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Introduction: Based on the job demands-resources model, this study 

aims to explore the relationship between mindfulness in web editors, work 

performance, workplace spirituality, and digital competencies.

Methods: Online data from the Tencent Questionnaire Platform was used to 

examine the proposed research model. We distributed questionnaires to new 

media companies, and a total of 431 valid questionnaires were collected.

Results and Discussion: The results suggested that mindfulness in web 

editors can improve workplace spirituality, digital competencies, and work 

performance. In addition, workplace spirituality was found to act as a mediator 

between mindfulness and work performance. And, digital competencies did 

not play a mediating role between mindfulness and work performance, but 

workplace spirituality and digital competencies played a chain mediating 

role between mindfulness and work performance. The study explained the 

internal impact mechanism of mindfulness on work performance in web 

editors, and proposed methods to improve mindfulness, revealing the chain 

mediating role of workplace spirituality and digital competencies in the impact 

of mindfulness on work performance, which might provide new insights into 

existing research. It can provide a reference for new media companies to 

manage the team of web editors and improve the work performance of web 

editors.
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Introduction

Today, we live in an era of Omnimedia. According to the 
49th Statistical Report on Internet Development in China as of 
December 2021, the number of netizens in China has reached 
1.032 billion, and the Internet penetration rate has reached 
73.0%. The new media industry is developing rapidly, and web 
editors play an important role as employees of new media 
companies. Web editors are an emerging profession with the 
rapid development of the Internet. Their main job content is to 
use their own professional knowledge and computer software 
and hardware knowledge and other modern information 
technologies to design and build website content (Wu, 2016). 
Therefore, web editors are defined as “someone who rely on the 
Internet, engage in the production and dissemination of online 
information and knowledge in units or institutions with online 
publisher qualifications, and provide online publications and 
related services to online user groups to achieve social and 
economic benefits.” Wu (2016) stated that, different from 
traditional media editors, web editors have the following 
characteristics, namely mastering network editing operation 
skills, flexible real-time interaction capabilities, and editing 
integration capabilities for resource libraries. This puts forward 
higher requirements for the work competencies of web editors. 
Most of the existing research on web editors focused on the 
cultivation of web editors talents and the improvement of their 
quality (Mu, 2010), but had not specifically research the working 
environment of web editors, nor explore how to improve the 
work performance of web editors from the perspective of 
psychology. This study fills the research gap in this field.

Since the COVID-19 outbreak in 2020, web editors have 
exerted strong initiative and dynamism to strengthen the 
production and dissemination of high-quality network 
information knowledge content. As an important part of the 
editorial team, web editors are an important support for the 
development of media integration in China (Wang, 2022). 
However, at the same time, a small number of online publishers, 
driven by economic interests, have excessive pursuit of click-
through rate, ranking list, and update rate, and have affected the 
career of web editors’ value and job identity by adjusting the 
platform’s internal operating system, assessment and incentive 
mechanisms (Wang, 2022). Compared to employees in other 
organizations, web editors face greater career challenges and 
occupational pressures. Therefore, the professional ethics and 
professional quality of the web editors team need to 
be  strengthened, and how to effectively improve the work 
competencies (e.g., digital competencies) and work performance 
of web editors has become a serious issue for new media 
companies. Early research has noted that the modern workplace 
is often full of distractions that challenge attentional control, 
impair occupational functioning, and even affect performance 
(Jett and George, 2003). Web editors face greater concentration 
challenges than other professional employees. It is particularly 
important to effectively improve the mindfulness of web editors. 

And, it is necessary to improve the stability of attention through 
mindfulness practice and help web editors focus on the current 
work (Hasenkamp et  al., 2012), thereby improving 
work performance.

Currently, there is growing enthusiasm for mindfulness 
research, and mindful-based training programs are gaining 
popularity in the workplace to reduce stress, improve employee 
well-being and boost output. With organizations, including 
Google, Aetna, Mayo Clinic, and the U.S. Army used mindfulness 
training to enhance workplace productivity (Tan et  al., 2012; 
Wolever et  al., 2012; West et  al., 2014; Jha et  al., 2015). After 
mindfulness training, people see life stress not as difficulty or 
disaster, but as modifiable ways to relieve emotional stress (Liu 
et  al., 2022a). In addition, mindfulness enables employees to 
accept a variety of information, breaks fixed thinking, and is more 
likely to have conflicts and brainstorming, which is conducive to 
employees generating innovative ideas (Chen et al., 2022a). In fact, 
since the 1980s, mindfulness—a Buddhist spiritual practice, has 
been researched in the field of psychology (Bishop et al., 2004), 
and has been defined by some scholars as present-centred 
attention and awareness (Brown and Ryan, 2003). Mindfulness 
was being used in multiple fields, with research in disciplines such 
as psychology, medicine, and neuroscience. The research provided 
that mindfulness affects attention, cognition, emotion, behavior, 
and physiology in positive ways (Good et al., 2016). Organizational 
sociology and organizational psychology scholars have also shown 
great enthusiasm in the concept of mindfulness (Reb and Atkins, 
2015; Good et al., 2016), and have gradually applied mindfulness 
training to organizational practice.

Existing research on mindfulness has established that 
mindfulness can improve work performance, reduce turnover 
intentions, etc. (Dane and Brummel, 2014), help employees 
understand themselves and others, and improve work engagement 
(Federman, 2009; Kahn, 2010). The association between 
mindfulness and workplace spirituality has been studied by 
previous study (Petchsawang and McLean, 2017), mindfulness 
and competencies (Liu et al., 2022b), however few research have 
examined the connection between workplace spirituality and 
digital competencies in mindfulness and work performance. 
Although the existing research has extended the competencies to 
digital competencies, it mainly focuses on the digital competencies 
of teachers in China to meet the needs of teachers to be competent 
for digital education in the future. This study fills the research gap 
on digital competencies for web editors and analyzes the further 
work and literacy requirements for web editors in the Internet era, 
and studies the relationship between digital competencies, work 
performance, mindfulness, and workplace spirituality. Therefore, 
in order to reveal the relationship between mindfulness and web 
editors’ workplace spirituality, digital competencies and work 
performance, this study mainly applies the job requirement-
resource (JD-R) model and resource conservation theory, attempts 
to examine mindfulness as a cognitive resource how to improve 
workplace spirituality, digital competencies, and work 
performance of web editors.
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The main purposes of this study are: (1) to explore whether 
mindfulness has a significant positive impact on the workplace 
spirituality, digital competencies, and work performance of web 
editors; whether the workplace spirituality has a positive effect on 
the digital competencies and work performance of web editors 
and whether digital competencies has a significant positive impact 
on the work performance of web editors; (2) to explore whether 
workplace spirituality and digital competencies have a mediating 
role between web editors’ mindfulness and work performance; (3) 
to explore whether there is a chain mediating role in the 
relationship between mindfulness and work performance of 
workplace spirituality and digital competencies. Theoretically, this 
is the first study to investigate the impact mechanism between 
mindfulness and workplace spirituality, digital competencies and 
work performance. In this regard, the comprehensive model 
presented in this study extends research on mindfulness and work 
performance while making theoretical contributions to the 
current management literature. In practice, the results of this 
study can provide useful suggestions for the improvement of work 
performance of web editors, that is, by improving the mindfulness 
of web editors can affect their workplace spirituality and digital 
competencies, and ultimately can promote their work 
performance, thereby promoting development of new 
media companies.

Theoretical basis and hypothesis 
development

Theoretical basis

The job demand-resource (JD-R) model, based on Karasek’s 
(1979) job-demand control model and Siegrist's (1996, 2002) effort-
reward imbalance model, was introduced as an alternative to the 
employees health and well-being. It originally proposed by 
Demerouti et  al. (2001), and was initially only applied to job 
burnout. A few years later, Schaufeli and Bakker (2004) incorporated 
engagement into the JD-R model, and Xanthopoulou et al. (2009) 
incorporated personal resources into the model as well. These three 
papers have been cited tens of thousands of times in Google Scholar, 
indicating that the JD-R model has received extensive attention in 
the academic and practical circles, and has achieved a lot of research 
results. The core assumption of the JD-R model is that although 
each occupation may have factors related to working conditions, 
these conditions can be divided into two broad categories of job 
demands and job resources, thus forming an overall model. Bakker 
and Demerouti (2007) published the article The Resource Model for 
Job Requirements: Recent Developments, which made an in-depth 
analysis of the related concepts of the JD-R model and outlined the 
roadmap of the JD-R model.

According to literature review, JD-R model has two different 
roadmaps. The first one is from Bakker and Demerouti in 2007, they 
said, the health-damaging process and the motivation-driven process 
are two relatively distinct but interdependent causal processes found 

in the JD-R model. The health-damaging process is where high job 
demands lead to negative organizational outcomes by increasing 
stress; the motivation-driven process is where job resources may act 
as intrinsic motivators, due to the fact that they foster employees’ 
development, learning, and growth and may also play an extrinsic 
motivating function, by satisfying the basic needs of occupational 
individuals (Deci and Ryan, 1985), promoting their formation of 
motivation that helps to achieve work goals, thereby positively 
affecting positive organizational outcomes.

Another roadmap is from Schaufeli in 2017, he describes the 
JD-R model roadmap somewhat differently from Bakker and 
Demerouti (2007). The roadmap clearly marked the path of 
health-damaging process and the motivation-driven process, the 
mediator variable was burnout or work engagement, and the 
dependent variable was negative outcome or positive outcome. 
Compared with Bakker and Demerouti (2007) using the outcome 
of the organization as the dependent variable, it is equivalent to 
expanding the scope of the dependent variable, and the negative 
or positive impact on the individual is also included in the scope 
of the outcome variable. Furthermore, the JD-R model generalized 
by Bakker and Demerouti (2007) shows an interaction effect 
between job demands and resources, but Schaufeli (2017) argues 
that current evidence on demand-resource interaction effects 
suggests that, even if significant, this actual correlation of these 
interactions is also very low (Xanthopoulou et al., 2007), therefore, 
the two causal processes included in the JD-R model are essentially 
independent, and many existing empirical studies are based on 
one of the path of the JD-R model to design research models 
(Wang et al., 2021; Xu and Lin, 2021). The JD-R model can be said 
to be  an influential framework for understanding how job 
demands or job resources foster employee well-being (Lesener 
et al., 2019).

The relationship between the JD-R 
model and this study

Based on the motivation-driven process of the JD-R model, 
this study designs a research model to improve job performance 
by reducing job burnout caused by job requirements by providing 
job resources. Job resources are components of the work that 
might expedite task completion, reduce the psychological cost of 
job requirements, and enhance work performance (Huang et al., 
2022). In this study, the independent variable mindfulness is the 
psychological resource of web editors, which corresponds to work 
resources and helps web editors to focus on the current work, 
reduce negative emotions at work, and improve work 
performance. Job demands are different aspects of job conditions 
that call for a consistent amount of physical or mental effort 
(Huang et  al., 2022). In this study, the mediating variables 
workplace spirituality and digital competencies are the 
performance of a kind of work ability generated by job resources 
motivated by occupational individuals, which require continuous 
efforts to cultivate individuals. Finally, the dependent variable 
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FIGURE 1

Hypothesis model.

work performance corresponds to positive outcomes for the 
organization. Therefore, the research logic of this study is as 
follows: mindfulness, as an individual psychological resource for 
web editors, can not only play an internal motivating role, 
positively affect workplace spirituality, and then positively affect 
work performance; it can also play an external motivating role to 
promote employees improve digital competencies, which in turn 
positively affects the work performance of web editors. At the 
same time, because there is a correlation between workplace 
spirituality and competencies, it is assumed that workplace 
spirituality and digital competencies play a chain mediating role 
between mindfulness and work performance. Accordingly, the 
model of this study is constructed based on the model of the JD-R 
model, as shown in Figure 1.

Hypothesis development

Mindfulness and work performance

Due to empirical studies demonstrating the benefits of 
mindfulness on one’s psychological, physical, and performance, it 
has recently drawn more attention (Hyland et al., 2015). Initially, 
mindfulness was thought to be  a fundamental aspect of the 
Buddhist tradition and was mostly explored in the context of 
philosophy and religious studies (Gunaratana, 2001). In 1993, 
scholars brought mindfulness to the management literature, but 
they reframed it as an emphasis on novelty and cognitive flexibility 
(Weick and Roberts, 1993), which was largely different from the 
Buddhist concept. Receptive attention and awareness of what is 
going on right now are two characteristics of mindfulness (Brown 
and Ryan, 2003; Quaglia et  al., 2015). Being mindful involves 
being consciously alert, in the present, and without passing 
judgement on anything (Liu et  al., 2022c). Its core features, 

receptive attention to current events, reflected in a persistent 
awareness of ongoing experience (Brown and Ryan, 2003), 
demonstrate the importance of mindfulness in web editors’ work. 
Instead of being a concept, mindfulness is described as a set of 
skills, that is, it includes the ability to: (1) observe and pay 
attention to numerous stimuli; (2) concentrate and take action; (3) 
respond to non-evaluative verbal descriptions of observations; (4) 
avoid immediate evaluation (Baer et al., 2006).

Collective attention is referred to as mindfulness at the 
organisational level, and it is said that practising mindfulness 
helps leaders and staff make fewer mistakes, stay alert, and 
respond to unforeseen situations in a productive way (Rerup and 
Levinthal, 2014). Work performance refers to how successfully 
employees perform their duties and contribute to the outcomes 
and success of the business (Shooshtarian et al., 2013). Research 
has shown that mindfulness can affect the functioning of teams 
and organizations, and numerous previous studies have shown a 
direct relationship between employee mindfulness and work 
performance (Shao and Skarlicki, 2009). Regarding the indirect 
relationship between mindfulness and work performance, scholars 
Ngo et al. (2020) proved through empirical research that creative 
process participation and employee creativity mediate the 
relationship between mindfulness and work performance of 
service employees, which is a new breakthroughs in research of 
the indirect influence mechanism of mindfulness. In addition, 
studies have shown that mindfulness practice is effective in 
increasing work engagement and indirectly affects work 
performance through its impact on work engagement (Huang 
et al., 2022).

According to Baytos and Kleiner (1995), it is possible to 
measure work performance accurately using a variety of factors, 
including job quality, punctuality, performance, productivity, etc. 
The three qualities of attention that mindfulness can influence 
positively are stability, control, and efficiency (Good et al., 2016). 
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Mindfulness prevents mind wandering by maintaining focus in the 
present. Mindfulness as a personal resource can help individuals 
maintain a state of concentration at all times, avoid possible 
distractions in the workplace, and increase productivity (Huang 
et  al., 2022). According to resource conservation theory, all 
individuals have a tendency to retain and accumulate valuable 
resources, which in organizational settings may include working 
conditions, job rewards, social support, employment opportunities, 
and personal energy (Hobfoll, 1989; Dollard and Bakker, 2010), 
while mindfulness is able to improve the quality of attention and 
enable individuals to harness these available energy resources to 
produce more effective creative work (Montani et al., 2018). As a 
result, mindful individuals are able to direct their attention to related 
needs rather than distraction, they are better able to direct their 
attention to their tasks with greater stability, control and efficiency, 
resulting in expanding their effective attention skills. Therefore, they 
might be able to comprehend information more effectively and act 
more logically as a result (Kirk et al., 2011), thereby guaranteeing 
the quality of work by reducing individual errors due to inattention, 
while at the same time controlling and stabilizing the current task 
by effectively controlling and stabilizing attention to information to 
help individuals demonstrate better task performance (Smallwood 
and Schooler, 2015). From this, we assume that:

Hypothesis 1: Mindfulness has a significant positive effect on 
work performance.

Mindfulness and workplace spirituality

Purity of mind is the foundation of healthy living (Pawar, 2008). 
In fact, a person with a pure heart can acquire the human values of 
health and wholesomeness, which are the basis of workplace 
spirituality. In other words, workplace spirituality requires 
purification of the mind and heart (Petchsawang and McLean, 
2017). Workplace spirituality is distinct from religion, which involves 
formally structured institutional belief systems, while spirituality 
focuses on personal experience from inner strength (Petchsawang, 
2008). Workplace spirituality refers to “having compassion for others 
and experiencing a conscious inner awareness in pursuit of 
meaningful work, thus achieving transcendence” (Petchsawang and 
Duchon, 2009). At the same time, workplace spirituality can deeply 
understand the organizational context in which employees need 
“mental enrichment, spiritual fulfillment, soul satisfaction and 
financial reward” (Dhiman and Marques, 2011). Liu et al. (2022d) 
provided a deeper understanding of animated pedagogical-guided 
loving-kindness meditation by linking mindfulness, spirituality, and 
subjective well-being and indicated that mindfulness has a positive 
effect on subjective well-being. And, high levels of mindfulness may 
allow for high spiritual experiences, which would increase a person’s 
subjective well-being (Liu et al., 2020a). Mindfulness, on the other 
hand, is a “state of being awake and attentive, not mixed with 

competing images, thoughts, or feelings” (Heaton et al., 2004), which 
helps people identify their needs, problems, and conflicts (Brown 
and Ryan, 2003), resulting in effective emotion regulation, increased 
empathy, reduced stress, improved ability to manage distractions, 
and improved well-being (Davis and Hayes, 2011). Mindfulness thus 
purifies the mind and helps people see the truths of nature or 
wisdom, inspires human strength and positive emotions, and at the 
same time helps people understand themselves and others, which 
enables them to improve their spiritual world and have a better 
understanding of others, which is the main concept of workplace 
spirituality (Petchsawang and McLean, 2017).

According to Gupta et al. (2014), many major corporations, 
including IBM and Microsoft, have used meditation, spiritual 
lectures, and yoga sessions to enhance their employees’ workplace 
spirituality. These lessons exemplify the role of mindfulness, 
which helps people be in the present moment and helps people 
connect with others and engage in work (Federman, 2009). In 
fact, by paying attention to and being aware of current 
experiences, mindful individuals are able to observe rather than 
identify with the contents of consciousness (i.e., thoughts, 
emotions, feelings, and judgments), but see them in a clearer and 
more objective way, able to relate the self to negative affective 
dissociation at work (Baer et al., 2006; Hülsheger et al., 2014), 
thereby keeping the mind pure. From the perspective of resource 
conservation theory, mindfulness can be viewed as a cognitive 
resource and a competency resource. Dollard and Bakker (2010) 
have shown that resources in organizational settings include 
working conditions, job rewards, social support, employment 
opportunities and personal energy etc. Mindfulness can improve 
employees’ personal energy, providing the energy resources 
needed at work, so that they can focus more on the current work 
(Montani et  al., 2018). As a result, mindfulness training in 
organizations becomes more meaningful. Scholars mention that 
practicing mindfulness meditation has positive effects on 
psychological, spiritual, physical, and organizational benefits. 
Petchsawang and McLean (2017) empirically study the 
mechanism of the relationship between workplace spirituality 
and work engagement by establishing a link between mindfulness, 
mental outcomes (workplace spirituality) and organizational 
outcomes (work engagement). Liu et  al. (2020b) stated that 
mindfulness can boost workplace spirituality for flight attendants, 
and Izak (2012) proposed that workplace spirituality can promote 
work engagement, and employees with workplace spirituality can 
find the meaning of their work. The more they feel that their work 
is meaningful, the more enthusiastic (dedication) they are in their 
work, and the more energy they have to overcome difficulties 
(vitality) at work, and thus become more engaged in their work. 
Therefore, mindfulness practice is seen as one of the tools to 
improve workplace spirituality, thereby improving work 
performance, based on which we draw the following hypotheses:

Hypothesis 2: Mindfulness has a significant positive effect on 
workplace spirituality.

https://doi.org/10.3389/fpsyg.2022.1068735
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org


He et al. 10.3389/fpsyg.2022.1068735

Frontiers in Psychology 06 frontiersin.org

Mindfulness and digital competencies

The term “competency” was first introduced into the 
psychological literature in 1973 (McClelland, 1973), and it comes 
from Latin and means “fit” (Bueno and Tubbs, 2004). Competency 
refers to “an individual’s demonstrated knowledge, skill, or ability” 
(Ulrich et  al., 1995) that activates actual performance and 
employee potential (Luna Arocas and Morley, 2015). Spencer and 
Spencer (1993) identified five categories of competency 
characteristics, including motivation, characteristics, self-concept, 
knowledge, and skills. First, motivation is the thought that a 
person keeps thinking or wants to stimulate action. Motivation 
drives, guides, and chooses behavior toward certain actions or 
goals and away from others. Recent research has found that 
mindfulness can improve job satisfaction, intrinsic motivation, 
and reduce emotional load (Parchment, 2022), and it is able to 
range from deep stimulation to conscious awareness of employees 
self-concept, traits, and motivational abilities, which are also 
important predictors of competency.

With the transformation of the current era, the market has 
developed many new industries, such as the new media industry, 
which are specially built on the basis of digitalization, and will even 
gradually form the entire online world, even the “traditional” 
industries have experienced a huge digital revolution (Bitay and 
Kovács, 2010). Therefore, in these emerging industries, traditional 
competencies should be transformed into digital competencies in 
the new era, and the new skill requirement for web editors should 
be  digital competencies. Digital competencies is defined as 
“exploring and confronting new technological situations in a 
flexible manner, analyzing, selecting and critically evaluating data 
and information, exploiting the potential of technology to represent 
and solve problems, building shared and collaborative knowledge, 
and at the same time cultivate a sense of personal responsibility and 
respect for mutual rights and obligations.” As a result, new media 
companies are increasingly aware of the gap between the existing 
and required digital competencies of web editors (Oberländer 
et al., 2020), and improving the digital competencies of web editors 
to meet the challenges of working in a digital future has become a 
new media company’s current development strategy. Ngo et al. 
(2020) stated that mindfulness is a state of being able to actively 
focus on the present moment and practice acceptance without 
judgment. Mindfulness for web editors can help them become 
aware of digital transformation trends and focus on assessing their 
own job competencies in the moment. Digital competencies is a 
new skill that web editors need to grow, and mindfulness can foster 
greater awareness among employees of internal experiences and 
intuitions they may not be  aware of. Web editors with this 
awareness are more likely to continuously learn, thereby increasing 
the competencies required in their work (Gawande et al., 2019), it 
means increasing digital competencies for web editors. Therefore, 
we can assume that:

Hypothesis 3: Mindfulness has a significant positive effect on 
digital competencies.

Workplace spirituality and work 
performance

Over the past few decades, workplace spirituality has drawn 
increased attention, especially its impact on job outcomes 
(Petchsawang and Duchon, 2012; Petchsawang and 
McLean, 2017). The concept of workplace spirituality is not a new 
one, as it is based on organizational and management theory 
(Driscoll and Wiebe, 2007). Workplace spirituality is defined as 
the organisational encouragement of employees’ work-related 
spirituality, which focuses on meaning, community, and 
connection (Ashmos and Duchon, 2000). Employees crave a 
deeper sense of purpose, they are more motivated by spiritual 
than material benefits, and they voluntarily put more effort and 
time into achieving various tasks (Kolodinsky et al., 2008). Past 
research has shown that the myriad benefits of workplace 
spirituality include reduced deviance, increased job satisfaction, 
increased employee engagement, improved innovative behaviors, 
and improved work performance (Jnaneswar and Sulphey, 2021). 
Work performance is the efficiency with which employees 
complete their work and contributes to the overall success of the 
organization. Work performance includes two main factors, task 
performance and situational performance. Among them, 
situational performance refers to discretionary additional role 
behavior beyond formal job responsibilities (such as guiding 
colleagues), and is an important component of work performance 
(Huang et  al., 2022). According to the concept of workplace 
spirituality, employees with high workplace spirituality are willing 
to try to help their colleagues to relieve pain, and can easily put 
themselves in others’ shoes (Petchsawang, 2008). These behaviors 
will help to improve the situational performance of employees 
and thus improve the overall performance of the organization.

In addition, workplace spirituality goes beyond the nature of 
interesting and satisfying work into the spiritual horizon of work, 
which involves finding deeper meaning, purpose, and being 
satisfied with one’s work (Petchsawang and McLean, 2017). The 
spillover theory states that when people are content in their 
spiritual lives, their satisfaction transfers to their professional lives 
(Kolodinsky et al., 2008), and when they are happy at work, they 
become more engaged in their work. And, developing mental 
strength in the workplace influences employees’ positive 
perceptions of the organization. In fact, when employees realize 
that their organizational support fosters their spiritual well-being, 
they are more likely to be engaged and put more effort into their 
work (Saks, 2006).

Researchers have provided empirical evidence that 
workplace spirituality, as a mixture of personal experience and 
organizational background, is positively associated with 
important organizational variables, such as job satisfaction 
(Lee et al., 2003; Pawar, 2009; Altaf and Awan, 2011; Gupta 
et  al., 2014), job engagement (Milliman et  al., 2003; Pawar, 
2009), organizational commitment (Milliman et  al., 2003; 
Pawar, 2009; Kazemipour et  al., 2012; Gatling et  al., 2016). 
From a theoretical point of view, organizational spiritual 
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support for employees will improve employees creativity, 
motivation, commitment, and work engagement (Osman-Gani 
et  al., 2013), and these factors are closely related to 
organizational performance. When organizations increase 
workplace spirituality and job engagement, they can expect the 
best results, including improved work performance. 
Furthermore, in addition to employee performance, 
Albuquerque et al. (2014) empirically report that workplace 
spirituality can positively influence performance at the 
organizational level. Additionally, Benefiel et  al. (2014) 
demonstrated through a thorough research that workplace 
spirituality is favourably correlated with performance and 
productivity across cultures and nations. As a result, we can 
assume that:

Hypothesis 4: Workplace spirituality has a significant positive 
effect on work performance.

Digital competencies and work 
performance

New technologies are having a significant impact on how 
we work, in addition to the enormous impact that our society’s 
ongoing digitalization is having on our daily lives (Zaphiris 
and Ioannou, 2016; Murawski and Bick, 2017; Nyikes, 2018). 
Employers’ preferred skills and the labour market are changing 
as a result of technological advancements, so the concept and 
research of competencies has been extended to digital 
competencies (Karsenti et  al., 2020). Vathanophas (2007) 
stated that, when implementing effective human resource 
management, consideration should be given to introducing a 
competency building program for each job or task, as the 
competency of employees are usually related to their jobs and 
therefore to organizational performance. Most workplaces 
require at least basic digital competencies, with employees 
making greater use of digital information and communication 
technologies at work to increase productivity and facilitate the 
work. In new media companies, the digital competencies of 
web editors are closely related to their daily work, and these 
competency will have a significant impact on their work 
performance. Broadly, digital competencies are defined as “the 
set of skills required to use digital technologies confidently, 
critically and creatively to achieve goals in areas such as 
learning, work, leisure, integration or participation in society” 
(Ferrari, 2012). Digital competencies is closely related to the 
work tasks and professional development of web editors. As 
employees of new media companies, web editors need to meet 
the job requirements of the position and have digital 
competencies to better complete the work tasks of the position. 
They must use digital resources and enhance the application 
of new technologies to keep their professional skills updated 
to complete their tasks efficiently and improve work 

performance. Today, employees in most typical office 
workplaces spend most of their work time using digital 
devices, especially for web editors. Employees with digital 
competencies can use digital devices and technologies flexibly 
and freely at work, which is conducive to saving resources and 
completing work tasks efficiently and quickly. We  can 
reasonably assume that:

Hypothesis 5: Digital competencies has a significant positive 
impact on work performance.

Workplace spirituality and digital 
competencies

Existing research suggests that definitions of workplace 
spirituality can be  divided into three camps: personal 
experience, organizational facilitation and a mixture of 
personal experience and organizational facilitation 
(Petchsawang and McLean, 2017). In personal experience, an 
individual’s experience of energy, pleasure, consistency, a 
sense of transcendence between personal values and 
meaningful job, is referred to as workplace spirituality 
(Kinjerski and Skrypnek, 2004). Therefore, employees with 
high workplace spirituality have strong self-concept, they have 
personal work motivation, and they will actively work on 
improving their work ability, such as knowledge and skills. 
Back in 2006, the European Parliament and Council identified 
digital competencies as one of eight key competencies for 
lifelong learning. In new media companies, web editors with 
high workplace spirituality have strong motivation to study 
and work, and will continue to acquire new abilities through 
lifelong learning to adapt to the rapidly changing work 
environment and growing job demands (Oberländer et  al., 
2020). Therefore, employees with high workplace spirituality 
will strive to improve their digital technology literacy to 
pursue the consistency of their personal values and meaningful 
work when they are in their own jobs, so as to study hard to 
have the digital competencies required for the position. From 
this we assume that:

Hypothesis 6: Workplace spirituality has a significant positive 
impact on digital competencies.

The mediating role of workplace 
spirituality

Scholars Jnaneswar and Sulphey (2021) reviewed the 
previous literature and found that mindfulness is significantly 
related to workplace spirituality. Mindfulness-based stress 
reduction programs can improve employees’ workplace 
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spirituality, thereby helping employees experience meaning and 
job satisfaction at work. Because mindfulness enables the brain 
to achieve a focused ideology (Payutto, 2002). In this state, a 
person is constantly aware of his thoughts and actions 
(Petchsawang and McLean, 2017). This can help employees to 
purify their minds, stimulate their work force and positive 
emotions, and make individuals more engaged in work (Saks, 
2006). This shows the impact of mindfulness on workplace 
spirituality. In addition, workplace spirituality plays a key role 
in leadership, and its role in improving employees and 
organizational efficiency is widely recognized. Workplace 
spirituality is based on humanistic values (Jnaneswar and 
Sulphey, 2021), such as interconnectedness with others at work 
(human resources). At the same time, workplace spirituality can 
promote employees’ mental health (psychological resources), 
help employees achieve workplace happiness and harmony, and 
focus on work meaning and contribution to the organization. 
Therefore, building workplace spirituality in an organization 
can increase productivity and reduce turnover rate. According 
to the investment principle in the resource conservation theory, 
individuals must continuously invest in existing resources for 
the purpose of protecting their own resources from depletion, 
recovering quickly from resource depletion that has occurred, 
or acquiring new resources (Hobfoll, 1989). Therefore, in order 
to obtain stable interpersonal and psychological resources, 
employees will invest their existing resources by working hard 
and improving work performance. For example, Timms and 
Brough (2013) found that if employees are satisfied with the 
psychological resources in the workplace, they will dedicate 
their resources, such as work engagement, improve work 
performance, etc. This proves that workplace spirituality is 
beneficial to improve work performance. Based on the above 
analysis, we can assume that:

Hypothesis 7: Workplace spirituality plays a mediating role in 
mindfulness and work performance.

The mediating role of digital 
competencies

According to research, the “beginner’s mindset” is one of the 
key attitudes of mindfulness, which refers to the mindset of being 
able to experience the present moment as a first experience 
(Kabat-Zinn, 2013). Beginner mentality of web editors can 
maintain a learning attitude towards digital knowledge and skills 
at all times, and continuously improve their digital competencies. 
This illustrates the impact of mindfulness on digital competencies. 
And, Liu et al. (2022e) have added loving-kindness meditation to 
the organization, and said that loving-kindness meditation can 
improve the effectiveness of knowledge acquisition (digitial 
knowledge), prevent knowledge loss, better allocate knowledge 
resources, and improve the core competitiveness of the 

organization. The current study found that employees job 
competencies are usually related to organizational performance 
and can improve work performance (Luna Arocas and Morley, 
2015). Scholars Oberländer et  al. (2020) redefine digital 
competencies in the context of the workplace by reviewing past 
definitions and frameworks of digital competencies. Digital 
competencies at work are a set of essential knowledge, skills, 
abilities, and other characteristics that enable workers to efficiently 
and successfully perform work tasks related to digital media at 
work. This definition shows that digital competencies have the 
characteristics that can help workers to better complete their work 
tasks and improve work performance. Therefore, we assume that:

Hypothesis 8: Digital competencies plays a mediating role in 
mindfulness and work performance.

According to the analysis and demonstration of the above 
eight hypotheses, the relationship between mindfulness and 
workplace spirituality, workplace spirituality and digital 
competencies, digital competencies and work performance are 
fully supported by the literature. Therefore, we  can 
reasonably assume:

Hypothesis 9: Workplace spirituality and digital competencies 
play a chain mediating role between mindfulness and 
work performance.

In summary, this study constructs a chain mediation model 
of mindfulness, workplace spirituality, digital competencies and 
work performance. The hypothetical model is shown in 
Figure 1.

Materials and methods

By reading a large amount of domestic and foreign literatures 
on employee mindfulness, workplace spirituality, digital 
competencies, and work performance, we  organizes and 
summarizes them, and finds a scale with high reliability and 
validity, which is widely used and most suitable for web editors. 
Mindfulness variables, mainly refer to the 15-item scale revised by 
Brown and Ryan (2003); workplace spirituality variables, mainly 
refer to the 22-item scale designed by Petchsawang (2008); digital 
competencies variables, constructed by Castaño-Muñoz et  al. 
(2017) 6-item scale; work performance variables, mainly refer to 
the 9-item scale developed by Rodwell et  al. (1998). Because 
mindfulness, workplace spirituality, digital competencies, and 
work performance are all mature scales borrowed from the 
English context, the translation of the scales needs to 
be  considered. The translation of the original questionnaire 
determines the items of the initial questionnaire. After 
determining the initial scale, in order to make the scale of each 
variable more suitable for the measurement of web editors, a 
small-scale expert interview was conducted with four experienced 
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web editors, and some unclear expressions, repeated meaning or 
difficult to answer questions were deleted under the advice of 
experts. We developed a formal questionnaire that is more in line 
with Chinese expression habits and cultural background, and is 
more suitable for measuring web editors. The formal questionnaire 
contains a total of 31 items, including 10 items of mindfulness, 12 
items of workplace spirituality, 3 items of digital competencies, 
and 6 items of work performance. The scale uses a five-point 
Likert scale ranging from 1 “strongly disagree” to 5 “strongly 
agree.” The complete questionnaire measurement items are shown 
in Table 1.

The participants in this study are web editors working in 
new media companies in China. After the formal questionnaire 
was confirmed, we  created a formal questionnaire on the 
Tencent questionnaire platform1, and used the formal 
questionnaire to conduct large-scale surveys. In the process of 
collecting large sample data, the method of convenience 
sampling was adopted. First, the questionnaires were sent 
privately to WeChat friends who are professional web editors, 

1 http://wj.qq.com

TABLE 1 Measurement Items.

Construct References

Mindfulness Brown and Ryan (2003)

I could be experiencing some emotion and not be conscious of it until some time later.

I break or spill things because of carelessness, not paying attention, or thinking of something else.

I find it difficult to stay focused on what’s happening in the present.

It seems I am “running on automatic” without much awareness of what I’m doing.

I rush through activities without being really attentive to them.

I get so focused on the goal I want to achieve that I lose touch with what I am doing right now to get there.

I do jobs or tasks automatically, without being aware of what I’m doing.

I find myself preoccupied with the future or the past.

I find myself doing things without paying attention.

I snack without being aware that I’m eating.

Workplace Spirituality Petchsawang (2008)

Compassion

I can easily put myself in other people’s shoes.

I am aware of and sympathize with others.

I try to help my coworkers relieve their suffering.

I aware of my coworkers’ needs.

Meaningful Work

I experience joy in my work.

I look forward to coming to work most days.

My spirit is energized by my work.

I understand what gives my work personal meaning.

The work I do is connected to what I think is important in life.

Transcendence

At times, I experience an energy or vitality at work that is difficult to describe.

At times, I experience happiness at work.

At moments, I experience complete joy and ecstasy at work.

digital competencies Castaño-Muñoz et al. (2017)

I can conduct an internet search using one or more keywords.

I can judge the reliability of a website.

I can participate in an online chat session.

Work Performance Rodwell et al. (1998)

I am currently working at my best performance level.

Employees should only do enough to get by.

I try to be at work as often as I can.

My work is always of high quality.

I set very high standards for my work.

I am proud of my work performance.
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TABLE 2 Characteristics of respondents.

Variables Characteristics Frequency(n = 431) (%)

Gender Male 221 51.3

Female 210 48.7

Age 18-25 years old 53 12.3

26-35 years old 193 44.8

36-45 years old 121 28.1

46-55 years old 45 10.4

55 or older 19 4.4

Marriage unmarried 129 29.9

Married 299 69.4

other 3 0.7

Education 

levels

High school or less 15 3.5

Technical school 90 20.9

Undergraduate 228 52.9

Graduate or more 98 22.7

Working years 1 year or less 33 7.7

1-3 years 80 18.6

4-8 years 131 30.4

8 years or more 187 43.4

and they were invited to help fill in the questionnaires. A total 
of 40 questionnaires were received. Then, through the Tencent 
questionnaire platform, questionnaires were distributed to 
web editors across the country, and a total of 460 
questionnaires were distributed. After excluding incomplete, 
pattern responses and quick responses, 431 valid data were 
retained for the final analysis, and the response rate of the 
questionnaire was 86.2%.

Data analysis

The research uses SPSS25.0 and Mplus8.3 to conduct 
statistical analysis on 431 valid samples to understand the 
relationship between the mindfulness, workplace spirituality, 
digital competencies and work performance variables of web 
editors, and to verify the research model and research 
hypothesis proposed in this study. Firstly, the reliability 
assessment is carried out by reliability analysis, construct 
validity test, discriminant validity test and common method 
bias analysis; then, structural equation model analysis is 
carried out to test whether the 9 groups of hypotheses in this 
study can be supported by empirical data; Finally, a mediation 
effect analysis was carried out to test whether the three 
 groups of mediation hypotheses could be  supported by 
empirical data.

Demographic characteristics

In terms of obtaining basic personal information, the 
problems mainly relate to gender, age, marriage, education and 
years of work. Among the sample of participants in this study, 
51.3% were male and 48.7% were female. About 44.8% of the 
respondents were between the ages of 26 and 35, 4.4% were over 
the age of 55, and 69.4% were married. In addition, 52.9% of the 
sample has an undergraduate education, and only 3.5% are high 
school or less, 43.4% have worked for more than 8 years, and 7.7% 
have worked for less than 1 year. The details of the respondents are 
shown in Table 2 below.

Reliability analysis

This study uses SPSS25.0 software to conduct reliability 
analysis and test of each variable to ensure the reliability and 
consistency of the formal questionnaire. First, the overall 
Cronbach’s alpha value of the 31 measurement items in this study 
was measured, and the measured result was 0.935, which indicated 
that the measurement items of the overall scale in this study had 
good internal consistency, thus showing good reliability. Then, the 
reliability of the four latent variables was analyzed separately, and 
the Cronbach’s alpha value of mindfulness was 0.920, and the 
Cronbach’s alpha value of workplace spirituality was 0.912 (the 

Cronbach’s alpha value of the three dimensions of COM/MW/
TRA was 0.912, 0.919, 0.880), the Cronbach’s alpha value of digital 
competencies is 0.760, and the Cronbach’s alpha value of work 
performance is 0.8610. This indicates that the reliability of each 
latent variable is good, and further analysis can be carried out.

Construct validity analysis

In this study, the robust maximum likelihood estimation 
(MLR) was used in the Mplus8.3 software to test the construct 
validity of the six latent variable measurement scales using 
confirmatory factor analysis. The confirmatory factor analysis 
model is known as a general structural equation model (SEM) 
measurement model. The measurement model and the structural 
equation model are consistent with the evaluation index and 
evaluation standard of the degree of fit, mainly including: χ2 
(chi-square), df (degree of freedom), the smaller the ratio of χ2 to 
df, the better the fit of the model. Schumacker and Lomax (2004) 
considered a ratio of χ2 to df below 5 to be acceptable. In this 
study, the ratio of χ2 to df was 1.15, which indicated that the model 
fit in this study was very good. Asymptotic residual mean square 
and square root (RMSEA), Browne (1992) believed that when the 
RMSEA value was lower than 0.05, the model fit was good, and 
when the RMSEA value was lower than 0.1, the model fit was 
reasonable (Wu, 2009, Structural Equation Modeling). In this 
study, the RMSEA value was 0.019, which was lower than 0.01, 
indicating that the model fit in this study was reasonable. In 
addition, comparing the fit index (CFI), Bentler (1990) believed 
that the CTI value was greater than 0.9, indicating that the model 
fit was good. Non-standard fit index (TLI), Bentler and Bonett 
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(1980) considered that the TLI value was greater than 0.9, 
indicating that the model fit was better. The standard residual 
mean square and square root is SRMR, and the general standard 
is SRMR<0.1, the smaller the better (Wu, 2009, structural equation 
model). The data of this study showed that CFI = 0.992, 
TLI = 0.991, SRMR = 0.029, all in line with the ideal indicators.

In the analysis of the measurement model, the indicators 
to observe the aggregate validity mainly include the average 
variance extracted (AVE). In general, the larger the AVE value, 
the stronger the commonality of the measurement items, the 
more it can reflect the same variable, and the higher the 
aggregation validity. Fornell and Larcker (1981) believed that 
the convergent validity was ideal if the AVE value was greater 

than 0.5. In this research model, the minimum AVE value is 
0.510, and the others are higher than this value, indicating that 
the convergent validity of the research model has reached 
ideal. Secondly, the composite reliability (CR) is one of the 
criteria for judging the intrinsic quality of each measurement 
item. If the composite reliability value of each measurement 
item is greater than 0.6, it corresponds to the CR value of the 
study shown in Table  3. The minimum CR value is 0.759, 
indicating that the internal consistency of each structure was 
achieved, and it also showed that the internal consistency of 
the measurement scale was better. These data fully indicate 
that the model is well fitted, and further analysis can 
be carried out.

TABLE 3 Results of the measurement model.

Construct Indicators Factor loading S.E. Est./S.E p-value CR AVE

Mindfulness MF1 0.745 0.024 31.442 *** 0.921 0.537

MF2 0.706 0.026 26.747 ***

MF3 0.749 0.023 31.957 ***

MF4 0.747 0.024 31.791 ***

MF5 0.728 0.025 29.262 ***

MF6 0.742 0.024 30.984 ***

MF7 0.754 0.023 32.685 ***

MF8 0.717 0.026 27.967 ***

MF9 0.726 0.025 29.059 ***

MF10 0.714 0.026 27.695 ***

Compassion COM1 0.874 0.015 59.022 *** 0.912 0.723

COM2 0.857 0.016 53.756 ***

COM3 0.844 0.017 50.269 ***

COM4 0.825 0.018 45.094 ***

Meaningful Work MW1 0.855 0.016 54.555 *** 0.919 0.696

MW2 0.848 0.016 52.496 ***

MW3 0.847 0.016 52.207 ***

MW4 0.799 0.020 40.450 ***

MW5 0.820 0.018 44.800 ***

Transcendence TRA1 0.872 0.017 50.829 *** 0.883 0.716

TRA2 0.887 0.016 53.816 ***

TRA3 0.775 0.023 33.892 ***

digital competencies DC1 0.698 0.034 20.463 *** 0.760 0.514

DC2 0.738 0.033 22.599 ***

DC5 0.714 0.034 21.245 ***

Work Performance WP1 0.760 0.025 30.990 *** 0.862 0.510

WP2 0.726 0.027 27.233 ***

WP3 0.682 0.030 23.114 ***

WP5 0.694 0.029 24.173 ***

WP6 0.718 0.027 26.348 ***

WP7 0.705 0.028 25.122 ***

Workplace 

Spirituality(second 

order)

COM 0.734 0.034 21.567 *** 0.759 0.513

MW 0.733 0.034 21.521 ***

TRA 0.680 0.037 18.190 ***

χ2/df = 488.371/425;RMSEA = 0.019;CFI = 0.992;TLI = 0.991;SRMR =0.029.

*** indicates that the factor loading of the measurement item is significant when the standard line p < 0.001.
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TABLE 5 Common method bias test (N = 431).

Model χ2 df χ2 /df RMSEA CFI TLI SRMR

Hannan 3746.221 434 8.632 0.133 0.568 0.537 0.109

TABLE 4 Correlation coefficient matrix and square root of AVE value 
of each variable in the formal questionnaire.

Constructs MF COM MW TRA DC WP

MF 0.537

COM 0.421** 0.723

MW 0.425** 0.491** 0.696

TRA 0.356** 0.444** 0.462** 0.716

DC 0.309** 0.290** 0.291** 0.239** 0.514

WP 0.492** 0.483** 0.461** 0.448** 0.499** 0.510

The shaded value on the diagonal is the square root of the AVE value. 
**Indicates a significant correlation at the 0.01 level (two-tailed).

Discriminant validity test

Discriminant validity refers to the degree to which a latent 
variable is truly different from other latent variables according to 
the criteria of empirical research, and any measurement item should 
reflect only one latent variable. Use SPSS25.0 to test the correlation 
coefficient matrix of each variable in the sample data of the formal 
questionnaire, and calculate the AVE square root of each variable. 
The results are shown in Table 4. It can be seen from Table 4 that the 
correlation coefficient between the six latent variables is between 
0.290 and 0.499, none of them are 1, and they all reach a significant 
level. In addition, most of the correlation coefficients between all 
variables in this study and another variable are less than the square 
root of the AVE value of the variable, indicating that the six variables 
in this study have good discriminant validity.

Common method bias

Common method bias may seriously confuse research 
results and potentially mislead research conclusions, which is a 
systematic error (Xiong et al., 2012). Common method bias 
exists widely in researches using questionnaires and psychology, 
so it is necessary to test the common method bias for 
measurement items.

This study has adopted a variety of methods to reduce the 
common method bias in the research design stage of the 
questionnaire, such as interview method, expert opinion 
consultation method and so on. However, most of the 
measurement data of the six main variables in this study are 
obtained from the survey on the Tencent platform, and there may 
be  common method bias. Therefore, this study needs to test 
whether the data of the questionnaire survey has the problem of 
common method bias.

There are many ways to test the common method bias, and 
the Harman single factor method is the most commonly used 
method by scholars to test the common method bias (Tang and 
Wen, 2020). In this study, Mplus 8.3 software was used to test 
the common method deviation of the questionnaire data by 
Hannan’s single factor method. The results are shown in Table 5. 
From Table  5, χ2/df = 8.632 > 5, RMSEA = 0.133 > 0.1, 

CFI = 0.568 < 0.9, TLI = 0.537 < 0.9, SRMR = 0.109 > 0.08. 
According to the test results, the fitness indicators of the 
Harman single-factor model are inconsistent with the standard 
value of the fitness of the structural equation model, and the fit 
of the single-factor structural model is very poor, which shows 
that the measurement items of each variable in this study are no 
risk of common method bias, which does not need to 
be controlled.

Measurement model

Structural equation model

When the evaluation indexes and standards of the fitness of 
the above structural equation models reach the ideal value, the 
fitting degree of the model in this study is acceptable and suitable 
for structural equation model analysis. Structural Equation 
Modeling (SEM) is a powerful statistical technique that combines 
measurement models (confirmative factor analysis) and structural 
models (regression analysis or path analysis) together with 
statistical tests to test and compare theoretical models and ideal 
technique for refining and testing construct validity (Garver and 
Mentzer, 1999). This study uses structural equation model to test 
and analyze all hypotheses.

As stated in the theoretical framework, the purpose of using 
structural equation model analysis is to test whether nine sets of 
hypotheses can be  supported by empirical data, including (1) 
mindfulness has a significant positive effect on work performance. 
(2) Mindfulness has a significant positive impact on workplace 
spirituality. (3) Mindfulness has a significant positive impact on 
digital competencies. (4) Workplace spirituality has a significant 
positive impact on work performance. (5) Digital competencies has 
a significant positive impact on work performance. (6) Workplace 
spirituality has a significant positive impact on digital competencies. 
(7) Workplace spirituality plays a mediating role between 
mindfulness and work performance. (8) Digital competencies plays 
a mediating role between mindfulness and work performance. (9) 
Workplace spirituality and digital competencies play a chain 
mediating role between mindfulness and work performance. This 
study intends to use Mplus8.3 to test the constructed research model.

Structural equation model fit

Ensuring that the fitting degree between the proposed 
research model and the data of each measurement variable 
conforms to the evaluation index and standard of the structural 
equation model fitting degree is the premise of structural equation 
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model analysis. This study uses Mplus8.3 to test the constructed 
structural equation model, and obtains that the specific model 
fitting index measurement model is consistent, indicating that the 
fitting index meets the requirements of the structural equation 
model, which indicates that the research on the relationship 
between latent variables proposed in this study has a good fit with 
the measured data and can be used for subsequent analysis.

Summary of hypothesis testing results 
and path analysis of the model

The road map of the model in this study is shown in Figure 2, 
and the results of the hypothesis validation results are summarized 
in Table 6.

Thus, the correlation between the latent variables can 
be analyzed. (1) Mindfulness and work performance. According 
to the output results of the structural equation model, the 
standardized path coefficient of mindfulness on work performance 
variables is 0.118, the t value is 1.999, and the p value is less than 
0.05, indicating that mindfulness has a significant positive impact 
on work performance. This study assumes that hypothesis 1 is 

supported. It can be seen that the stronger the mindfulness of web 
editors at work, the higher their work performance. (2) 
Mindfulness and workplace spirituality. According to the output 
results of the structural equation model, it can be seen that the 
standardized path coefficient of mindfulness on the workplace 
spirituality variable is 0.618, the t value is 14.896, and the p value 
is less than 0.001, indicating that mindfulness has a significant 
positive impact on workplace spirituality. This study assumes that 
hypothesis 2 is supported. It can be  seen from this that the 
stronger the mindfulness of web editors, the stronger their 
workplace spirituality. (3) Mindfulness and digital competencies. 
According to the output results of the structural equation model, 
the standardized path coefficient of mindfulness on digital 
competencies is 0.129, the t value is 1.675, and the p value is less 
than 0.01, indicating that mindfulness has a significant positive 
impact on digital competencies. This study assumes that 
hypothesis 3 is supported. It can be seen that the stronger the 
mindfulness of web editors, the stronger their digital 
competencies. (4) Workplace spirituality and work performance. 
According to the output results of the structural equation model, 
the standardized path coefficient of workplace spirituality to work 
performance is 0.498, the t value is 7.415, and the p value is less 

FIGURE 2

The output of the structural equation model.
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than 0.001, indicating that workplace spirituality has an significant 
positive impact on work performance, hypothesis 4 of this study 
is supported. It can be  seen that the stronger the workplace 
spirituality of the web editors, the higher the work performance. 
(5) Digital competencies and work performance. According to the 
output results of the structural equation model, the standardized 
path coefficient of digital competencies variables to work 
performance variables is 0.341, the t value is 6.493, and the p value 
is less than 0.001, indicating that digital competencies has a 
significant impact on work performance. There is a significant 
positive effect on performance, and this study assumes that 
hypothesis 5 is supported. It can be seen that the stronger the 
digital competencies of the web editors, the higher the work 
performance. (6) Workplace spirituality and digital competencies. 
According to the output results of the structural equation model, 
the standardized path coefficient of workplace spirituality to 
digital competencies is 0.388, the t value is 4.718, and the p value 
is less than 0.001, indicating that workplace spirituality has a 
significant positive impact on digital competencies. This study 
suppose hypothesis 6 is supported. It can be seen from this that 
the stronger the workplace spirituality of web editors, the stronger 
their digital competencies.

Mediation effect analysis

In this study, Mplus software is used, and the Bootstrap 
method is used, and the number of repeated samples is 5,000 to 
examine the mediation effect relationship between the workplace 
spirituality and digital competencies of web editors between their 
mindfulness and work performance. Bootstrap method is an 
important statistical method for interval estimation in 
nonparametric statistics. The Bootstrap method creates multiple 
simulated data sets by repeating sampling with replacement for a 
given data set, thereby generating a series of empirical distributions 
of the statistics to be tested. The Bootstrap method can calculate 
standard errors, construct confidence intervals and hypothesis 
tests can be performed on many types of sample statistics. The 
statistical results calculated by the Bootstrap method, if the 

estimated value of the indirect effect (p-value) is significant, and 
does not include 0 in the 95% confidence interval, it means that 
there is a mediating effect characteristic (Lau and Cheung, 2012). 
This study uses the Bootstrap method to test the mediation effect, 
and the results are shown in Table 7.

In the mediating path “P1: Mindfulness→Workplace 
Spirituality→Work Performance,” the 95% confidence interval for 
the specific indirect effect of mindfulness on work performance is 
[0.221, 0.424], 0 is not included, so the mediating effect is 
significant; The direct effect of is significant, and the 95% 
confidence interval is [0.041, 0.126], 0 is not included, so the 
partial mediating effect of workplace spirituality between 
mindfulness and work performance is significant. The specific 
indirect effect size was 0.308, the direct effect size was 0.118, and 
the total effect size was 0.552. The ratio of indirect effect to total 
effect was 0.308/0.552 = 0.557, which indicated that when 
mindfulness had an impact on work performance, 55.7% of the 
variance was caused by workplace spirituality.

In the mediating path “P2: Mindfulness → Digital 
competencies → Work Performance,” the 95% confidence interval 
for the specific indirect effect of mindfulness on work performance 
is [−0.007, 0.0107], including 0, so the mediating effect is not 
significant, so hypothesis 8 invalid.

In the mediating path “P3: Mindfulness → Workplace 
Spirituality → Digital competencies → Work Performance,” the 95% 
confidence interval of the specific indirect effect of mindfulness on 
work performance is [0.041, 0.126], 0 is not included, so the 
mediating effect is significant; The direct effect of mindfulness on 
work performance is significant, and the 95% confidence interval 
is [0.041, 0.126], excluding 0. The chain mediating effect of 
workplace spirituality and digital competencies between 
mindfulness and work performance is significant. The specific 
indirect effect size between mindfulness and work performance 
was 0.082, the direct effect size was 0.118, and the total effect size 
was 0.552. The ratio of indirect effect to total effect is 
0.082/0.552 = 0.149, which indicates that when the mindfulness of 
web editors has an impact on work performance, 14.9% of the 
variation is through workplace spirituality that affects digital 
competencies, which in turn affects their work performance.

TABLE 6 Structural equation model analysis table.

Path Standardization coefficients S.E. Est./S.E p-Value Results

Mindfulness→Work Performance 0.118 0.059 1.999 0.046* Supported

Mindfulness→Workplace Spirituality 0.618 0.042 14.896 *** Supported

Mindfulness→digital competencies 0.129 0.077 1.675 0.094* Supported

Workplace Spirituality→Work 

Performance

0.498 0.067 7.415 *** Supported

digital competencies→Work 

Performance

0.341 0.052 6.493 *** Supported

Workplace Spirituality→digital 

competencies

0.388 0.082 4.718 *** Supported

Model fit:.χ2 (df) = 488.371/425;RMSEA = 0.019;CFI = 0.992;TLI = 0.991; SRMR = 0.029.

***, **, * indicate that p is significant at the level of 0.001, 0.01, and 0.1, respectively; in Mplus, Est/S.E. = t value.
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Discussion and conclusions

The primary objective of this study was to explore the 
relationship between mindfulness, workplace spirituality, 
digital competencies, and work performance. This study 
verified that mindfulness has a significant positive effect on 
work performance, which is consistent with previous research 
(Huang et al., 2022). However, the impact of mindfulness on 
work performance has a relatively complex mechanism, and its 
complex mechanism still needs to be continuously explored. 
This study confirms that workplace spirituality plays a strong 
mediating role in the relationship between web editors’ 
mindfulness and work performance. When web editors’ 
mindfulness has an impact on work performance, 55.7% of the 
variation is caused by their workplace spirituality. Workplace 
spirituality and digital competencies play a chain mediating 
role between web editors’ mindfulness and work performance. 
When web editors’ mindfulness has an impact on work 
performance, 14.9% of the variation is that digital competencies 
is affected by workplace spirituality, and then affect their work 
performance, which shows that employees with high 
mindfulness will be more likely to focus. They will focus more 
on the current work and awareness, spiritually think the 
current work is meaningful and valuable, and are committed 
to continuous improvement of their own job skills to improve 
work performance.

Workplace spirituality is largely based on the mindfulness 
of web editors. This study confirmed that mindfulness has a 
significant and positive impact on the workplace spirituality of 
web editors, with a path coefficient of as high as 0.618 
(p  < 0.001), indicating that mindfulness is an important 
antecedent variable of workplace spirituality. This is in line with 
Payutto's (2002) view that practicing mindfulness meditation 
trains the brain and brings it to a fully focused state of 
consciousness, which increases employees’ workplace 
spirituality, allowing employees to discover the meaning of their 

work. They will be passionate about their work, and dedicate 
themselves to work (Petchsawang and McLean, 2017), thereby 
improving work performance.

Finally, the study found that the impact of workplace 
spirituality on work performance is greater than the impact of 
digital competencies on work performance. The results of this 
study show that the workplace spirituality of web editors has a 
significant positive impact on work performance, with a 
standardized coefficient of 0.498 (p  < 0.001); digital 
competencies has a significant positive impact on work 
performance with a standardized coefficient of 0.341 (p < 0.001), 
which indicates that the workplace spirituality of web editors 
has a greater impact on work performance than digital 
competencies. This confirms from the side that for a group of 
web text workers such as web editors, they identify with the 
values of groups and organizations and the meaning of work in 
their work, and then surpass themselves and generate a sense of 
interconnectedness. Experience has a great role in promoting 
the improvement of their work performance. As a professional 
skill of web editors, digital competencies also plays a very 
important role in today’s labor market and has a significant 
positive impact on work performance. However, compared with 
the spiritual resource of workplace spirituality possessed by web 
editors, its importance is relatively low.

Theoretical contributions

Numerous studies have confirmed the validity of the JD-R 
theoretical model, but limited research has been done on 
mindfulness, workplace spirituality, digital competencies, and 
work performance in web editors. Therefore, we use the JD-R 
theoretical model to make some breakthroughs in theoretical 
contributions. Firstly, the concrete representation of work 
resources in the JD-R model is extended. From the perspective 
of research model construction, based on the JD-R model, this 

TABLE 7 Mediating effect test.

The mediation path Indirect effects Direct effects Total effect

SE 95% 
confidence 

interval

p-Value SE confidence 
interval

p-Value SE confidence 
interval

p-Value

P1:Mindfulness → Workplace 

Spirituality → Work 

Performance

0.308 (0.062) [0.221,0.424] 0.000 0.118 

(0.065)

[0.041,0.126] 0.070 0.552 

(0.050)

[0.466,0.628] 0.000

P2:Mindfulness → Digital 

competencies → Work 

Performance

0.044 (0.035) [−0.007,0.107] 0.208

P3:Mindfulness → Workplace 

Spirituality → Digital 

competencies → Work 

Performance

0.082 (0.026) [0.041,0.126] 0.002

https://doi.org/10.3389/fpsyg.2022.1068735
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org


He et al. 10.3389/fpsyg.2022.1068735

Frontiers in Psychology 16 frontiersin.org

research classifies “mindfulness” as an individual’s intrinsic 
work resource, and believes that it can generate intrinsic 
motivation, prompting web editors to improve workplace 
spirituality, and thus produce good organizations result. The 
results of the empirical study confirmed the hypothesis that 
when web editors’ mindfulness had an impact on work 
performance, 55.7% of the variance was caused by their 
workplace spirituality. This suggests that it is appropriate to 
consider mindfulness as an individual work resource, extending 
the specific representation of work resources in the JD-R model. 
Based on the motivation-driven process of the JD-R model, this 
research constructs a chain mediation model of “mindfulness-
workplace spirituality-digital competencies-work performance” 
for web editors, which is supported by empirical research. This 
shows that mindfulness, as an internal resource of an individual, 
has a very complicated mechanism to improve work 
performance by motivating professional individuals. 
Professional individuals with high mindfulness tend to identify 
with the meaning and value of work at the spiritual level, have 
more good inner experience of work, and are committed to 
continuously improving their work skills, thereby improving 
work performance. At the same time, it also shows that it is 
appropriate and effective to use the JD-R model to study the 
multiple and interactive influencing factors of Chinese web 
editors’ work performance, which verifies and expands the 
applicable boundaries and application scenarios of the JD-R 
theoretical model.

Second, it confirms that the mechanism of mindfulness’s 
impact on work performance is quite complex. Previous studies 
have shown positive effects of mindfulness on work 
performance and other outcomes in the workplace, suggesting 
that mindfulness can positively impact workplace performance, 
relationships, well-being, and job satisfaction (Glomb et al., 
2011; Dane and Brummel, 2014; Hyland et  al., 2015). This 
study is consistent with previous theoretical and empirical 
evidence that mindfulness has a positive effect on improving 
work performance (Good et  al., 2016). Ngo et  al. (2020) 
reviewed the past literature and indicated that few scholars 
have simultaneously studied the indirect effects of mindfulness 
on work performance. Our study goes a step further by 
exploring the entire impact mechanism of mindfulness, 
examining how workplace spirituality and digital competencies, 
separately and together, indirectly affect work performance. 
This somewhat expands the existing literature in the field of 
mindfulness. In addition, we  also provide a new research 
perspective. Different from the previous research on 
mindfulness of factory employees and mindfulness of medical 
clinic employees, the subject of our research is web editors, and 
almost no research has been carried out on this subject. The 
more challenging and distracting nature of the work of web 
editors makes mindfulness even more important in this 
working group.

In addition, compared to other groups, the mindfulness of 
web editors has a greater impact on workplace spirituality. After 

empirical testing, this study found that the path coefficient of the 
influence of mindfulness on web editors’ workplace spirituality 
reached 0.618 (p < 0.001), that is, the higher the mindfulness of 
web editors, the higher their workplace spirituality, and there is a 
strong relationship between the two variables. This is in line with 
the existing literature (Petchsawang and McLean, 2017) studying 
the population of education, public health services and industrial 
organizations in Bangkok, which has demonstrated a positive 
relationship between mindfulness and workplace spirituality. The 
path coefficient r is 0.39 (p = 0.01) have some differences. This 
suggests that the mindfulness of writers such as web editors has 
a greater impact on their workplace spirituality than people in 
education, public health services, and industrial organizations. 
Web editors with high mindfulness will be more awake, focused, 
concentrate on thinking about problems, and be aware of their 
emotions and consciousness, which will greatly promote them to 
find deeper work meaning, purpose, value, etc., and produce 
better work experience.

Finally, there are few current research literatures on digital 
competencies, most of which focus on the teaching of digital 
competencies in colleges and universities, and are rarely used in 
organizations. Today, digital competencies is closely related to 
the professional development of employees (Karsenti et  al., 
2020), and research in organizations is urgent. Through 
literature collection, we found that there is a lack of existing 
valid scales for digital competencies, and our research can 
further validate the validity of digital competencies scales in 
professional settings (Castaño-Muñoz et al., 2017), which will 
expand research on digital competencies boundaries, thereby 
promoting the widespread use of digital competencies scales. In 
addition, digital competencies does not have a mediating effect 
between mindfulness and work performance, which also makes 
a major breakthrough.

Practical implications

Taken together, these results demonstrate the impact of 
employees mindfulness on workplace spirituality, digital 
competencies, and work performance. As such, mindfulness has 
been recommended in organizations as a potential remedy 
(FitzGerald, 2020) to help employees focus on their work in the 
moment through mindfulness practices in the organization. 
Organizations should bundle mindfulness practices into 
company training programs (Hülsheger et  al., 2013; Kabat-
Zinn, 2013), such as the use of lectures for thought guidance, 
discussions to generate thought exchanges, and meditation 
exercises to reinforce mindfulness (Chen et al., 2022b) and so 
on, help employees grow, improve work focus, and ultimately 
the focus of employees can be  transformed into improved 
employees follow-up work performance. Liu et  al. (2022a) 
investigated animated guided mindfulness meditation can 
increase flow ergonomics for flight attendants. New media 
companies can learn from this practice and use animation to 
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guide the mindfulness of web editors. At the same time, 
individual web editors should also have the awareness of 
mindfulness exercises, and turn these exercises into their own 
personal resources to stimulate the positive impact of the 
workspace (Huang et  al., 2022), reduce their negative work 
emotions, and improve work happiness. Considering the 
current COVID-19 pandemic, web editors are working from 
home more often, so new media companies should also start 
exploring ways to improve employee mindfulness through 
online training.

In addition, the positive influence of workplace spirituality 
needs to be paid attention to. In today’s technologically complex 
and highly competitive contemporary business environment, 
new media companies need to fully consider the spiritual needs 
of web editors, combine the company’s own characteristics, and 
learn from the workplace spirituality programs implemented by 
organizations such as Apple, HP, and Ford to improve 
employees’ awareness and skills (Jnaneswar and Sulphey, 2021). 
Organizations should pay attention to how to create a 
humanistic environment, treat employees at a spiritual level 
(Cacioppe, 2000), pay attention to employees’ needs at a deep 
level, support employees’ continuous learning and growth, and 
meet employees’ psychological needs in the workplace. 
Specifically, new media companies should consider meditation 
classes and follow-up programs to motivate employees to 
practice meditation as a routine to purify their minds 
(Petchsawang and McLean, 2017). For example, new media 
companies can increase their workplace spirituality by allowing 
employees to practice meditation in the office for 10–15 min 
before starting work and at the end of the workday to help them 
maintain meaning and enthusiasm for their work. In addition 
to the spiritual plan, meaningful work should be  designed 
according to the organizational environment, promote the 
alignment of organizational goals with personal goals, and 
promote employees learning, which is also an important factor 
in workplace spirituality.

Finally, by examining the relationship between 
mindfulness and digital competencies, and the relationship 
between digital competencies and work performance, we also 
recommend that companies focus on digital competencies. 
Digital competencies is crucial in today’s world (Karsenti 
et  al., 2020), it is closely tied to fast-paced technological 
advancements and evolves with the implementation of new 
tools, technologies and applications that change the way 
we work. Therefore, in the face of the ever-changing market 
environment, new media companies should carry out flexible, 
dynamic and professional vocational skills training and 
learning to help web editors learn to use digital resources and 
technology to solve work problems to meet the needs of future 
work. In addition to this, HR managers can add specific digital 
competencies based on web editors’ job profiles, identifying 
the job requirements and development potential of current 
and future employees.

Limitations and future research

Although the findings of this study provide a very 
important contribution, there are still some limitations worth 
discussing. First, our research was conducted in new media 
companies, and we do not rule out the possibility that specific 
corporate environments and cultures influence exercises 
between mindfulness, workplace spirituality, digital 
competencies, and work performance. Therefore, future 
research should attempt to replicate and extend existing 
findings across different enterprises.

Second, our study extends the study of mindfulness and work 
performance from a new perspective, adding two variables, 
workplace spirituality and digital competencies, but digital 
competencies play a lesser role in structure. In the future, it can 
continue to expand its research boundaries and explore the 
mediating mechanism of other variables, such as work 
engagement, creativity, etc.

In addition, there are some limitations regarding the 
collection of data. Questionnaires were distributed through the 
Tencent questionnaire platform in this study, and there may 
be data quality problems. Future research can collect data from 
multiple sources, such as contacting specific new media 
companies, and issuing questionnaires to employees through 
internal emails from HR managers to improve the accuracy of 
the questionnaires.

Finally, the focus of this study is primarily at the individual 
level, focusing on individual employees mindfulness, workplace 
spirituality, digital competencies, and individual work 
performance, without linking them to overall organizational 
performance. Therefore, future research can view mindfulness as 
a collective phenomenon, termed mindful organization (Sutcliffe 
et al., 2016), or link organizational effects to existing individual-
level work performance, both for the organization as a whole and 
for future research may be more useful.
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