 Trait mindfulness
Trait mindfulness was measured using the short version of the

Mindful Attention and Awareness Scale (MAAS; Brown and Ryan,
2003), i.e., the MAAS-Short (Höfling et al., 2011). For use purposes
in this study, we translated the MAAS-Short measure into French
following the back translation method published by Brislin (1970,
1986). We then conducted a confirmatory factor analysis (CFA)
to examine the factor structure of this French version. Results
showed wording effects attributed to the subtleties of the French
language. This led us to remove four items [identified in Höfling
et al. (2011) as maas10(-), maas11(-), maas14(-), maas11(+)] due to
their grammatical redundancy (i.e., use of the verb “faire/doing” in
all four items). Based on modification indices, we also covariated
the residual errors of maas3(-) (i.e., reverse item) with mass3(+),
and mass10(+) with mass14(+) (i.e., use of the verb “faire/doing”
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in all two items) to ensure having a manageable set of items
that match and represent the construct definition. After this step,
a new CFA was performed, and the results indicated that the
model fit the data well, χ2(7) = 12.812, p < 0.05, χ2/df = 1.830,
CFI = 0.988, TLI = 0.974, RMSEA = 0.055, 90% CI = 0.000,
0.101. Accordingly, we retained this version of 6-item scale (e.g.,
“Doing jobs or tasks with awareness”) for subsequent analyses. The
instrument has a good internal consistency (α = 0.86), consistent
with the findings for the original scale (MAAS: α = 0.87; Brown
and Ryan, 2003) and the shortened one (MAAS-Short: α = 0.88;
Höfling et al., 2011).

3.2.2 Psychological wellbeing at work
The short and validated French version of the Psychological

wellbeing at Work Scale (Gilbert and Malo, 2017) by Gilbert et al.
(2011) was used to measure psychological wellbeing at work. It
consists of nine items assessing the three construct’s dimensions,
which are positive rapport to oneself (e.g., “Lately, in my job, I
feel energetic”), positive rapport to others (e.g., “Lately, in my job,
I remain myself with anyone”), and positive rapport to the work
environment (e.g., “Lately, in my job, I feel like undertaking many
things”). Each dimension is composed of three items rated on a 7-
point scale (from 1 = never to 7 = always). The instrument holds
a good internal consistency (α = 0.87), in line with the authors’
results (α = 0.86; Gilbert and Malo, 2017). In the current study, the
model displays a good fit to the data, χ2(24) = 48.780, p < 0.005,
χ2/df = 2.032, CFI = 0.979, TLI = 0.968, RMSEA = 0.061, 90%
CI = 0.036, 0.085.

3.2.3 Basic needs satisfaction at work
Participants completed the 12-item French measure from the

Basic Psychological Needs at Work Scale (Brien et al., 2012). The
instrument consists of three subscales of four items each to assess
the satisfaction of basic psychological needs for autonomy (e.g.,
“My work allows me to make decisions”), competence (e.g., “I feel
competent at work”), and relatedness at work (e.g., “When I am
with the people of my work environment, I feel as though I can
trust them”). The internal consistency is good (αautonomy = 0.87;
αcompetence = 0.90; αrelatedness = 0.89), which is consistent with
the work of Brien et al. (2012; 0.82 ≤ αautonomy ≤ 0.87;
0.86 ≤ αcompetence ≤ 0.92; 0.86 ≤ αrelatedness ≤ 0.92). Based on
the CFA run for the current study, the fit statistics for this
model is acceptable, χ2(54) = 163.743, p < 0.001, χ2/df = 3.032,
CFI = 0.948, TLI = 0.937, RMSEA = 0.085, 95% CI = 0.070,
0.100.

3.2.4 Task performance
We measured task performance with a French-validated

version (Paiement et al., 2018) of Williams and Anderson’s (1991)
scale. This adapted version includes six items (e.g., “Meets formal
performance requirements of the job”), two of which are reversed
(item 5 and item 6). Given the salient wording effect in French
reversed items, the residual errors of item 5 and item 6 are
allowed to covary (Paiement et al., 2018). The internal consistency
is good (α = 0.82), in line with the results from Williams and
Anderson (1991; α = 0.91). We performed a CFA and results
show that the model fits the data well, χ2(8) = 4.587, p < 0.001,

χ2/df = 0.573, CFI = 1.000, TLI = 1.0221, RMSEA = 0.000, 90%
CI = 0.000, 0.045.

3.2.5 Sociodemographic information
Participants provided demographic information, including

gender, age, education, job and organizational tenure, and position
occupied. Considering the importance of these variables for the
happy-productive worker thesis (e.g., Harari et al., 2017; Petö and
Reizer, 2021; Previtali and Spedale, 2021), we controlled for their
potential effects in statistical analyses.

4 Results

4.1 Preliminary analyses

Following the recommendations of Tabachnick and Fidell
(2019), preliminary analyses were performed before conducting
the main analyses. Descriptive statistics (means and standard
deviations) and correlations between the variables can be found
in Table 1. The results show that all bivariate relationships are
significant between the variables of interest.

4.1.1 Missing data and basic premises
First, data entry was verified using response frequencies for

each statement. The initial sample comprised 296 participants, 286
of whom provided complete answers. Based on the data screening,
one participant was removed from the sample because the criterion
of being age 18 years old or older was not met. Two other
participants were removed because of unlikely response patterns
(i.e., the same score was given to each statement on multiple
scales). We therefore carried out subsequent analyses based on
a total of 283 participants. The frequency analysis also revealed
21 missing data randomly distributed across the responses of
different participants. Considering that the percentage of missing
data represented less than 5% of the participants’ total responses
and appeared to be randomly distributed, we replaced them by the
means (Tabachnick and Fidell, 2019).

Second, the assumption of sample size is met since the sample
consists of more than 200 participants (N = 283), and there are at
least five participants for each model parameter to be estimated
(Kline, 2016). Next, the absence of a dimension with an “index
condition” higher than 30 indicates that multicollinearity and
singularity are adequate (Belsley et al., 1980). In addition, there is
no correlation exceeding 0.90, and the value of the tolerance index
is greater than 0.10 while the value of VIF (variance inflation factor)
is less than 10.00, which supports the absence of multicollinearity
(Tabachnick and Fidell, 2019). Then, observation of the scatterplot
of the standardized residuals revealed no irregularity, with
respect to the homoscedasticity assumption. For univariate (i.e.,
3.29 < Z scores < 3.29; Field, 2017) and multivariate (i.e., Cook’s
distance < 1; Field, 2017) extreme values, no participants were
removed. Linearity between variables was verified by observing the
standardized residual plot (Tabachnick and Fidell, 2019). Finally,

1 According to Muthén and Muthén (2017), it is common for the TLI value
to exceed 1 when the sample size is relatively small.
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TABLE 1 Descriptive statistics and correlations (N = 283).

Variables M SD 1 2 3 4 5 6

1. Trait mindfulness 5.131 0.922 (0.86)

2. Satisfaction of autonomy need at work 5.679 1.078 0.212** (0.87)

3. Satisfaction of competence need at work 6.084 0.807 0.419** 0.347** (0.90)

4. Satisfaction relatedness need at work 5.242 0.675 0.419** 0.320** 0.388** (0.89)

5. Psychological wellbeing at work 5.421 0.828 0.370** 0.203** 0.569** 0.353** (0.87)

6. Task performance 6.074 0.675 0.452** 0.452** 0.521** 0.528** 0.415** (0.82)

**p < 0.01.

the normality of the distribution was examined for all variables,
although the bootstrapping procedure used in this study is robust
enough to the normality assumption (Hayes, 2017). The results
show that all variables are normally distributed as they have
skewness indices that range from −3 to 3 and kurtosis indices that
range from−10 to 10 (Kline, 2016).

4.1.2 Control variables
In line with the writings of Becker (2005), we tested the

demographic variables’ effect on the two key variables of the happy-
productive worker thesis (i.e., psychological wellbeing at work
and task performance) to verify the relevance of including those
variables in the main analyses. To this end, correlation analyses
for continuous variables and variance analyses for categorical
variables were performed. No significant effect was found for
the demographic variables (i.e., gender, age, education, job and
organizational tenure, and position occupied). Therefore, no
control variables have been included in the subsequent analyses.

4.2 Main analyses

Analyses were performed using structural equation modeling
employing the maximum likelihood estimation in Mplus 8.0. The
following indices were used to assess the goodness of fit of the
different models tested: the ratio of the chi-square divided by its
degrees of freedom (χ2/df ), the Comparative Fit Index (CFI), the
Tucker-Lewis Index (TLI), and the Root Mean Square Error of
Approximation (RMSEA), including the 90% confidence intervals.
Referring to the recommendations of Marsh and Hocevar (1985),
a χ2/df ratio of 2:1 to 5:1 is considered an acceptable fit to the
data. CFI and TLI values greater than 0.90 (Hu and Bentler, 1995)
represent an indicator of a good model fit to the data, whereas
values reaching or exceeding 0.95 are considered an excellent model
fit (Hu and Bentler, 1999). Similarly, an RMSEA value below 0.08
indicates a good model fit, while a value below 0.05 indicates an
excellent fit to the data (Hu and Bentler, 1999), including 90%
confidence intervals (Kline, 2011; Byrne, 2013). For comparison
purposes between different examined models, we used the Satorra–
Bentler χ2 difference test incorporating the Maximum-Likelihood
Restricted scaled correction factors (Satorra and Bentler, 2001).

4.2.1 Measurement models
Since measurement models specify the relationships between

observed variables and latent variances, we compared five
measurement models to ensure measuring the six constructs

related to the theoretical model. The first tested model represents
our proposed model. Parcels were created to limit the number
of parameters of the model under study, thereby following the
recommendations of Little et al. (2002). Global scores of the
three dimensions of psychological wellbeing at work were used
to create those parcels. Consequently, the first model comprises
six factors, which are the latent variables of the study, and
includes 27 observed variables. The results show that the model
fits the data well, χ2(306) = 530.542, p < 0.001, χ2/df = 1.734,
CFI = 0.932, TLI = 0.922, RMSEA = 0.051, 90% CI = 0.044,
0.058. In line with Cortina et al.’s (2020) recommendations, we
conducted a comparative CFA to rule out alternatives to the
previous model. Indeed, a second model with four factors was
tested. Four alternative models were then tested, and results from
those analyses show superior fit to the data for the first model than
the alternative ones. Therefore, the first model composed of six
factors is chosen to test the structural models. Table 2 details the
results of these analyses.

4.2.2 Structural models
As structural models allow for the analysis of relationships

between the studied constructs (Kline, 2016), four models were
tested accordingly to the research hypotheses. The first model tested
includes all research hypotheses. Specifically, it incorporates the
indirect effect of trait mindfulness on task performance through
the satisfaction of the basic psychological needs for autonomy,
competence, and relatedness at work, and via psychological
wellbeing at work. Results reflect that the model fit the data
well, χ2(311) = 576.028, p < 0.001, χ2/df = 1.852, CFI = 0.920,
TLI = 0.910, RMSEA = 0.55, 90% CI = 0.048, 0.062.

Following James et al.’s (2006) recommendation, we ran a
second model including both direct and indirect effects for
comparison with the previous model. Beyond this empirical
justification, there is also theoretical reasoning behind the second
model. According to the conservation of resources theory,
individuals strive to maintain, protect, and develop resources,
which may explain much of human behavior (Hobfoll et al.,
2018). To acquire resources and address demands at work, people
would have to invest their available ones. Those resources can
include psychological characteristics (e.g., autonomy, competence,
self-esteem), objects (e.g., housing, clothing), energy (e.g., time,
knowledge), and conditions (e.g., job security, social support;
Hobfoll, 1998). Applying these theoretical considerations to our
context, we propose that the study’s variables may be considered
available psychological resources in meeting job requirements,
which include task performance. Therefore, we explored a
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TABLE 2 Comparison of measurement and structural models (N = 283).

Models χ2 df χ2/df 4χ2 (df) CFI TLI RMSEA
(CI 90%)

Measurement Models

Proposed and Final Model 530.542*** 306 1.734 – 0.932 0.922 0.051

(Factor 1: Trait Mindfulness; Factor 2: BNS-AW; Factor 3:
BNS-CW; Factor 4: BNS-RW; Factor 5: PWBW; Factor 6: TP;
baseline model for comparison with all next measurement models)

(0.044, 0.058)

4-Factor Model 1394.558*** 315 4.427 611.454** 0.675 0.638 0.110

(Factor 1: Trait Mindfulness; Factor 2: BNS-W; Factor 3: PWBW;
Factor 4: TP)

(9) (0.104, 0.116)

3-Factor Model 1589.606*** 318 4.999 614.138** 0.617 0.578 0.119

(Factor 1: Trait Mindfulness and BNS-W; Factor 2: PWBW; Factor
3: TP)

(12) (0.113, 0.125)

2-Factor Model 1623.661*** 320 5.074 646.778** 0.608 0.570 0.120

(Factor 1: Trait Mindfulness, BNS-W; and PWBW; Factor 2: TP) (14) (0.114, 0.126)

1-Factor Model 1823.03*** 321 5.679 599.945** 0.548 0.506 0.129

(All items combined into a single factor) (15) (0.123, 0.134)

Structural Models

Proposed Model 576.028*** 311 1.852 – 0.920 0.910 0.055

(Baseline model for comparison with next model) (0.048, 0.062)

Alternative Model 1 530.541*** 306 1.734 46.865** 0.932 0.922 0.051

(Direct and indirect effect; baseline model for comparison with next
model)

(5) (0.044, 0.058)

Alternative Model 2 and Final Model 536.205*** 309 1.735 5.754 0.932 0.922 0.051

(PWBW and TP as dependent variables and non-significant paths
dropped; baseline model for comparison with next model)

(3) (0.044, 0.058)

Alternative Model 3 640.807*** 311 2.060 95.065** 0.901 0.888 0.061

(TP put before PWBW) (2) (0.054, 0.068)

PWBW, psychological wellbeing at work; BNS-AW, autonomy need satisfaction at work; BNS-CW, competence need satisfaction at work; BNS-RW, relatedness need satisfaction at work;
BNS-W, basic need satisfaction at work. We point to the final models in bold characters in the table. **p < 0.01. ***p < 0.001.

second model combining direct and indirect effects. Despite the
model indices fit the data being better than the previous ones,
findings reveal that trait mindfulness, the satisfaction of the basic
psychological needs for autonomy, and relatedness at work, as well
as psychological wellbeing at work, are not significantly related to
task performance.

Given the preceding results, we tested a third model where
both psychological wellbeing at work and task performance
are concurrently dependent variables at the same level, and all
non-significant paths were removed. Compared to the previous
alternative model, model indices fit do not increase, Satorra-
Bentler 4χ2 = 5.754, df = 3, ns, and all significant paths remain
significant. Thereupon, we tested a fourth and last model to verify
if the sequence of the variables presented in previous models
is the most probable. Hence, we put task performance before
psychological wellbeing at work. Specifically, the fourth model
combines the indirect effect of trait mindfulness on psychological
wellbeing at work via the satisfaction of the basic psychological
needs for autonomy, competence, and relatedness at work, and
through task performance. This model yields lower fit indices
than previous ones, χ2(311) = 640.807, p < 0.001, χ2/df = 2.060,
CFI = 0.901, TLI = 0.888, RMSEA = 0.061, 90% CI = 0.054, 0.068.

Satorra-Bentler4χ2 = 95.065, df = 2, p < 0.01. Table 2 presents the
results for all structural models analyzed. To conduct hypothesis
testing, we built on James et al.’s (2006) work by selecting the
most parsimonious, theory-aligned model. Therefore, we based our
subsequent analyses on the third model.

4.2.3 Verifying the hypotheses
Verification of research hypotheses was accomplished by

conducting analyses employing the bootstrapping method from
1,000 samples and based on a 95% confidence interval (Shrout
and Bolger, 2002; MacKinnon et al., 2004; Cheung and Lau, 2008).
Confidence intervals were calculated using standardized regression
coefficients to ensure that no sample included a value of zero,
which would indicate no indirect effect. Furthermore, we used
the percentage of variance represented by the squared association
index (R2) following Ferguson’s (2016) criteria to test for effect
size. According to these, a value of 0.04 represents a small effect,
a value of 0.25 is considered a moderate effect, and a value of 0.64
represents a strong effect.

Results show that trait mindfulness is indirectly positively
related to psychological wellbeing at work through the satisfaction
of the basic psychological needs for autonomy (0.060, 95%
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CI = 0.012, 0.121), competence (0.145, 95% CI = 0.058, 0.239), and
relatedness at work (0.129, 95% CI = 0.065, 0.204). Those findings
provide support for Hypothesis 1a-c.

Regarding Hypothesis 2a-d, results indicate that trait
mindfulness is not significantly indirectly positively associated with
task performance through the hypothesized sequential mediating
effect of basic psychological need satisfaction and psychological
wellbeing at work. Thus, Hypothesis 2a-d is not supported. We
performed post hoc analyses based on our final model to examine
the significant effects. Figure 1 shows the results of our analyses.
Overall, the general model explained 67.2% of the variance in
psychological wellbeing at work (i.e., strong effect) and 38.9% in
task performance (i.e., moderate effect).

5 Discussion

This study sought to move beyond earlier work on the happy-
productive worker thesis by testing a new pair of happy construct-
productive criteria. Shedding light on the relationship between a
work-specific conceptualization of wellbeing and task performance,
our findings suggest that one does not necessarily come before
the other. Rather than supporting the initially proposed sequential
mediation, our work showcases two distinct mediation processes,
one explaining psychological wellbeing at work and the other task
performance. When prior research focuses mainly on the direction
of the relationships between happiness and performance (Gutiérrez
et al., 2020), our results pave the way for additional investigation,
putting both constructs on an equal footing. Moreover, we expand
their nomological network by taking into account factors outside
the realm of dark propensities. Integrating past evidence with self-
determination theory (Deci and Ryan, 1985; Ryan and Deci, 2017),
we bring a fresh perspective by exploring the basic psychological
need satisfaction alongside an intrapersonal antecedent that makes
human beings the focus of their own experience. We found indirect
effects of trait mindfulness on both wellbeing and performance
through the differential contribution of the satisfaction of the need
for autonomy, competence, and relatedness at work. Our findings
open possibilities to investigate, both in theory and practice, the
ongoing quest for the Holy Grail. The following paragraphs provide
an overview of some of these opportunities.

5.1 Theoretical implications

By delving into the link between trait mindfulness and task
performance through basic psychological need satisfaction and
psychological wellbeing at work, the current research contributes
in many ways to the scientific literature. First, our study heeds
Peiró et al.’ (2019) call to build on new conceptualizations of
happiness in the happy-productive worker thesis by underscoring
the singularity of psychological wellbeing at work. With respect to
Johns’ (2006, 2017) statement on the contribution of context to the
explanation of organizational behavior, we thus mark an advance
from past research by relying on a work-specific operationalization
of wellbeing. Since the happy-productive worker thesis lies within
the organizational settings, focusing on positive experiences and
the basic psychological need satisfaction proper to this context,

compared with context-free concepts, may offer a more accurate
and practical depiction of what occurs in real-life workplaces.

Second, we respond to the invitation of Peiró et al. (2021) and
Sender et al. (2021) by clarifying the role of trait mindfulness, which
yet received little attention as an antecedent in the literature on
the happy-productive worker thesis. Our findings support the first
hypothesis – individuals who report being highly aware of their
surroundings and inner thoughts experience greater satisfaction
of their basic psychological needs for autonomy, competence, and
relatedness, and psychological wellbeing at work. These results
reflect the general patterns predicted by self-determination theory
about the effect of mindfulness on basic psychological need
satisfaction, as well as the effect of basic psychological need
satisfaction on wellbeing (Ryan and Deci, 2017).

Our findings also add to a growing body of evidence
linking mindfulness to orbiting wellbeing indicators, including
job satisfaction (Mesmer-Magnus et al., 2017) and positive affect
(Brown and Ryan, 2003). Additionally, the current research
echoes results on the mediation effect of basic psychological
need satisfaction between mindfulness and positive subjective
experiences, such as eudemonic wellbeing (Chang et al., 2015),
vitality (Chang et al., 2018) and life satisfaction (Chang et al.,
2015, 2018). Whereas these studies involve athletes (Chang et al.,
2018), undergraduate students (Brown and Ryan, 2003; Chang
et al., 2015), adults from non-clinical samples (Mesmer-Magnus
et al., 2017), and workers (Brown and Ryan, 2003), we turned
our attention to a population almost absent from papers on
the happy-productive worker thesis, namely French-speaking
Canadian workers. In doing so, we broaden the scope of previous
efforts by addressing Sender et al.’s (2021) call to look beyond USA
borders for the greater good of the happy-productive worker thesis.

Third, our results reveal that contrary to our initial hypothesis,
psychological wellbeing at work does not act as a mediating variable
in the relationship between trait mindfulness and task performance.
Instead of observing a sequential mediating effect, we found an
indirect effect of trait mindfulness on task performance via the
satisfaction of the basic psychological need for competence at
work. Unexpectedly, autonomy and relatedness need satisfactions
at work do not mediate the link between trait mindfulness and
task performance. From a theoretical perspective, we suggest
two main explanations for these significant and non-significant
findings. On the one hand, our results remain consistent with
self-determination theory (Ryan and Deci, 2017) even though the
sequential mediation is not supported. Specifically, Ryan and Deci’s
manifold theoretical propositions offer alternatives for positioning
psychological wellbeing at work and task performance at the same
level as dependent variables. As mentioned earlier, the authors
argued that individuals engaged in activities promoting basic
psychological need satisfaction will likely feel more energy and
vigor. Such an energetic state would benefit both wellbeing and
performance (Ryan and Deci, 2017). This particular part of the
authors’ proposal offers a comprehensive view of the two constructs
without enforcing a specific viewpoint on how they are related.
Therefore, it allows us to anchor our work to interpret and use
our results. Forthcoming research is needed to empirically test this
preliminary interpretation by exploring how individuals’ actions to
satisfy their psychological needs and energetic state operate with
trait mindfulness to explain the above relationships.
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FIGURE 1

Final Model. *p < 0.05; ∗∗p < 0.01; ∗∗∗p < 0.001.

On the other hand, the social cognitive theory (Bandura,
1986, 2001) provides insights that may explain the indirect effect
of trait mindfulness on task performance via only one of the
three need satisfactions at work. Bandura (2001) proposed that
human functioning results from the interplay of intrapersonal,
behavioral, and environmental factors and asserted that individuals
are active agents able to deliberately influence their functioning and
environment through their actions. The more confident they are in
their capabilities to accomplish given attainments, the more likely
they would be motivated to make the necessary efforts to persevere
and produce behaviors accordingly. This idea of being able to
perform desired attainments crosses over with the definition of the
competence need satisfaction at work since it refers to individuals’
perception of feeling up to the challenges faced in their job.
Following Bandura’s logic, we propose that the more workers would
feel having what they need to meet the challenges in their work
environment, the more they would feel able to carry out consistent
actions, and therefore, the more they would engage in behaviors
their job implies, i.e., task performance. Differently, autonomy
and relatedness need satisfactions at work do not relate to a
feeling of mastery and effectiveness in the organizational context.
Indeed, autonomy need satisfaction at work reflects a feeling of
exercising one’s own influence over one’s actions and choices, while
relatedness need satisfaction at work focuses on the feeling of
being accepted by one’s occupational surroundings. Based on these
conceptual distinctions, we might suggest that the competence
need satisfaction at work is conceptually more proximal to task
performance than the other two constructs, thereby providing
a stronger contribution in explaining the dependent variable’s

variance. Consistent with this reasoning, our results indicate that
the satisfaction of each three needs at work positively correlates
with task performance. However, only the effect of competence
need satisfaction at work remains significant after accounting for
all three variables in the multiple regression model. Therefore,
our study provides evidence in line with the findings of Hoxha
and Çetin (2020), who report that only the basic psychological
need for competence is significantly related to task performance
when testing the effects of basic psychological need satisfaction
among individuals working in public companies operating in post
and telecommunication. Additional research is required to further
disentangle the effects of trait mindfulness on task performance by
delineating the unique contributions of both task performance self-
efficacy and the satisfaction for basic psychological needs at work,
with an emphasis on competence need satisfaction at work.

Finally, we advance research on the happy-productive
worker thesis by investigating a new pair of wellbeing-
performance constructs in a larger model which accounts for
dispositional and motivational antecedents. As regards scientific
and practical relevance, integrating trait mindfulness into the
relationship between psychological wellbeing at work and task
performance stands out against the general inclination toward
more conventional personality traits (e.g., neuroticism). Given the
long tradition in psychology of focusing on fixing what is wrong
with individuals (e.g., Compton and Hoffman, 2020), we extend
this perspective by dwelling on people’s active role in explaining
their wellbeing and performance in the workplace. Aside from
fulfilling requests made by several scholars (e.g., Gutiérrez et al.,
2020; Sender et al., 2021), our study incites to rethink the link
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between those two indicators. Rather than continuing the age-
old debate on the assumed directionality, we propose to build
on current results by treating wellbeing and performance as
two dependent variables possibly operating concurrently. This
approach is consistent with the view of Judge et al. (2017), who
acknowledge that “the concern with “human happiness” is as
legitimate and socially important as the concern with efficiency”
(p. 356), and the proposal by Ipsen et al. (2020) to move from
viewing psychological health and performance as disconnected
and begin to study them in tandem. Our recommendation also
aligns with studies assessing both constructs in terms of outcomes
(e.g., Slemp et al., 2018; Armand et al., 2021; Kadir and Broberg,
2021). Altogether, the above considerations point to the need for
further research into the antecedents that can simultaneously foster
wellbeing and performance in organizational settings.

5.2 Practical implications

From a practical perspective, our findings allow us to reassert
the value of promoting work environments tailored to the
needs of their members. For further food for thought in this
direction, a meta-analysis of 72 studies of workers’ samples
from Slemp et al. (2018) showed that leader autonomy support
was positively associated with mindfulness, basic psychological
need satisfaction, general wellbeing, hedonic wellbeing, eudemonic
wellbeing, and performance. Examples of such autonomy-
supportive practices from supervisors include encouraging and
assisting their employees in doing the tasks, considering their
perspectives, providing them opportunities for choice and
feedback, and promoting initiative taking (Slemp et al., 2018).

Perhaps even more important, our results shed light on the
promising role of trait mindfulness in people’s experience within
the workplace. In one fell swoop, this intrapersonal antecedent
would act as a leverage point to promote several important
aspects of quality of life at work, namely basic psychological
need satisfaction, psychological wellbeing at work, and task
performance. To foster mindfulness, organizations are invited to
focus on ways to help their employees get off autopilot and focus
on the present moment. For example, listening to and legitimizing
people’s needs (e.g., physiological and psychological; Toniolo-
Barrios and Pitt, 2021) could be ways of actively engaging team
members in spending time paying attention to their internal cues
and adopting behaviors that enable them to meet their needs.
Whereas such an approach requires effort, workload management
represents a potential issue to be addressed. Indeed, excessive
or contradictory demands can lead to overload (Oplatka, 2017;
Hülsheger et al., 2018), hampering attempts to be aware of
present-moment experiences (Hülsheger et al., 2018). To meet the
challenge, organizations would benefit from support in setting up
working conditions that keep workloads at a manageable pace and
give opportunities for recovery. Allowing individuals the freedom
to take brief breaks may be worthwhile to replenish their resources
when they feel overwhelmed with work demands (Hülsheger et al.,
2018).

Another way to help workers unplug the autopilot would be to
take moments of digital disconnection (Syvertsen, 2020; Syvertsen
and Enli, 2020). For instance, they could silence their phones when

they need to focus 100% on their tasks. In doing so, they could
be fully present and limit distractions from incoming notifications,
such as calls and emails (Syvertsen, 2020; Syvertsen and Enli,
2020). In addition, given that individuals can serve as role models
for their peers and positively influence organizational practices
(e.g., Mohamed Osama and Gallagher, 2018; Boldureanu et al.,
2020), organizations could introduce mechanisms to identify and
recognize people who stand out for their capacity for mindfulness
(Dust et al., 2022). Moreover, setting up office spaces dedicated
to mindfulness practices and offering meditation workshops could
promote trait mindfulness. Supporting this idea, an 8-week
mindfulness intervention study finds that developing individuals’
state mindfulness with repeated meditation sessions leads to greater
trait mindfulness and less psychological distress (Kiken et al., 2015).
When participants reached a deeper state of mindfulness during
meditation, they were likelier to adopt mindfulness attitudes and
behaviors outside of meditation, such as within the workplace
(Kiken et al., 2015).

5.3 Limitations and research agenda

Despite the contributions made by this study, our results
must be interpreted with caution due to certain limitations.
First, as the exploratory objective of this study was to examine
relationships between variables of interest, we opted for a cross-
sectional research design. While this design has the advantage of
providing initial evidence before undertaking a more extensive,
more time-and energy-intensive study, it does not allow us to draw
conclusions about the causal relationships between the constructs
examined. Building on those preliminary results, future work
could address this limitation by relying on experimental research
designs or further examine the proposed model by separating the
independent, mediator, and dependent variables over time using a
longitudinal design.

Second, although the snowball method of sampling had several
advantages, such as reaching people quickly and a high proportion
of the general population, as well as being a contemporary method
(e.g., invitation through social networks), it is unfortunately
not possible to calculate the actual response rate, as it is not
possible to know how many people were reached by invitation.
However, we were able to reach a population that has received
very little attention in the literature on the happy-productive
worker thesis. Nevertheless, further research should increase the
generalizability of the conclusions drawn from the results since
our sample comprises French-speaking Canadian workers and
educated women. It would be beneficial to expand the sample to
include a greater diversity of genders and cultures, as well as to
vary the sampling methods by targeting various backgrounds for
a better representation of the worker population. To do so, scholars
are invited to broaden the survey population, for instance, by
selecting managers and male-dominated jobs such as police officers,
engineers, and firefighters.

Third, using a self-reported measure for task performance
should be considered when interpreting the results, as participants
may have overestimated their responses (Gude et al., 2018).
Therefore, additional efforts could be made to use multiple sources
of information to broaden the explication of the relationship
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between happiness and performance. By collecting managers’
perceptions of their employees’ task performance, we could test
our proposed model from a new perspective, thereby enriching the
understanding of the link between trait mindfulness, psychological
wellbeing, and task performance.

Finally, although the present work revisits the happy-
productive worker thesis by including six variables, additional
factors warrant further scholarly attention in order to more
robustly and thoroughly examine the process outlined in our
theoretical model. To do so, future research could explore
individuals’ motivational processes leading to the satisfaction of
basic psychological needs while integrating the proposed yet
untested mediators, such as decision latitude, feedback seeking, and
the creation of meaningful relationships. A final recommendation
would be for future inquiries to account for a range of happiness
operationalizations simultaneously, including positive subjective
experiences (e.g., job satisfaction, work engagement) and negative
ones (e.g., burnout).

6 Conclusion

Rather than looking at psychological wellbeing at work as a
variable coming before task performance, our study paves the
way for further efforts in investigating both constructs in tandem.
Furthermore, this article outlines an emergent intrapersonal
antecedent of the essential nutrients for individuals’ functioning
according to self-determination theory (Deci and Ryan, 1985; Ryan
and Deci, 2017), thereby contributing to the literature on the
happy-productive worker thesis. Regarding potential implications,
we call on the scientific and practical community to explore
how employees can disengage from their autopilot and be more
connected to their needs. In the reality of labor shortages,
work overload, psychological distress among employees, and
more, paying attention to mindfulness may seem challenging for
organizations and workers. More research is thus needed to explore
how people can meet this challenge despite their context. By
embracing an approach rooted in mindfulness, subsequent work
will take the next step in highlighting the role that individuals can
play in their own work experience and behaviors.
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