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Drawing from the grounded theory of work engagement, this research

aims to explore three essential yet previously unexamined pathways—work

meaningfulness, emotion regulation, and job competence in simultaneously

transmitting the effects of mindfulness training to employee experience of

work engagement. We employed a six-wave quasi-experimental design and

recruited 129 employees (77 from experimental group and 59 from control

group) to participate in the quasi-experiment, and tested our simultaneous

mediating models using the structural equation modeling. Results showed

that mindfulness facilitated employees’ work meaningfulness, emotion

regulation, and job competence, which in turn enhanced employee work

engagement. By doing so, we add to the mindfulness literature by showing

that the three essential psychological states are important machanims that

link mindfulness to work engagement. Practicially, this research reveals that

mindfulness training is an effective tool to influence employees’ psychological

states (e.g., meaningfulness, competence), which ultimately develop their

work engagement in the workplace.

KEYWORDS

mindfulness, work meaningfulness, emotion regulation, job competence, work
engagement

Introduction

Engaged employees not only focus their physical effort on the tasks at hand, but
are also cognitively vigilant and emotionally connected to the endeavor (Kahn, 1990;
Ashforth and Humphrey, 1995). A recent investigation shows that every one percent
growth in employee engagement corresponds with 57–68 million dollars increase in
company operating profit (SAP, 2020). Similarly, Rich et al. (2010) have convincingly
demonstrated that highly engaged employees devoted their physical, cognitive,
and emotional resources to solving work-related issues, which lead to favorable

Frontiers in Psychology 01 frontiersin.org

https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/journals/psychology#editorial-board
https://www.frontiersin.org/journals/psychology#editorial-board
https://doi.org/10.3389/fpsyg.2022.997638
http://crossmark.crossref.org/dialog/?doi=10.3389/fpsyg.2022.997638&domain=pdf&date_stamp=2022-10-26
https://doi.org/10.3389/fpsyg.2022.997638
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.frontiersin.org/articles/10.3389/fpsyg.2022.997638/full
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/


fpsyg-13-997638 October 20, 2022 Time: 17:15 # 2

Chen et al. 10.3389/fpsyg.2022.997638

organizational outcomes including higher productivity and
customer satisfaction, but fewer mistakes or accidents, as
compared to their less engaged peers (Harter et al., 2002;
Christian et al., 2014).

Referring to a positive and fulfilling state of mind in
one’s work role, work engagement indicates employees’ full
of energy, absorption, and dedication to their job (Schaufeli
et al., 2002). Given the beneficial roles of work engagement,
a critical question that attracts both managers and scholars is:
how can work engagement be developed? Recent studies on
mindfulness (Hafenbrack et al., 2020; Miyahara et al., 2022;
Shaffakat et al., 2022) suggest that mindfulness as a state of
consciousness (Brown et al., 2007) is one potential answer. More
specifically, state mindfulness is characterized by sustained
attention to, clear awareness of, and acceptance of, present
events and experiences (Brown et al., 2007; Glomb et al., 2011).
It enhances individuals’ attention regulation through a process
called “decentering” where individuals attend to moment-to-
moment experiences by simply observing the internal and
external stimuli without evaluation or judgment, and therefore
creates distance between the self and the experience (Brown
et al., 2007; Fresco et al., 2007). In the last decade, several
studies have shown the connection between mindfulness and
engagement from different theoretical perspectives (for a review,
please see Shahbaz and Parker, 2021). For example, using self-
determination theory, Leroy et al. (2013) argued that the inner
awareness due to high mindfulness can facilitate individuals
to build up high levels of authenticity function, and finally
increases individuals’ work engagement. Moreover, based on
the psychological capital theory and with a sample of 299
adults in full-time employment, Malinowski and Lim (2015)
demonstrated that self-reported mindfulness, as an individual’s
ability to step back from automatic, habitual reactions to
distress, exerts its positive effect on work engagement by
increasing positive affect, hope, and optimism. More recently,
drawing on the theory of conservation of resources, Liu et al.
(2020) argued that high mindfulness enables individuals to avoid
expending psychological energy, save current recovery level and
experience greater autonomy and control. Based on the analysis
of data from 311 employees at different times, they showed
that mindfulness has a positive influence on work engagement
through the individual’s recovery level. Practically, in recent
years many companies such as Google, Didi, Facebook, and
Apple have adopted mindfulness training to foster employee
engagement (Hochman, 2013; Schaufenbuet, 2015).

Building on these findings on the relationship between
mindfulness and work engagement, in this paper we aim
to further explore the potential underlying pathways by
returning to the roots of work engagement theory—Kahn
(1990). According to Kahn (1990), three psychological
states—meaningfulness, safety, and availability are the
preconditions for workplace engagement. More specifically,
meaningfulness describes a feeling of worthiness, usefulness,
and valuableness (Kahn, 1990). When applied to the workplace,

work meaningfulness refers to the feeling of work being
valuable, judged by individuals’ own ideas or standards (e.g.,
Thomas and Velthouse, 1990; Spreitzer, 1995). Safety, according
to Kahn (1990), is a feeling of being able to show oneself without
fear of receiving negative consequences regarding self-image.
In a work setting, such state can be reflected by an individual’s
emotion regulation in which negative emotions such as fear and
nervous are aware of, accepted, and their associated impulsive
behaviors are effectively controlled for. Finally, with high
psychological availability, individuals experience readiness both
physically and mentally for role performance, which indicates
a sense of competence people have regarding their capability
in completing their tasks with necessary skills and resources
(Gist, 1987). Accordingly, in this study, we attempt to explore
meaningfulness, emotion regulation, and job competency as
three psychological mechanisms that connect mindfulness to
work engagement.

More specifically, mindfulness helps bring positive change
in employees’ work meaningfulness because mindfulness fulfills
individuals’ essential needs such as transcendence (Kirkpatrick
and Locke, 1996; Breen, 2007), based on which employees
are more likely to perceive the bigger purpose of their jobs
and consider their job as meaningful. Mindfulness also enables
employees to be aware of and accept their negative emotions
and redirect their emotions to goal-oriented tasks (Brown and
Ryan, 2003; Brown et al., 2007). In this way, individual negative
emotions such as fear are effectively regulated (Brown and
Ryan, 2003; Brown et al., 2007), cultivating a state of safety and
emotional readiness for work engagement. Finally, mindfulness
reduces mind wandering amid competing demands and help
individuals stay focused on their present tasks (Ocasio, 2011),
thus elevating their perceived job competence. Taken together,
we posit that mindfulness facilitates employees’ perceived work
meaningfulness, emotion regulation, and job competence, and
in turn enhance their work engagement.

As such, our paper aims to contribute to mindfulness
and engagement literature by identifying work meaningfulness,
emotion regulation, and job competence as three foundamental
yet ignored pathways to connect mindfulness with work
engagement. As noted earlier, previous scholars have shown that
mindfulness reinforces employee engagement from different
theoretical perspectives; however, according to the work
engagement theory (Kahn, 1990), work engagement has its own
implied mechanisms—meaningfulness, safety, and availability.
Referring to this theory directly, we are able to understand how
work engagement is achieved in a more fundamental way. In
doing so, we also answered the calls of Allen and Kiburz (2012)
and Dane (2011) to investigate mindfulness in the workplace
and unfolds how it affects workplace engagement. Our focus
on the roots of work engagement theory provides solid support
to this theory and reinforces the far-reaching impacts of
mindfulness at work. Our study therefore points to mindfulness
training as a feasible way for employees’ improvement of work
engagement.
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Hypotheses development

Mindfulness and work meaningfulness

Because meaningful work is purposeful and significant
(Pratt and Ashforth, 2003), the extent to which work can
meet one’s essential needs will influence one’s experience of
work meaningfulness (Michaelson et al., 2014). Mindfulness can
enhance employees’ experience of work meaningfulness through
fulfilling their two essential needs: flourishing (Breen, 2007)
and transcendence (Kirkpatrick and Locke, 1996; Piccolo and
Colquitt, 2006).

Flourishing refers to the realization of one’s potential or
achieving effective functioning in life (Breen, 2007). One of the
conditions identified to be critical for human flourishing and
functioning is authenticity (e.g., Brown et al., 2007; Allen et al.,
2015). Scholars have articulated how mindfulness can positively
induce authenticity (e.g., Leroy et al., 2013). For example,
Ilies et al. (2005) suggested that as mindfulness-induced self-
awareness and self-acceptance increased, people would become
more open to express their true selves. Similarly, Kernis
and Goldman (2006) reasoned that the non-judgmental and
receptive awareness accompanied with mindfulness mitigated
egocentric regulation, and in turn led to integrated and
authentic functioning. These arguments suggest that mindful
employees are likely to experience work meaningfulness.

Meaningfulness can also be achieved through fulfilling the
need for transcendence, that is, becoming part of something
greater than self (Kirkpatrick and Locke, 1996; Piccolo and
Colquitt, 2006). Research has shown that mindfulness practices
tend to help transform people’s view of their relationships
with the outside world, viewing the world in a more objective
manner, increasing other-orientation, and decreasing ego-
involved processing (Good et al., 2016). In the organizational
setting, it means that mindful employees are more likely to feel
to be part of the organization and develop a sense of how their
work is related to others such as coworkers, the work team,
customers, or the society. We thus propose:

Hypothesis 1. Mindfulness is positively related to employees’
experience of work meaningfulness.

Mindfulness and emotion regulation

Mindfulness can also improve emotion regulation in the
workplace (e.g., Arch and Craske, 2006; Hill and Updegraff,
2012; Hülsheger et al., 2013). Specifically, we focus on
a integrative conceptualization of emotion regulation that
involves not just the awareness, understanding, and acceptance
of emotions, but also the ability to act in consistent with
individuals goals (Gratz and Roemer, 2004). Building on
previous studies arguing specific emotion regulation strategies

(e.g., deep acting and surface acting) as critical mechanisms
in the functioning of mindfulness (e.g., Hülsheger et al., 2013;
Liang et al., 2018), we consider that mindfulness may enhance
individual emotion regulation from a more integrative point
of view, which contains “(a) awareness and understanding of
emotions, (b) acceptance of emotions, (c) ability to control
impulsive behaviors and behave in accordance with desired goals
when experiencing negative emotions, and (d) ability to use
situationally appropriate emotion regulation strategies flexibly
to modulate emotional responses as desired in order to meet
individual goals and situational demands (Gratz and Roemer,
2004, pp. 42–43)”.

Furthermore, as a multidimensional construct, mindfulness
can reinforce individual emotion regulation in the following
ways. First, in a mindful state, employees demonstrate high
awareness of their inner feelings such as fear and their physical
symptoms such as trembling and shortness of breath (Brown
et al., 2007). Their complete attention to such emotional
experiences thus opens the gate of their awareness and
understandings of emotions, as well as distinguishing the
subtle differences among distinct emotions (Brown and Ryan,
2003). As such, their perceptions of emotions are relatively
clear and accurate (Brown and Ryan, 2003). Second, high
mindfulness usually brings a nonjudgmental or accepting view
regarding their own experiences (Kabat-Zinn, 1990; Brown
and Ryan, 2003; Brown et al., 2013). Thus, when experiencing
negative emotions, such as fear and anger, they are more
inclined to accept their emotions as it is without falling prey
to autonomous judgments such as associating their fear with
individual weakness or inadequacy. Further, such acceptance
also inhibits individual spontaneous reaction driven by their
feelings (Kabat-Zinn, 1990; Brown and Ryan, 2003). Instead
of rashly responding to felt fear with impulsive behaviors,
a mindful employee tranquilly embraces his or her feelings,
thus disenabling their impacts on subsequent behaviors. Third,
mindfulness offers individuals with available cognitive resources
for emotion regulation such that mindful employees are
more capable of redirecting their focus and energies to their
assignments at hand, so as to cope with goal demands (Grover
et al., 2017). Taken together, instead of simply suppressing
individual fear by surface acting (Hülsheger et al., 2013),
mindful individuals pay attention to their ongoing experiences
of negative emotions (e.g., fear), understand, accept, and
embrace them in such a way that negative emotions are
effectively resolved and regulated. Thus, we propose:

Hypothesis 2. Mindfulness is positively related to employees’
emotion regulation.

Mindfulness and job competence

We propose job competence as an individual belief
regarding their capacity in successfully completing assigned
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tasks. While numerous factors can influence one’s sense of job
competence, we argue that mindfulness is the one that is under-
studied. Mindful employees are more likely to demonstrate high
job competency firstly due to their focus and wide attention
to the present moment. Previous studies have elaborated that
mindfulness faciliatates flexible and wide attention and thus
boosts individual devotion to their tasks at hand and avoids
distractions amid competing demands (e.g., Dane, 2011; Ocasio,
2011). As such, mindful employees are capable of completing
their work assignments effectively (Brown et al., 2007), during
which, a great sense of job competence may be developed.

Moreover, mindfulness may also enhance a sense of job
competence through the state of non-judgmental and receptive
awareness it creates. Mindful employees are likely to first be
aware of task-related problems and identify which aspects need
improvement for task accomplishment (Brown et al., 2007).
Additionally, high awareness and non-jugmental view also
mirror the actual situations (Brown and Ryan, 2003) via which
their decision makings and goal settings are based on their
accurate understandings of the reality. Consequently, mindful
employees are more likely to come up with effective problem
solving strategies tailored to the current situations (Shapiro
et al., 2012). Additionally, high acceptance of the reality without
judgment helps employees detach their self images from their
work (Brown et al., 2007; Charoensukmongkol, 2017; Kroon
et al., 2017). As such, they are more likely to persistent in trying
new ways of accomplishing tasks without being obstructed by
their negative self judgments (Kabat-Zinn, 1990) when receiving
negative feedback. More importantly, being non-judgmental
can free up mental resources that increase working memory
capacity (e.g., Jha et al., 2010) and cognitive flexibility (Moore
and Malinowski, 2009). It is thus likely that more mindful
employees are equipped with more cognitive resources and
flexibility that help them develop more insights and readiness to
problem solving and undertake tasks more efficiently (Ostafin
and Kassman, 2012). Accordingly, we propose:

Hypothesis 3: Mindfulness is positively related to employees’
sense of job competence.

Work meaningfulness, emotion
regulation, and job competence
simultaneously mediate the
relationship between mindfulness and
work engagement

Building on Kahn’s grounded theory of work engagement,
we propose work meaningfulness, emotion regulation, and
job competence as three critical psychological conditions for
employees to experience work engagement. More specifically,
Kahn (1990) found—from his qualitative studies of summer

camp counselors and construction workers—that those who
felt more psychological meaningfulness were more willing to
put their whole selves, i.e., their full energies into work. On
the contrary, failing to perceive meaning in one’s work would
lead to “disengagement” from work—when people withdraw
from work and defend themselves physically, cognitively, and
emotionally during role performance (Kahn, 1990; Aktouf,
1992).

In addition, research has shown that employees who
experience work meaningfulness tend to believe that their work
is vital in life, and thus are willing to put great efforts to
it (Steger et al., 2012). Chalofsky and Krishna (2009) viewed
meaningfulness as a deeper level of intrinsic motivation that
explained employees’ work engagement. In a similar vein,
scholars such as May et al. (2004) found that employees
who believed that their work was personally meaningful were
fully engaged, as meaningfulness brought positive affective
and cognitive energy to their work (Fenton-O’Creevy et al.,
2011). As such, meaningfulness was a strong predictor for
work engagement, even beyond other factors such as job
feedback (Christian et al., 2014). Following along previous
studies, we propose that mindfulness reinforces employees’
work meaningfulness, which in turn promotes their work
engagement. Hence, we propose:

Hypothesis 4a. Work meaningfulness mediates the
positive relationship between employee mindfulness
and work engagement.

Emotion regulation also acts a pathway via which employee
mindfulness may facilitate work engagement. For those mindful
employees who regulate their emotions well, they demonstrate
high clarity regarding the emotions they experience and display
high control on the extent to which their emotions drive specific
behaviors (Hill and Updegraff, 2012; Liang et al., 2018). They
are also capable of directing their emotional energies to goal-
oriented activities (Hülsheger et al., 2013; Raphiphatthana et al.,
2018), in this case, their work assignments. To them, emotion
regulation cultivates an inner safe environment where emotions
are utilized as weapons for work engagement, rather than as
obstacles that prevent them from focusing on the work itself
(Fenton-O’Creevy et al., 2011). As such, mindful employees feel
free and safe to be devoted to work via emotion regulation,
which cultivates emotional readiness for work engagement.

Additionally, emotion regulation has been shown to
be negatively related to emotional exhaustion and facilitate
recovery from negative emotions at work (Hülsheger et al.,
2013). From this perspective, an employee’s emotion regulation
reflects their capabilities to understand their emotions, to
enhance impulse control, and to instill them with high levels
of energy to handle work demands (Gratz and Roemer, 2004).
In doing so, emotion regulation creates the preconditions
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for safe and positive working experiences, from which, work
engagement is fostered. We therefore propose:

Hypothesis 4b. Emotion regulation mediates the
positive relationship between employee mindfulness
and work engagement.

We further argue that job competence will transit the
positive impact of mindfulness to employees’ work engagement.
Job competence helps sustain attention and energies at work
because competent employees tend to do their jobs more
efficiently, and subsequently receive more positive feedback and
experience joy and satisfaction from work (Deci, 1975; Lepper
and Greene, 1978; Bandura, 1981). Employees with high job
competence also show high confidence and perseverance at
work despite obstacles they may face (Raphiphatthana et al.,
2018). Thus, they are more likely to become absorbed at
work and demonstrate high persistence in attaining objectives.
Such readiness also reinforces their motivation to gain positive
influence at work and propels them to reach individual goals
with confidence, and adequate skills and knowledge (Gist, 1987).
Overall, employees with high job competence demonstrate
psychological and mental readiness so as to be fully engaged at
work (Kahn, 1990).

As support of our arguments, Maslach et al. (2001) identified
a strong correlation between competence and engagement; Lau
and Roeser (2002) found that students who perceived higher
competence were more likely to committed to science in the
form of situational engagement. Building on these findings,
we further argue that job competence equips employees with
necessary skills and resources (Gist, 1987), that foster their
experienced vitality (Allen and Kiburz, 2012) and therefore
enable them to be fully engaged for task accomplishments. As
such, we propose:

Hypothesis 4c. Job competence mediates the positive
relationship between employee mindfulness and
work engagement.

Materials and methods

Design and participants

Following previous mindfulness studies (Hülsheger
et al., 2013; Kay and Skarlicki, 2020), we conducted a
quasi-experiment to test our hypotheses. In this quasi-
experiment, 77 part-time MBA students with full employment
in China participated in an 8-week mindfulness training,
whereas 52 part-time MBA students who did not attend
the mindfulness classes served as a control group. The
control group were recruited through personal social

network, with a snowball sampling approach (Vine, 2011).
The experimental design therefore was 2 (mindfulness training:
yes or no) × 2 (pre-intervention and post-intervention,
repeated within-subjects).

In order to reduce the common method variance, and
reduce respondents’ fatigue (Lance, 2010), we collected our
pre-intervention data at three points in time with one
week in between before the beginning of the mindfulness
class. More specifically, at Time 1, participants rated their
mindfulness levels; at Time 2, we asked questions on work
meaningfulness, emotion regulation, and job competence;
at Time 3, participants reported their work engagement
levels. After eight weeks’ training, we continued to collect
post-intervention questionnaires in Week 9 (Time 4) on
mindfulness state, Week 10 (Time 5) on work meaningfulness,
emotion regulation, and job competence, and Week 11
(Time 6) on work engagement. We sent out the survey to
the control group and the experiment group at the same
time, and then collected their responses again after the 8-
week intervention.

For the experiment group, in total, 128 participants
completed Time 1 questionnaire; 112 participants completed
Time 2 questionnaire (87.50%), and 97 participants filled out
Time 3 survey (75.78%). After the 8-week class, 82 participants
completed Time 4 questionnaire (64.06%), 79 completed Time
5 questionnaire (61.72%), and finally 77 filled out Time 6
survey (60.16%). Overall, our final experimental group sample
consisted of 77 employees. One key reason why the participants
dropped out is that they could not attend every class due to
business arrangements such as business trips. We conducted
univariate ANOVA tests and did not find significant difference
on gender and age between the dropouts and the remaining
participants; neither did we identify significant difference on
gender and age between participants in the experimental
and control groups.

Experimental treatment: Mindfulness
training class

One author offered the eight-week mindfulness training
classes for all participants in the experimental group. The class
was conducted once every week and each class lasted for 3 h. The
class employed Mindfulness-Based Stress Reduction (MBSR;
Kabat-Zinn, 1990) as mindfulness training including practices
such as mindful sitting meditation, body scan, and mindful
movement. In addition to the class time, participants were
required to practice these techniques for at least 20 min every
day.

Regarding the control group, similar to other mindfulness
experiment research (e.g., Michel et al., 2014; Althammer et al.,
2021), we did not provide any intervention to the participants
during the 8-week mindfulness training period.
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Measures

We adopted well-established measures that have shown high
reliabilities and validities in previous research. All our surveys
were administered in Chinese. We followed Brislin’s (1980)
translation/back-translation procedures in translating all our
measures from English into Chinese.

State mindfulness was measured using the Five Factor
Mindfulness Questionnaire (Baer et al., 2006). All the 39
items were rated on a five-point Likert scale (1 = “rarely”;
5 = “almost always”). Sample items were “I perceive my feelings
and emotions without having to react to them.” The alpha
reliability for this scale was 0.88 and 0.90 for pre- and post-
intervention, respectively.

Work meaningfulness was measured using a subscale
of Organizational Commitment Questionnaire validated by
Caldwell et al. (1990). The 3 items were rated on a five-point
Likert scale (1 = “strongly disagree”; 5 = “strongly agree”).
A sample item was “If the values of this organization were
different, I would not be as attached to this organization.” The
alpha reliability for this scale was 0.83 and 0.90 for pre- and
post-intervention, respectively.

Emotion regulation was measured using the 11 items
developed by Gratz and Roemer (2004). All the items were rated
on a five-point Likert scale (1 = “strongly disagree”; 5 = “strongly
agree”). A sample item was “I know exactly how I am feeling.”
The alpha reliability for this scale was 0.79 for pre-intervention
and 0.84 for post-intervention.

Job competence. We measured job competence using the 4-
item scale developed by Yperen and Hagedoorn (2003) on a
seven-point Likert scale (1 = “strongly disagree”; 7 = “strongly
agree”). A sample item was “I do this job for the satisfaction I feel
while overcoming certain difficulties in my job.” The reliability
(Cronbach alpha) for this scale was 0.90 and 0.88 for pre- and
post-intervention.

Work engagement was measured using Rich’s Job
Engagement Scales (Rich et al., 2010). The 16-item scale
measured physical engagement, emotional engagement, and
cognitive engagement on a five-point Likert scale (1 = “strongly
disagree”; 5 = “strongly agree”). Participants responded to items
such as “I devote a lot of energy to my job.” The reliability
(Cronbach alpha) for this scale was 0.91 and 0.92 for pre- and
post-intervention.

Control variables. To exclude possible impacts from job
and task contexts on our proposed relationships, we controlled
for employees’ job demands and job resources, along with
other demographic variables (i.e., age, gender, and marital
status). We adopted the Job Demands and Resources Scale
(Jackson and Rothmann, 2005) using a five-point Likert
scale (1 = “never”; 5 = “always”) to measure job demands
(α = 0.91) and job resources (α = 0.83). Participants’ ratings were
collected in the Time 2 survey before the intervention with the
mediating variables(work meaningfulness, emotion regulation,

and job competence). We also controlled for pre-intervention
ratings of the respective dependent variables, including work
meaningfulness, emotion regulation, job competence, and work
engagement to exclude their potential influences on that after
the intervention.

Analytic strategies

Repeated-measures univariate analyses of variance (RM
ANOVA) was employed for the manipulation check of
mindfulness. Confirmatory factor analysis was conducted to
examine the discriminant validity of focal variables. The
hypothesized model was tested in Mplus Version 7. Rather
than using piecemeal or causal steps approaches, we performed
path analysis to test our hypotheses simultaneously. All bias-
corrected bootstrapping was implemented by drawing 2,000
random samples with replacement from the full sample.

Results

Manipulation check

We first checked the baseline levels of all variables (pre-
intervention) between the experimental groups (N1 = 77)
and the control group (N2 = 52) using univariate ANOVA.
Results indicated that there were no significant differences in
mindfulness (FN1 = 77,N2 = 52 = 1.63, p = 0.19), job competence
(FN1 = 77,N2 = 52 = 0.54, p = 0.66), work meaningfulness
(FN1 = 77,N2 = 52 = 1.50, p = 0.22), emotion regulation
(FN1 = 77,N2 = 52 = 0.58, p = 0.63), or work engagement
(FN1 = 77,N2 = 52 = 2.13, p = 0.10).

We then conducted RM ANOVA to account for differences
in baseline mindfulness and changes in mindfulness over
time. The data met the sphericity assumption (i.e., equality
of variances of between level differences) for within-group
ANOVA (Box’s M = 22.12, F = 2.35, p = 0.01). Our
results showed significant time by condition interactions
for mindfulness (F = 13.29, p < 0.00, partial η2 = 0.25,
alpha = 1.00), indicating that mindfulness state increased
significantly in the experimental condition, but not in
the control condition. These results suggested that our
manipulation of mindfulness was effective.

Confirmatory factor analysis

We conducted confirmatory factor analysis to examine
the discriminant validity of all of our variables, including
mindfulness, work meaningfulness, emotion regulation, job
competence, and work engagement. Our results demonstrated
that our hypothesized five-factor model fit our data better
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[χ2(152) = 276.57, χ2/df = 1.82, SRMR = 0.06, RMSEA = 0.06,
CFI = 0.94, TLI = 0.93] than alternative models. These
results therefore provided support for the discriminant validity
of our constructs.

Hypotheses testing

Table 1 presents descriptive statistics and correlations
among all variables. Hypothesis 1 stated that mindfulness was
positively related to employee perceived work meaningfulness.
As shown in Table 2 and Figure 1, there was a significant effect
of mindfulness on work meaningfulness (β = 0.34, p < 0.05, 95%
CI [0.001, 0.624]). These results supported Hypothesis 1.

Hypothesis 2 predicted that mindfulness was also positively
related to employee emotion regulation. Similarly, there was
a significant effect of mindfulness on emotion regulation
(β = 0.37, p < 0.01, 95% CI [0.22, 0.56]), providing supports
for Hypothesis 2.

Hypothesis 3 predicted that mindfulness would be positively
related to employees’ sense of job competence. As shown
in Table 2 and Figure 1, there was a significant effect of
mindfulness on job competence (β = 0.43, p < 0.01, 95% CI
[0.28, 0.58]). These results provided support for Hypothesis
3. Besides, we calculated the propotion of variance in work
engagement that can be explained by the three mediators.
R2-change results showed that work meaningfulness, emotion
regulation, and job competence repsectively explained 6,
6, and 3% of the variance of work engagement. That is,
work meaningfulness and emotion regulation provide similar
explained variance of work engagement. The contribution of
each of these two is slightly larger than job competence.

Hypothesis 4a–4c stated that work meaningfulness,
emotion regulation, and job competence simultaneously
mediate the relationship between mindfulness training and
work engagement. Results in Table 2 showed significant
indirect effects from mindfulness training condition via work
meaningfulness to work engagement (0.07, 95% CI [0.01, 0.16]),
through emotion regulation to work engagement (0.14, 95% CI
[0.05, 0.29]), and via job competence to work engagement (0.10,
95% CI [0.04, 0.22]). These results therefore offered strong
support for our Hypothesis 4a, 4b, and 4c.

Discussion

Returning to the roots of work engagement theory and
employing a vigorous quasi-experimental design, our findings
reveal that mindfulness training exerts a real impact on work-
related outcomes, including employees’ experience of work
meaningfulness, emotion regulation, a sense of job competence,
and work engagement. In particular, work meaningfulness,
emotion regulation, and job competence transmitted the
effects of mindfulness training on employees’ engagement at

work. These findings not only advance our understanding
of the functioning of mindfulness theoretically, but also
provide significant practical implications in organizational
settings and beyond.

Theoretical contributions

Our study advances the literature on mindfulness and
work engagement in several notable ways. First, we provide
a conceptual model connecting two research streams in
the management field: mindfulness and work engagement.
Although scholars have articulated the relationship between
mindfulness and work engagement (e.g., Leroy et al., 2013;
Malinowski and Lim, 2015), our empirical study goes one
step further to explore how they are connected. Specifically,
we follow Kahn’s theory of work engagement and articulate
that mindfulness enhances work engagement because (a)
mindfulness brings out employees’ awareness of their work
meaningfulness; (b) mindfulness enhances emotion regulation;
and (c) high mindful employees have high levels of attention
and capabilities in learning new knowledge and skills and thus
feel more confident in completing their tasks effectively. In
doing so, our study answers the call to investigate work-specific
outcomes of mindfulness (Dane, 2011) and the call to explore
the mechanisms of mindfulness effects (Shapiro et al., 2006;
Allen and Kiburz, 2012).

Second, our study contributes to the work engagement
literature by introducing three essential psychological
states conducive to work engagement. Previous research
on work engagement has focused on personality characteristics
(Langelaan et al., 2006), job demands/resources (Mauno et al.,
2007), and personal states such as authentic functioning,
positive affect, and psychological capital (Leroy et al., 2013;
Malinowski and Lim, 2015). Extending this line of research, in
this paper, we return to the cornerstone of engagement theory
and refer to work meaningfulness, emotion regulation, and
job competence to represent the three essential psychological
states—meaningfulness, safety, and availability and investigate
their central role in boosting employee engagement. Our
findings therefore highlight the importance of Kahn’s theory in
explaining the emergence of workplace engagement.

Furthermore, it is worthwhile to note that the three
mediators influence work engagement differently. Arguably,
mindfulness influences work meaningfulness and emotion
regulation more directly than job competence. Regarding work
meaningfulness, the decentering effects of mindfulness enable
individuals to restore attention energies and broaden attention
breath (Good et al., 2016), which enhance their awareness of the
bigger picture of the work context, and ultimately the likelihood
of realizing self-transcendence by perceiving the significance
of their jobs (Breen, 2007). In terms of emotion regulation,
one direct effect of mindfulness is to pause individuals’
automatic reactions to emotion stimuli (Good et al., 2016).
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TABLE 1 Means, standard deviations, and correlationsa.

Variables M SD 1 2 3 4 5 6 7 8 9 10 11 12 13 14

1. Age 33.32 4.50

2. Genderb 0.53 0.50 0.01

3. Marriage statusc 0.76 0.43 0.47** 0.06

4. Job demands 2.86 0.65 0.28** 0.17 0.23**

5. Job resources 3.54 0.69 0.12 −0.10 −0.04 0.26**

6. Mindfulness Prd 3.34 0.50 0.11 0.03 −0.04 −0.04 0.37**

7. Mindfulness Po 3.59 0.49 0.00 −0.04 −0.08 −0.01 0.38** 0.53**

8. Work meaningfulness Pr 3.02 1.01 0.01 −0.10 −0.03 0.12 0.41** 0.29** 0.34**

9. Work meaningfulness Po 3.32 0.98 0.12 −0.20* 0.10 0.07 0.31** 0.16 0.36** 0.65**

10. Emotion regulation Pr 3.88 0.50 0.10 −0.05 0.07 −0.11 0.17 0.29** 0.46** 0.20* 0.27**

11. Emotion regulation Po 3.99 0.51 0.07 0.00 0.05 −0.05 0.11 0.19* 0.48** 0.08 0.21* 0.50**

12. Job competence Pr 4.52 0.63 0.07 −0.02 0.04 0.11 0.35** 0.03 0.08 0.20* 0.07 −0.03 0.04

13. Job competence Po 4.51 0.61 0.06 −0.08 −0.04 0.01 0.35** 0.15 0.42** 0.23** 0.30** 0.09 0.15 0.36**

14. Work engagement Pr 3.73 0.63 0.14 −0.09 0.11 0.26** 0.55** 0.43** 0.45** 0.44** 0.35** 0.16 0.06 0.35** 0.39**

15. Work engagement Po 3.85 0.65 0.15 −0.05 0.06 0.23** 0.39** 0.21* 0.45** 0.31** 0.46** 0.15 0.35** 0.36** 0.53** 0.64**

an = 129, n = 77 for mindfulness intervention condition and n = 52 for control condition analysis.
bMale = 1; Female = 0.
cMarried = 1; Not married = 0.
dPr = Preintervention; Po = Postintervention.
**p < 0.01; *p < 0.05.

TABLE 2 Path analysis results.

Hypotheses Unstandardized
results

Confidence
interval (95%)

Standardized
results

Test result

H1 Mindfulness→Work meaningfulness 0.338* 0.001 0.624 0.167* Supported

H2 Mindfulness→Emotion regulation 0.369** 0.216 0.556 0.355** Supported

H3 Mindfulness→Job competence 0.429** 0.277 0.579 0.343** Supported

Work meaningfulness→Work engagement 0.201** 0.082 0.312 0.304**

Emotion regulation→Work engagement 0.377** 0.110 0.661 0.293**

Job competence→Work engagement 0.233** 0.083 0.414 0.218**

Mediating effects

H4a Mindfulness→Work meaningfulness→Work engagement 0.068* 0.005 0.164 0.051* Supported

H4b Mindfulness→Emotion regulation→Work engagement 0.139** 0.051 0.291 0.104** Supported

H4c Mindfulness→Job competence→Work engagement 0.100** 0.035 0.217 0.074** Supported

*p < 0.05; **p < 0.01.

FIGURE 1

Hypothesized theoretical model and results. Using mplus 7.0, N = 129. All of the reported paths are standardized coefficients. Control variables
are job demands and job resources rated at Time 1, demographic variables including age, gender and marital status, as well as the respective
variables rated before our intervention. *p < 0.05; **p < 0.01.
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Furthermore, mindfulness helps individuals get aware of and
accept their emotions, therefore negative emotions (such as
fear and anger) are effectively regulated (Gratz and Roemer,
2004). The mediating role of job competence is a result of
attention control. Mindfulness allows individuals to reduce
mind wandering and to focus on the work tasks with receptive
awareness, which increase individual task proficiency (Brown
et al., 2007). Employees are then likely to perceive their job
competence. However, attention control consumes attentional
resources which cannot last for a long time. Therefore, this can
be one possible reason why the mediating role of job competence
is not as strong as work meaningfulness and emotion regulation.

Moreover, the positive relationship between mindfulness
intervention and emotion regulation is also supported by the
studies on brain mechanism of mindfulness. Neuroimaging
studies show that, during mindfulness practices, the brain
regions involved in attention control mainly cover anterior
cingulate cortex (ACC), medial prefrontal cortex (mPFC), and
the striatum/basal ganglia (Petersen and Posner, 2012). At the
same time, literature on the neuroscience of emotion regulation
implicates the activation of brain systems for emotion regulation
including ACC, insular cortex, and mPFC, and the deactivation
of the amygdala (Posner et al., 2007, Wheeler et al., 2017). Thus,
the overlap of brain regions associated with attention control
and emotion-regulation suggests a neurobiological pathway
whereby mindfulness meditation can exert its influences on at
least the ACC and mPFC (Tang and Tang, 2015), indicating
a positive association between mindfulness practices and
emotion regulation.

Last but not least, our findings on the significant benefits of
mindfulness in advancing individual job competence, emotion
regulation, and work meaningfulness reveal mindfulness as an
essential tool for employees to learn to utilize for personal
improvement. Different from previous studies such as Leroy
et al. (2013) that explore trait mindfulness as an individual
difference, our findings demonstrate that state mindfulness can
be trained to boost employee engagement. Thus in this paper, we
suggest a feasible way (i.e., mindfulness training) for employees
to get fully devoted at work, and thus enrich our understanding
of approaches to improve employee work engagement.

Practical implications

Given that work engagement is crucial for organizational
survival and competitiveness in a rapidly changing business
environment, its importance cannot be overemphasized (Rich
et al., 2010). The findings from this study provide a
clear roadmap to promote employee work engagement in
the workplace. Our first implication is that companies are
encouraged to offer mindfulness training for employees. In
addition to helping employees reduce stress, such training
can also enhance employee work engagement, thus helping

them achieve high productivity and better at tackling problems
encountered in work assignments.

Moreover, given the benefits of mindfulness training on
developing individual job competence, emotion regulation, and
perceived work meaningfulness, it is worthwhile for employees
to persist in mindfulness practices on a daily basis. During
our mindfulness training, in addition to class time, we also
asked participants to practice the Mindfulness-Based Stress
Reduction (MBSR) techniques for at least 20 min every day.
Even if organizations do not provide mindfulness training
opportunities, employees can learn relevant skills outside of
the organization (such as meditations offered by a gymnasium
or MBA classes), and, more importantly, practice such skills
frequently to improve their experience of work meaningfulness,
emotion regulation, and job competence in order to become
physically, cognitively, and emotionally immersed at work.

Limitations and future research
directions

Despite our contributions, our study also has some
limitations that need to be addressed in future research. First, we
acknowledge that our quasi-experimental study design cannot
claim causality for our proposed relationships. In our study, we
used samples from existing MBA classes (mindfulness vs. non-
mindfulness class) rather than randomly assign participants into
experimental and control groups. In order to alleviate potential
confounding effects due to such research design, we controlled
for job demands and job resources to exclude potential impacts
of job and task contexts on work engagement. In this vein,
we suggest that future research conduct a laboratory study
to examine if our findings can be replicated. Moreover, it
is possible that individuals with high suggestibility are likely
to be influenced by mediation practices (Gudjonsson, 1990;
Mclachlan and Douglas, 2011), future experiments are therefore
encouraged to control for respondents’ suggestibility levels.

Second, the fact that all our variables were self-reported by
employees may raise concerns with common method variance
(Podsakoff et al., 2012). To mitigate common method variance,
we took two remedies. First, we created a separation in time
(i.e., at six time points) between assessments of our predictor
and criterion variables (Podsakoff et al., 2012). Second, we
conducted a Harman’s single-factor test, and found that the first
principal component accounted for only 18.38% of the total
variance, which was far below the threshold of 50%, revealing
that common method variance is less likely to be a concern in
this study. Yet, we encourage future studies to test our variables
from multiple sources.

Third, in this study, we did not explore boundary conditions
for the effects of mindfulness on employee work engagement.
Future studies can investigate if individual differences such as
personality (John and Gross, 2007) and contextual factors such
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as job autonomy (e.g., Liu et al., 2011) affect the relationship
between mindfulness and employee work engagement. For
instance, individual neuroticism may reduce the effect of
mindfulness on emotion regulation (e.g., John and Gross, 2007),
thus weakening one’s emotional engagement at work. Finally,
future research can explore the effects of these contingencies
not only on the mindfulness-engagement relationship, but also
extend our model to other organizational outcomes such as
employee absenteeism and employee creativity.

Conclusion

Based on Kahn (1990)’s grounded theory of work
engagement, we propose that mindfulness is closely related to
employee engagement through three psychological conditions—
work meaningfulness, emotion regulation, and job competence.
Our results from a quasi-experiment provided strong
support for our theoretical model. Our findings advance our
understanding regarding how and why state mindfulness
benefits work engagement, as well as provide significant
implications for management practices. We hope that our
endeavor will inspire more studies to explore the impacts of
mindfulness training on employee workplace behaviors and to
look more closely into the pathways and contingencies for such
impacts.

Data availability statement

The data of this article will be available from the
corresponding author upon reasonable request.

Ethics statement

The studies involving human participants were reviewed
and approved by the Research Ethics Committee in School of

Business, East China University of Science and Technology. The
patients/participants provided their written informed consent to
participate in this study.

Author contributions

LC and XL worked on the research design and theoretical
building. LX worked on the data analysis and writing.
All authors contributed to the article and approved the
submitted version.

Acknowledgments

We thank the editor and the two reviewers for their
constructive comments. We also thank Chen, Xiaoping, Qu, and
Yuanmei for their help in the research process.

Conflict of interest

The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could
be construed as a potential conflict of interest.

Publisher’s note

All claims expressed in this article are solely those of the
authors and do not necessarily represent those of their affiliated
organizations, or those of the publisher, the editors and the
reviewers. Any product that may be evaluated in this article, or
claim that may be made by its manufacturer, is not guaranteed
or endorsed by the publisher.

References

Aktouf, O. (1992). Management and theories of organizations in the 1990s:
Toward a Critical Radical Humanism? Acad. Manage. Rev. 173, 407–431. doi:
10.5465/amr.1992.4281975

Allen, T. D., and Kiburz, K. M. (2012). Trait mindfulness and work-
family balance among working parents: The mediating effects of vitality
and sleep quality. J. Vocat. Behav. 80, 372–379. doi: 10.1016/j.jvb.2011.0
9.002

Allen, T. D., Eby, L. T., Conley, K. M., Williamson, R. L., Mancini, V. S., and
Mitchell, M. E. (2015). What do we really know about the effects of mindfulness-
based training in the workplace? Ind. Organ. Psychol. 8, 652–661. doi: 10.1017/iop.
2015.95

Althammer, S. E., Reis, D., Beek, S. V. D., Beck, L., and Michel,
A. (2021). A mindfulness intervention promoting work–life balance: How

segmentation preference affects changes in detachment, well-being, and work–
life balance. J. Occup. Organ. Psychol. 94, 282–308. doi: 10.1111/joop.1
2346

Arch, J. J., and Craske, M. G. (2006). Mechanisms of mindfulness: Emotion
regulation following a focused breathing induction. Behav. Res. Ther. 44, 1849–
1858. doi: 10.1016/j.brat.2005.12.007

Ashforth, B. E., and Humphrey, R. H. (1995). Emotion in the workplace: A
reappraisal. Hum. Relat. 48, 97–125. doi: 10.1177/001872679504800201

Baer, R. A., Smith, G. T., Hopkins, J., Krietemeyer, J., and Toney, L. (2006). Using
self report assessment methods to explore facets of mindfulness. Assessment 13,
27–45 doi: 10.1177/1073191105283504

Bandura, A. (1981). “Self-referent thought: A developmental analysis
of self-efficacy,” in Social cognitive development: Frontiers and possible

Frontiers in Psychology 10 frontiersin.org

https://doi.org/10.3389/fpsyg.2022.997638
https://doi.org/10.5465/amr.1992.4281975
https://doi.org/10.5465/amr.1992.4281975
https://doi.org/10.1016/j.jvb.2011.09.002
https://doi.org/10.1016/j.jvb.2011.09.002
https://doi.org/10.1017/iop.2015.95
https://doi.org/10.1017/iop.2015.95
https://doi.org/10.1111/joop.12346
https://doi.org/10.1111/joop.12346
https://doi.org/10.1016/j.brat.2005.12.007
https://doi.org/10.1177/001872679504800201
https://doi.org/10.1177/1073191105283504
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/


fpsyg-13-997638 October 20, 2022 Time: 17:15 # 11

Chen et al. 10.3389/fpsyg.2022.997638

futures, ed. J. H. F. L. IRoss (Cambridge: Cambridge University Press),
200–239.

Breen, K. (2007). Work and emancipatory practice: Towards a recovery of
human beings’ productive capacities. Res Publica 13, 381–414. doi: 10.1007/
s11158-007-9039-6

Brown, K. W., Ryan, R. A., and Creswell, J. D. (2007). Mindfulness: Theoretical
foundations and evidence for its salutary effects. Psychol. Inquiry 18, 211–237.
doi: 10.1080/10478400701598298

Brown, K. W., and Ryan, R. M. (2003). The benefits of being present:
Mindfulness and its role in psychological well-being. J. Pers. Soc. Psychol. 84,
822–848. doi: 10.1037/0022-3514.84.4.822

Brislin, R. W. (1980). “Cross-cultural research methods,” in Environment and
Culture: Human Behavior and Environment, Vol. 4, eds I. Altman, A. Rapoport
and J. F. Wohlwill (Boston, MA: Springer).

Brown, K. W., Goodman, R. J., and Inzlicht, M. (2013). Dispositional
mindfulness and the attenuation of neural responses to emotional stimuli. Soc.
Cogn. Affect. Neurosci. 8, 93–99. doi: 10.1093/scan/nss004

Caldwell, D. F., Chatman, J. A., and O’Reilly, C. A. (1990). Building
organizational commitment: A multifirm study. Hoboken, NJ: Blackwell Publishing
Ltd. doi: 10.1111/j.2044-8325.1990.tb00525.x

Chalofsky, N., and Krishna, V. (2009). Meaningfulness, commitment, and
engagement: The intersection of a deeper level of intrinsic motivation. Adv. Dev.
Hum. Resour. 11, 189–203. doi: 10.1177/1523422309333147

Charoensukmongkol, P. (2017). Contributions of mindfulness during post-
merger integration. J. Manage. Psychol. 11, 189–203. doi: 10.1108/JMP-02-2016-
0039

Christian, M. S., Garza, A. S., and Slaughter, J. E. (2014). Work engagement: A
quantitative review and test of its relations with task and contextual performance.
Pers. Psychol. 67, 309–311.

Dane, E. (2011). Paying attention to mindfulness and its effects on
task performance in the workplace. J. Manage. 37, 997–1018. doi: 10.1177/
0149206310367948

Deci, E. L. (1975). Intrinsic Motivation. New York, NY: Plenum Press. doi:
10.1007/978-1-4613-4446-9

Fenton-O’Creevy, M., Soane, E., Nicholson, N., and Willman, P. (2011).
Thinking, feeling and deciding: The influence of emotions on the decision making
and performance of traders. J. Organ. Behav. 32, 1044–1061. doi: 10.1002/jo
b.720

Fresco, D. M., Segal, Z. V., Buis, T., and Kennedy, S. (2007). Relationship of
posttreatment decentering and cognitive reactivity to relapse in major depression.
J. Consult. Clin. Psychol. 75, 447–455. doi: 10.1037/0022-006X.75.3.447

Gist, M. E. (1987). Self-Efficacy: Implications for Organizational Behavior and
Human Resource Management. Acad. Manage. Rev. 12, 472–485. doi: 10.2307/
258514

Glomb, T. M., Duffy, M. K., Bono, J. E., and Yang, T. (2011). Mindfulness at
Work. Research in Personnel and Human Resources Management. Bingley: Emerald
Group Publishing Limited. doi: 10.1108/S0742-7301(2011)0000030005

Good, D., Lyddy, C., Glomb, T. M., Bono, J. E., Brown, K. W., Duffy, M. K., et al.
(2016). Contemplating mindfulness at work: An integrative review. J. Manage. 42,
114–142. doi: 10.1177/0149206315617003

Gratz, K. L., and Roemer, L. (2004). Multidimensional assessment of emotion
regulation and dysregulation: Development, factor structure, and initial validation
of the difficulties in emotion regulation scale. J. Psychopathol. Behav. Assess. 26,
41–54. doi: 10.1023/B:JOBA.0000007455.08539.94

Grover, S. L., Teo, S. T., Pick, D., and Roche, M. (2017). Mindfulness as a
personal resource to reduce work stress in the job demands-resources model. Stress
Health 33, 426–436. doi: 10.1002/smi.2726

Gudjonsson, G. H. (1990). The response alternatives of suggestible and non-
suggestible individuals. Pers. Individ. Dif. 11, 185–186. doi: 10.1016/0191-
8869(90)90012-G

Harter, J. K., Schmidt, F. L., and Hayes, T. L. (2002). Business-unit-level
relationship between employee satisfaction, employee engagement, and business
outcomes: A meta-analysis. J. Appl. Psychol. 87, 268–279. doi: 10.1037/0021-9010.
87.2.268

Hafenbrack, A. C., Cameron, L. D., Spreitzer, G. M., Zhang, C., Noval, L. J.,
and Shaffakat, S. (2020). Helping people by being in the present: Mindfulness
increases prosocial behavior. Organ. Behav. Hum. Decis. Process. 159, 21–38. doi:
10.1016/j.obhdp.2019.08.005

Hill, C. L., and Updegraff, J. A. (2012). Mindfulness and its
relationship to emotional regulation. Emotion 12, 81–90. doi: 10.1037/a00
26355

Hochman, D. (2013). Mindfulness: Getting its share of attention. Available
online at: http://www.nytimes.com/2013/11/03/fashion/mindfulness-an (accessed
November 12, 2021).

Hülsheger, U. R., Alberts, H. J., Feinholdt, A., and Lang, J. W. (2013). Benefits of
mindfulness at work: the role of mindfulness in emotion regulation, emotional
exhaustion, and job satisfaction. J. Appl. Psychol. 98, 310–325. doi: 10.1037/
a0031313

Ilies, R., Morgeson, F. P., and Nahrgang, J. D. (2005). Authentic leadership and
eudaemonic well-being: Understanding leader–follower outcomes. Leadersh. Q.
16, 373–394. doi: 10.1016/j.leaqua.2005.03.002

Jackson, L., and Rothmann, S. (2005). Work-related well-being of educators in
a district of the north-west province. Perspect. Educ. 23, 107–122.

Jha, A. P., Stanley, E. A., Kiyonaga, A., Wong, L., and Gelfand, L. A.
(2010). Examining the protective effects of mindfulness training on working
memory capacity and affective experience. Emotion 10, 54–64. doi: 10.1037/a001
8438

John, O. P., and Gross, J. J. (2007). “Individual differences in emotion
regulation,” in Handbook of emotion regulation, ed. J. J. IGross (New York, NY:
Guilford Press), 351–372.

Kabat-Zinn, J. (1990). Full catastrophe living: The program of the Stress Reduction
Clinic at the University of Massachusetts Medical Center. New York, NY: Delta.

Kahn, W. A. (1990). Psychological conditions of personal engagement and
disengagement at work. Acad. Manage. J. 33, 692–724. doi: 10.5465/256287

Kay, A. A., and Skarlicki, D. P. (2020). Cultivating a conflict-positive workplace:
How mindfulness facilitates constructive conflict management. Organ. Behav.
Hum. Decis. Process. 159, 8–20. doi: 10.1016/j.obhdp.2020.02.005

Kernis, M. H., and Goldman, B. M. (2006). A multicomponent
conceptualization of authenticity: Theory and research. Adv. Exp. Soc. Psychol. 38,
283–357. doi: 10.1016/S0065-2601(06)38006-9

Kirkpatrick, S. A., and Locke, E. A. (1996). Direct and indirect effects of three
core charismatic leadership components on performance and attitudes. J. Appl.
Psychol. 81, 36–51. doi: 10.1037/0021-9010.81.1.36

Kroon, B., van Woerkom, M., and Menting, C. (2017). Mindfulness as substitute
for transformational leadership. J. Manage. Psychol. 32, 284–297. doi: 10.1108/
JMP-07-2016-0223

Lance, C. (2010). What reviewers should expect from authors regarding
common method bias in organizational research. J. Bus. Psychol. 25, 325–334.
doi: 10.1007/s10869-010-9181-6

Langelaan, S., Bakker, A. B., van Doornen, L. J. P., and Schaufeli, W. B. (2006).
Burnout and work engagement: Do individual differences make a difference? Pers.
Individ. Dif. 40, 521–532. doi: 10.1016/j.paid.2005.07.009

Lau, S., and Roeser, R. (2002). Cognitive abilities and motivational processes in
high school students’ situational engagement and achievement in science. Educ.
Assess. 8, 139–162. doi: 10.1207/S15326977EA0802_04

Lepper, M. R., and Greene, D. (1978). The hidden costs of reward: New
perspectives on the psychology of human motivation. Hillsdale, NJ: Lawrence
Erlbaum Associates.

Leroy, H., Anseel, F., Dimitrova, N. G., and Sels, L. (2013). Mindfulness,
authentic functioning, and work engagement: A growth modeling approach.
J. Vocat. Behav. 82, 238–247. doi: 10.1016/j.jvb.2013.01.012

Liang, L. H., Brown, D. J., Ferris, D. L., Hanig, S., Lian, H., and Keeping, L. M.
(2018). The dimensions and mechanisms of mindfulness in regulating aggressive
behaviors. J. Appl. Psychol. 103, 281–299. doi: 10.1037/apl0000283

Liu, D., Chen, X., and Yao, X. (2011). From autonomy to creativity: A multilevel
investigation of the mediating role of harmonious passion. J. Appl. Psychol. 96,
294–309. doi: 10.1037/a0021294

Liu, S., Xin, H., Shen, L., He, J., and Liu, J. (2020). The influence of individual
and team mindfulness on work engagement. Front. Psychol. 10:2928. doi: 10.3389/
fpsyg.2019.02928

Malinowski, P., and Lim, H. J. (2015). Mindfulness at work: Positive affect, hope,
and optimism mediate the relationship between dispositional mindfulness, work
engagement, and well-being. Mindfulness 6, 1250–1262. doi: 10.1007/s12671-015-
0388-5

Maslach, C., Schaufeli, W. B., and Leiter, M. P. (2001). Job Burnout. Annu. Rev.
Psychol. 52, 397–422. doi: 10.1146/annurev.psych.52.1.397

Mauno, S., Kinnunen, U., and Ruokolainen, M. (2007). Job demands and
resources as antecedents of work engagement: A longitudinal study. J. Vocat.
Behav. 149–171. doi: 10.1016/j.jvb.2006.09.002

May, D. R., Gilson, R. L., and Harter, L. M. (2004). The psychological conditions
of meaningfulness, safety and availability and the engagement of the human spirit
at work. J. Occup. Organ. Psychol. 77, 11–37. doi: 10.1348/096317904322915892

Frontiers in Psychology 11 frontiersin.org

https://doi.org/10.3389/fpsyg.2022.997638
https://doi.org/10.1007/s11158-007-9039-6
https://doi.org/10.1007/s11158-007-9039-6
https://doi.org/10.1080/10478400701598298
https://doi.org/10.1037/0022-3514.84.4.822
https://doi.org/10.1093/scan/nss004
https://doi.org/10.1111/j.2044-8325.1990.tb00525.x
https://doi.org/10.1177/1523422309333147
https://doi.org/10.1108/JMP-02-2016-0039
https://doi.org/10.1108/JMP-02-2016-0039
https://doi.org/10.1177/0149206310367948
https://doi.org/10.1177/0149206310367948
https://doi.org/10.1007/978-1-4613-4446-9
https://doi.org/10.1007/978-1-4613-4446-9
https://doi.org/10.1002/job.720
https://doi.org/10.1002/job.720
https://doi.org/10.1037/0022-006X.75.3.447
https://doi.org/10.2307/258514
https://doi.org/10.2307/258514
https://doi.org/10.1108/S0742-7301(2011)0000030005
https://doi.org/10.1177/0149206315617003
https://doi.org/10.1023/B:JOBA.0000007455.08539.94
https://doi.org/10.1002/smi.2726
https://doi.org/10.1016/0191-8869(90)90012-G
https://doi.org/10.1016/0191-8869(90)90012-G
https://doi.org/10.1037/0021-9010.87.2.268
https://doi.org/10.1037/0021-9010.87.2.268
https://doi.org/10.1016/j.obhdp.2019.08.005
https://doi.org/10.1016/j.obhdp.2019.08.005
https://doi.org/10.1037/a0026355
https://doi.org/10.1037/a0026355
http://www.nytimes.com/2013/11/03/fashion/mindfulness-an
https://doi.org/10.1037/a0031313
https://doi.org/10.1037/a0031313
https://doi.org/10.1016/j.leaqua.2005.03.002
https://doi.org/10.1037/a0018438
https://doi.org/10.1037/a0018438
https://doi.org/10.5465/256287
https://doi.org/10.1016/j.obhdp.2020.02.005
https://doi.org/10.1016/S0065-2601(06)38006-9
https://doi.org/10.1037/0021-9010.81.1.36
https://doi.org/10.1108/JMP-07-2016-0223
https://doi.org/10.1108/JMP-07-2016-0223
https://doi.org/10.1007/s10869-010-9181-6
https://doi.org/10.1016/j.paid.2005.07.009
https://doi.org/10.1207/S15326977EA0802_04
https://doi.org/10.1016/j.jvb.2013.01.012
https://doi.org/10.1037/apl0000283
https://doi.org/10.1037/a0021294
https://doi.org/10.3389/fpsyg.2019.02928
https://doi.org/10.3389/fpsyg.2019.02928
https://doi.org/10.1007/s12671-015-0388-5
https://doi.org/10.1007/s12671-015-0388-5
https://doi.org/10.1146/annurev.psych.52.1.397
https://doi.org/10.1016/j.jvb.2006.09.002
https://doi.org/10.1348/096317904322915892
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/


fpsyg-13-997638 October 20, 2022 Time: 17:15 # 12

Chen et al. 10.3389/fpsyg.2022.997638

Mclachlan, K., and Douglas, R. K. S. (2011). Examining the role of interrogative
suggestibility in Miranda rights comprehension in adolescents. Law Hum. Behav.
35, 165–177. doi: 10.1007/s10979-009-9198-4

Michaelson, C., Pratt, M. G., Grant, A. M., and Dunn, C. P. (2014). Meaningful
work: Connecting business ethics and organization studies. J. Bus. Ethics 121,
77–90. doi: 10.1007/s10551-013-1675-5

Michel, A., Bosch, C., and Rexroth, M. (2014). Mindfulness as a cognitive
emotional segmentation strategy: An intervention promoting work–life balance.
J. Occup. Organ. Psychol. 87, 733–754. doi: 10.1111/joop.12072

Miyahara, M., Wilson, R., Pocock, T., et al. (2022). How does brief guided
mindfulness meditation enhance empathic concern in novice meditators?: A pilot
test of the suggestion hypothesis vs. the mindfulness hypothesis. Curr. Psychol. 41,
3958–3969. doi: 10.1007/s12144-020-00881-3

Moore, A. W., and Malinowski, P. (2009). Meditation, mindfulness and
cognitive flexibility. Conscious. Cogn. 18, 176–186. doi: 10.1016/j.concog.2008.12.
008

Ocasio, W. (2011). Attention to attention. Organ. Sci. 22, 1286–1296. doi: 10.
1287/orsc.1100.0602

Ostafin, B. D., and Kassman, K. T. (2012). Stepping out of history: Mindfulness
improves insight problem solving. Conscious. Cogn. 21, 1031–1036. doi: 10.1016/
j.concog.2012.02.014

Petersen, S. E., and Posner, M. I. (2012). The attention system of the human
brain: 20 years after. Annu. Rev. Neurosci. 35, 73–89. doi: 10.1146/annurev-neuro-
062111-150525

Piccolo, R. F. and Colquitt, J. A. (2006). Transformational leadership and job
behaviors: The mediating role of core job characteristics. Acad. Manage. J. 49,
327–340. doi: 10.5465/amj.2006.20786079

Podsakoff, P. M., MacKenzie, S. B., and Podsakoff, N. P. (2012). Sources of
method bias in social science research and recommendations on how to control
it. Annu. Rev. Psychol. 63, 539–569. doi: 10.1146/annurev-psych-120710-100452

Posner, M. I., Rothbart, M. K., Sheese, B. E., and Tang, Y. Y. (2007). The
anterior cingulate gyrus and the mechanism of self-regulation. Cogn. Affect. Behav.
Neurosci. 7, 391–395. doi: 10.3758/CABN.7.4.391

Pratt, M. G., and Ashforth, B. E. (2003). “Fostering meaningfulness in working
and meaningfulness at work: An identity perspective,” in Positive organizational
scholarship, eds K. S. Cameron, J. E. Dutton, and R. E. Quinn (San Francisco, CA:
Berrett-Koehler), 309–327.

Raphiphatthana, B., Jose, P. E., and Salmon, K. (2018). Does dispositional
mindfulness predict the development of grit? J. Individ. Dif. 39, 76–87.

Rich, B. L., Lepine, J. A., and Crawford, E. R. (2010). Job Engagement:
Antecedents and Effects on Job Performance. Acad. Manage. J. 53, 617–635. doi:
10.5465/amj.2010.51468988

SAP (2020). The ROI on mindfulness in the workplace. Available online at:
https://siyli.org/resources/roi-mindfulness (accessed November 12, 2021).

Schaufeli, W. B., Salanova, M., González-Romá, V., and Bakker, A. B. (2002).
The measurement of engagement and burnout and: a confirmative analytic
approach. J. Happiness Stud. 3, 71-92. doi: 10.1023/A:1015630930326

Schaufenbuet, K. (2015). Why google, target, and general mills are investing in
mindfulness. Available online at: https://hbr.org/2015/12/why-google-target-and-
general-mills-are-investing-in-mindfulness (accessed November 12, 2021).

Shaffakat, S., Otaye-Ebede, L., Reb, J., Chandwani, R., and Vongswasdi, P.
(2022). Mindfulness attenuates both emotional and behavioral reactions following
psychological contract breach: A two-stage moderated mediation model. J. Appl.
Psychol. 107, 425–443. doi: 10.1037/apl0000878

Shahbaz, W., and Parker, J. (2021). Workplace mindfulness: an integrative
review of antecedents, mediators, and moderators. Hum. Resour. Manage. Rev.
32:100849. doi: 10.1016/j.hrmr.2021.100849

Shapiro, S. L., Carlson, L. E., Astin, J. A., and Freedman, B. (2006). Mechanisms
of mindfulness. J. Clin. Psychol. 62, 373–386. doi: 10.1002/jclp.20237

Shapiro, S. L., Jazaieri, H., and Goldin, P. R. (2012). Mindfulness-based stress
reduction effects on moral reasoning and decision making. J. Posit. Psychol. 7,
504–515. doi: 10.1080/17439760.2012.723732

Spreitzer, G. M. (1995). Psychological empowerment in the workplace:
Dimensions, measurement, and validation. Acad. Manage. J. 38, 1442–1465. doi:
10.5465/256865

Steger, M. F., Dik, B. J., and Duffy, R. D. (2012). Measuring meaningful work:
The Work and Meaning Inventory (WAMI). J. Career Assess. 20, 322–337. doi:
10.1177/1069072711436160

Tang, Y. Y., and Tang, R. (2015). “Mindfulness: Mechanism and application,”
in Brain Mapping: An Encyclopedic Reference, Vol. 3, ed. A. W. Toga (Academic
Press: Elsevier), 59–64. doi: 10.1016/B978-0-12-397025-1.00154-8

Thomas, K. W., and Velthouse, B. (1990). Cognitive Elements of Empowerment:
An “Interpretive” Model of Intrinsic Task Motivation. Acad. Manage. Rev. 15,
666–681. doi: 10.5465/amr.1990.4310926

Vine, E. (2011). “Introducing qualitative design,” in Research methods and design
in psychology, eds A. Goodwin, P. Richardson, and E. Vine (Exeter: Learning
Matters Ltd), 97–109.

Wheeler, M. S., Arnkoff, D. B., and Glass, G. R. (2017). The neuroscience of
mindfulness: How mindfulness alters the brain and facilitates emotion regulation.
Mindfulness 8, 1471–1487. doi: 10.1007/s12671-017-0742-x

Yperen, N. W. V., and Hagedoorn, M. (2003). Do high job demands
increase intrinsic motivation or fatigue or both? The role of job control
and job social support. Acad. Manage. J. 46, 339–348. doi: 10.5465/3004
0627

Frontiers in Psychology 12 frontiersin.org

https://doi.org/10.3389/fpsyg.2022.997638
https://doi.org/10.1007/s10979-009-9198-4
https://doi.org/10.1007/s10551-013-1675-5
https://doi.org/10.1111/joop.12072
https://doi.org/10.1007/s12144-020-00881-3
https://doi.org/10.1016/j.concog.2008.12.008
https://doi.org/10.1016/j.concog.2008.12.008
https://doi.org/10.1287/orsc.1100.0602
https://doi.org/10.1287/orsc.1100.0602
https://doi.org/10.1016/j.concog.2012.02.014
https://doi.org/10.1016/j.concog.2012.02.014
https://doi.org/10.1146/annurev-neuro-062111-150525
https://doi.org/10.1146/annurev-neuro-062111-150525
https://doi.org/10.5465/amj.2006.20786079
https://doi.org/10.1146/annurev-psych-120710-100452
https://doi.org/10.3758/CABN.7.4.391
https://doi.org/10.5465/amj.2010.51468988
https://doi.org/10.5465/amj.2010.51468988
https://siyli.org/resources/roi-mindfulness
https://doi.org/10.1023/A:1015630930326
https://hbr.org/2015/12/why-google-target-and-general-mills-are-investing-in-mindfulness
https://hbr.org/2015/12/why-google-target-and-general-mills-are-investing-in-mindfulness
https://doi.org/10.1037/apl0000878
https://doi.org/10.1016/j.hrmr.2021.100849
https://doi.org/10.1002/jclp.20237
https://doi.org/10.1080/17439760.2012.723732
https://doi.org/10.5465/256865
https://doi.org/10.5465/256865
https://doi.org/10.1177/1069072711436160
https://doi.org/10.1177/1069072711436160
https://doi.org/10.1016/B978-0-12-397025-1.00154-8
https://doi.org/10.5465/amr.1990.4310926
https://doi.org/10.1007/s12671-017-0742-x
https://doi.org/10.5465/30040627
https://doi.org/10.5465/30040627
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/

	From mindfulness to work engagement: The mediating roles of work meaningfulness, emotion regulation, and job competence
	Introduction
	Hypotheses development
	Mindfulness and work meaningfulness
	Mindfulness and emotion regulation
	Mindfulness and job competence
	Work meaningfulness, emotion regulation, and job competence simultaneously mediate the relationship between mindfulness and work engagement

	Materials and methods
	Design and participants
	Experimental treatment: Mindfulness training class
	Measures
	Analytic strategies

	Results
	Manipulation check
	Confirmatory factor analysis
	Hypotheses testing

	Discussion
	Theoretical contributions
	Practical implications
	Limitations and future research directions

	Conclusion
	Data availability statement
	Ethics statement
	Author contributions
	Acknowledgments
	Conflict of interest
	Publisher's note
	References


