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a b s t r a c t 

Mindfulness is being fully awake with the here-and-now moment. This study examines the mechanisms 

through which mindfulness enhances job performance. Specifically, we hypothesise that the relationship 

between mindfulness and service employees’ job performance is mediated by creative process engage- 

ment and employee creativity. Using a sample of 180 full-time employees working at a professional ser- 

vice company, we find that job performance is significantly affected by employee creativity. The mediat- 

ing effect of creative process engagement and employee creativity on the linkage between mindfulness 

and job performance is also found to be significant. 
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. Introduction 

The practice of mindfulness is ample in meanings. As such,

he paths towards achieving a state of mindfulness have been

ractised through history using a variety of methods. Mindfulness

s simply defined as a state of actively being able to focus on

he immediate moment and practice acceptance in the absence

f judgment. Baer et al. (2006) conceptualise mindfulness as a

omplete set of skills rather than a concept; that is, it embraces

he abilities (1) to pay attention to various stimuli through ob-

ervation, (2) to focus and act with full awareness, (3) to give a

on-evaluative verbal description of one’s observation, and (4) to

void immediate evaluation. Originated from ancient Eastern med-

tation and yoga traditions, this practice to the general population

s conceived of paying attentions through intentional observation.

t is paired with a non-judgmental observation of present-moment

xperiences, including bodily sensations, feelings, thoughts, and

xternal stimuli from the environment to enhance the practice

e.g., Baer, 2003 ; Grossman et al. 2004 ). 
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Prior research has suggested that employee mindfulness is

elated to job performance ( Shao and Skarlicki, 2009 ). Mindfulness

s found to have a positive linkage to the processes essential to

reativity ( Colzato et al. 2012 ; Lutz et al. 2007 ). Such process

ften referred to as creative process engagement, indicates “em-

loyee involvement in creativity-relevant methods or processes,

ncluding (1) problem identification, (2) information searching

nd encoding, and (3) idea and alternative generation” ( Zhang

nd Bartol, 2010b , p.108). Some findings provided empirical evi-

ence of supporting the positive relationship between mindfulness

nd creativity. Nonetheless, the mediating effect of creativity on

he positive relationship between mindfulness and job perfor-

ance has yet been tested. Although it is possible to assume

hat creativity and creativity-related engagement are linked to

he mindfulness-performance relationship, their linkages have

ot yet been simultaneously examined in the literature. In the

urrent study, we extend classical and contemporary discussions

f the mindfulness-performance linkage by introducing creative

rocess engagement and employee creativity as novel mediators

or explaining the mindfulness effect. Specifically, we explore

ow mindfulness activates creative process engagement, which

n turns enhances employee creativity, providing insight into the

indfulness-performance linkage. Together, these advances pro- 
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Fig. 1. Conceptual model. 
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vide timely insights into the mindfulness-performance literature

and foster movement in this direction. 

In the remainder of this paper, we provide a deeper discussion

of employee mindfulness, creative process engagement, and em-

ployee creativity. We then develop our hypotheses, and present a

test of our theoretical model in a cross-sectional study of 180 full-

time employees working at a professional service company that

requires some degrees of creativity in the workplace. 

2. Literature review 

2.1. Theoretical background 

We propose the conceptual model that mindfulness at work

has a positive effect on creative process engagement and employee

creativity, which in turn leads to job performance (see Fig. 1 ).

As aforementioned, little work has been done to simultaneously

examine the indirect impact of mindfulness on job performance

through employee engagement in the creative process and em-

ployee creativity. 

Our model is derived from the psychological literature on mind-

fulness meditation and cognition ( Colzato et al., 2012 ; Moore

and Malinowski, 2009 ) and the componential theory of creativity

( Amabile, 1983 , 1996 ). It has suggested that mindfulness practice

significantly impacts cognitive states, which underlie our concep-

tual model. For instance, Moore and Malinowski (2009) find that

mindfulness achieved through meditation leads to a considerable

enhancement of attentional functions and cognitive flexibility. Sim-

ilarly, Colzato et al. (2012) suggest a close linkage of meditation

types to cognitive-control states. 

Amabile’s (1983 , 1996 ) seminal work further sheds light on the

mechanism that links individual employees’ characteristics and

capabilities and the working environment to creativity - both en-

gagement in its process and outcome. The componential theory of

creativity proposed by Amabile (1983) highlights the importance

of the social and psychological components (e.g., collaborative

teamwork and supportive supervisors) necessary for employees to

produce creative outcomes. The theory underscores a close associ-

ation of employee engagement in the creative process—manifested

by the flexibility with the attention given to a particular task,

the exploration of cognitive pathways, and the extent to which a

particular pathway is followed to pursuit a solution—with creative

outcomes ( Amabile, 1996 ). With such cognitive processes being

interrupted, the critical information will not be accessed or used

in solving problems, which then results in low creativity ( Shalley,

1995 ). This theory of creativity has been adapted in prior research

that explains how employees engage in creative processes to boost

their creativity (e.g., Amabile, 1996 ; Gilson, 2008 ; Shalley et al.

20 04 ; Zhou and George, 20 03 ) and overall job performance ( Zhang

and Bartol, 2010a ). 

2.2. Employee mindfulness 

Primarily known as an element of the Buddhist tradition and

discussed mostly in the fields of philosophy and religious stud-
es ( Gunaratana, 2001 ), mindfulness has recently been drawn re-

earchers’ attention to deal with a large variety of physical and

sychological disorders ( Kabat-Zinn, 2003 ; Keng et al. 2011 ). Based

n a largely Buddhist concept in the Eastern world about 2600

ears ago, this notion has been applied to Western mainstream

sychotherapy and psychology disciplines. Mindfulness in psychol-

gy is described as “the awareness that emerges through paying

ttention to purpose, in the present moment, and nonjudgmentally

o the unfolding of experience moment by moment” ( Kabat-Zinn,

003 , p. 145). It is characterised by non-evaluative, dispassion-

te, and sustained awareness of what is happening in the present

oment ( Brown et al. 2007 ). In other words, it involves focusing

nd enhancing the individuals’ attention towards their moment-

y-moment experiences. When one is mindful, one can keep close

ontrol of and observe thoughts and feelings from a distance. As

uch, the state of being mindful is considered as a key element

n obtaining and maintaining a sense of happiness ( Wallace and

hapiro, 2006 ). The core characteristics of mindfulness are featured

s receptive attention of present events reflected in a sustained

onsciousness of ongoing experiences ( Brown and Ryan, 2003 ) and

ontinuous and immediate awareness of physical perceptions, sen-

ations, affective thoughts, imagery and states ( Grossman et al.,

004 ). 

.3. Employee creativity and engagement in the creative process 

Creativity is broadly defined as “a behaviour resulting from par-

icular constellations of personal characteristics, cognitive abilities,

nd social environments” ( Amabile, 1983 , p. 358). Sternberg and

ubart (1996) narrowly conceptualise this concept as having the

bility to produce novel and appropriate ideas. In an organizational

ontext, employee creativity is about either doing things in new

nd better ways or generating useful ideas related to processes,

ervices, methods, products, or problems solutions to make contri-

utions to business environment and development ( Amabile, 1988 ;

eorge and Zhou, 2001 ; Woodman et al. 1993 ). 

Novel and useful solutions are produced through iterative

rocesses that employees engage in creative acts ( Drazin et al.

999 ; Gilson and Shalley, 2004 ). Creative processes usually involve

everal steps, starting from identifying problems, constructing

ypotheses, and brainstorming ideas with others, to challenging

he status quo ( Torrance, 1988 ). Engagement in creative processes

nvolves employees physically, cognitively, and emotionally seeking

ut better solutions to the identified problems ( Kahn, 1990 ).

hang and Bartol (2010b) refer it to as “employees’ engagement in

reativity-relevant methods or processes, including problem identi-

cation, information searching and coding, and idea and alternative

eneration” (p. 107). As such, the construct in the current study is

efined as employees fully engaging in the process of identifying a

roblem and searching out all the possible solutions by weighing

lternatives obtained from various information sources. 

.4. Development of hypotheses 

.4.1. Mindfulness and creative process engagement 

Organisational psychologists have identified several factors that

rive employee engagement in creative processes at work. For ex-

mple, Gilson and Shalley (2004) found that team creative pro-

esses within a strategic business unit of a large multi-national or-

anisation were positively related to employees’ perceptions of job

equirements in terms of creativity, interdependence, and shared

oals, and supportive organisational climate. Zhang and Bartol

2010b) also observed that intrinsic motivation and, to a lesser ex-

ent, psychological empowerment positively affected the creative

rocess engagement of employees at an information technology

ompany in China. Although these studies provide some insights
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n identifying individual and contextual factors that impact cre-

tive problem solving, the relationships among the constructs (i.e.,

mployees’ state of mind, engagement in creative processes, and

reativity) have not been empirically tested yet. 

Some earlier research has hinted at a possible relationship

etween mindfulness at work and employee creative process

ngagement. For instance, Moore and Malinowski (2009) com-

ared Buddhist meditators with non-meditators in terms of their

ognitive flexibility and attentional functions. They observed that

ediators who experienced high levels mindfulness (i.e., observ-

ng, describing, acting with awareness, and accepting without

udgment) by the completion of a minimum 6-week meditation

ourse reported better task performance (e.g., greater attentional

ontrol, accuracy of visual scanning, inhibitory control, carefulness,

ognitive flexibility, and performance quality) in comparison to

heir counterparts. Their findings suggest a positive linkage of

indfulness to cognitive flexibility, defined as “the human ability

o adapt cognitive processing strategies to face new and unex-

epted conditions” ( Moore and Malinowski, 2009 , p. 177). Using

 sample of 19 practitioners, Colzato et al. (2012) also examined

he association of mindfulness (measured by with meditation

echniques) creative process engagement (operationalised with

ivergent and convergent thinking). They observed that many new

deas (i.e., divergent thinking) were generated by open-monitoring

“open to perceive and observe any sensation or thought without

ocusing on a concept in the mind or a fixed item,” p. 1) more

ffectively than focused-attention (“focusing on a particular item,

hought, and object,” p. 1), whereas there was no significant

ifference between mediating types in finding one best solution to

 particular problem (i.e., convergent thinking). To summarise, the

nhancement of positive mood induced by meditations is found to

mpact creativity-related cognitive processes. 

Therefore, it is conceivable that such practices enable individ-

als who actively seek out meditative time to reach a state of

indfulness by regulating their focus and acting with consistent

ttention and awareness. Elevated mindfulness can improve one’s

orking memory ( Chiesa et al. 2011 ) and cognitive state (i.e.,

wareness; Carson and Langer, 2006 ) that allows employees to

artake in non-habitual behaviour and more readily generate

reative thoughts ( Moore and Malinowski, 2009 ). Creativity is

ften manifested in innovative work behaviour ( Amabile, 1988 ).

s a state of mindfulness is conducive to emotional and interper-

onal functioning ( Sedlmeier et al., 2012 ), it enhances employees’

ngagement to creativity during their collaboration activities. We

ence construct the following hypothesis: 

H 1 : Mindfulness is positively related to creative process engage-

ent. 

.4.2. Linking mindfulness and creative process engagement to 

mployee creativity 

Previous studies have suggested several antecedents that

nfluence employee creativity. They include leader’s type and

elationship with employees ( Henker et al. 2015 ; Zhang and Bartol,

010b ) and employees’ career ambition ( Friedman and Förster,

001 ; Henker et al., 2015 ), critical thinking ( Jiang and Yang, 2015 ),

ntrinsic motivation ( Zhang and Bartol, 2010b ), and affect ( Amabile

t al. 2005 ; Binnewies and Wörnlein, 2011 ; George and Zhou,

002 ). Additionally, creative process engagement is considered to

e another strong precursor of employee creativity ( Henker et al.,

015 ; Jiang and Yang, 2015 ; Zhang and Bartol, 2010a ). As creativity

rocess engagement embraces a range of creative activities, includ-

ng problem identification, environmental scanning, data gathering,

nconscious mental activity, and solution generation, evaluation

nd implementation ( Shalley, 1991 ), any possible solutions to a

roblem may be put forth through by fully engaged employees

ho devote significant attentions to the creative process. Creativ-
ty, by definition, is a behavioural outcome ( Amabile, 1983 ) that

an be promoted by employee engagement in the creative process

 Amabile, 1996 ; Henker et al., 2015 ; Zhang and Bartol, 2010a ,b). 

Furthermore, researchers have implicitly suggested a positive

inkage of mindfulness to creativity. Brown et al. (2007) maintained

hat mindful employees could suppress feelings of peer judgment

n the workplace. As being in a state of creative process engage-

ent particularly requires relinquishing feelings of self-doubt and

nsecurity, employees are often naturally confident enough to be

utspoken or generate ideas. Given all employees are not natu-

ally predisposed towards confident behaviour, meditations are

eneficial for individuals who are socially prevented from being

utspoken with their creative thoughts by means of transcending

eelings of peer and workplace judgment ( Ho, 2011 ). Baird et al.

2012) demonstrated that some factors, such as loss of inhibition

nd mind wandering, could enhance creativity after being in a

omplete state of mindfulness. Zabelina et al. (2015) also high-

ighted the process as being that of a complex set of emotions dis-

inctively different from the complete stillness that allows individ-

als in a ‘mindful’ state to generate creative thoughts and output. 

Accordingly, we argue that mindfulness, as a state of height-

ned attention and awareness, positively an employee’s willingness

o engage in a creative process that will impact employee creativ-

ty. That is, being mindful allows employees to activate their cre-

tivity through their engagement in the creative process to bring

ut novel ideas and useful solutions. Our hypothesis is constructed

s follows: 

H 2 : Creative process engagement mediates the effect of mind-

ulness on employee creativity. 

.4.3. Linking mindfulness to job performance through employee 

reative process engagement and creativity 

The search for job performance enhancement and improving

mployee efficiency from a managerial perspective is, in many

ays, eternal ( Edvinsson et al. 2004 ). Being in a meditative state

as been studied extensively in the literature (e.g., Colzato et al.,

012 ; Ostafin and Kassman, 2012 ), all of which aim to pinpoint

ositive outcomes of the practice. These studies agreed that an en-

anced ability to solve problems is observed in individuals who

ractice meditations. Meditative training also enhances creative

hinking and job performance ( Colzato et al., 2012 ) and facilitates

reative elaboration ( Zabelina et al. 2011 ). It is indeed evident that

xperienced meditators outperform others in verbal fluency and

re better at finding novel solutions to a given problem ( Greenberg

t al. 2012 ). Both skills are found to be positively correlated to

mployee work performance. Similarly, Franco (2009) observe im-

rovements in verbal flexibility, fluency, and originality as a result

f meditations. 

The linkage of mindfulness to enhanced job performance can

lso be explained from the practice-enhancing propensity to inno-

ate in the workplace. The desire and search for employee innova-

ion have long been a known indicator of employee value and im-

roving firm efficiency ( Amabile, 1996 ). An individual who is in a

indful state can develop a heightened level of creativity, thereby

enerating frequent innovative thoughts and ideas. Employees who

o-and self-create new practices are capable of finishing their allo-

ated tasks more efficiently ( Ho, 2011 ). Based on the literature im-

licitly suggesting the role of creativity in linking mindfulness to

ob performance, we, therefore, posit the following hypothesis: 

H 3 : Creative process engagement and employee creativity me-

iate the effect of mindfulness on job performance. 
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Table 1 

Demographics of the respondents ( N = 180). 

Demographics Frequency Percentage 

Gender 

Male 63 35.00 

Female 117 65.00 

Age 

< 25 14 7.78 

25 - 29 82 45.56 

30 - 34 51 28.33 

≥ 35 33 18.33 

Job tenure 

< 2 years 25 13.89 

2 - 5 years 114 63.33 

6 - 10 years 39 21.67 

≥ 11 years 2 1.11 

Education level 

High school 2 1.11 

Undergraduate 163 90.56 

Postgraduate 15 8.33 
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3. Method 

3.1. Sampling 

Our sample consisted of full-time professional employees of

a large professional service company in Vietnam. We decided to

collect data from only a single company to minimise variations

in different professional cultures. The company has approximately

250 professionals and provides accounting, auditing, and consult-

ing services for more than 500 customers. We first contacted the

authorised managers of the company to obtain permission for a

two-wave survey. In the first wave, employees were required to

self-evaluate their mindfulness, creative process engagement, and

creativity. In this wave, we received 192 complete employee re-

sponses. In the second wave survey that conducted six months af-

ter the preceding survey, one direct supervisor of each employee

was asked to evaluate his[her] subordinate’ job performance. We

matched employees’ completed responses with their supervisor

evaluations. After eliminating 12 employee responses without cor-

responding supervisor evaluations, we obtained 180 completed

valid responses, which results in an effective response rate of

78.3%. 

Table 1 shows that as of 180 respondents in our sample, 65%

were female; 77.89% were from 25 to 34 years of age; 85.00%

worked in less than ten years, and 98.89% had a bachelor’s degree

or above. 

3.2. Measurement instruments 

We used the existing scales to measure our main variables.

Specifically, mindfulness was measured using 15 five-point Lik-

ert scale items proposed by Brown and Ryan (2003) . Following

Zhang and Bartol (2010a) and Zhou and George (2001) , we as-

sessed creative process engagement and employee creativity by 11

and 13 five-point Likert scale items, respectively. Employee job per-

formance was rated by direct supervisors using a 12-item Likert

scale. This scale includes seven items measuring in-role job per-

formance adapted from Williams and Anderson (1991) , four items

regarding extra-role job performance adapted from Podsakoff et al.

(1982) , and a global item called “Overall, this employee is perform-

ing very well.”. The scale items of the main variables are shown

in Table 2 . 

3.3. Control variables 

In line with the previous literature, we accounted for some

variables that may have confounding impacts on employee job
erformance. The control variables included in our investigation

re gender, age, organisational tenure, and education level. For in-

tance, Shao and Skarlicki (2009) , who examined the association

f mindfulness with performance using 149 MBA students in a

anadian university, found that mindfulness interplayed with gen-

er to predict performance; that is, their positive relationship was

tronger for female students than for male counterparts. Following

anssen (2001) , we also incorporated three demographic variables

f the informants (age, job tenure, and education level) as common

ontrol variables of job performance. 

. Results 

.1. Testing a measurement model 

We deleted items that have outer loadings lower than the sug-

ested benchmark of 0.70 ( Fornell and Larcker, 1981 ). Table 2 re-

orts the scale items and evaluation of the latent variables in that

ll items in our measurement model had acceptable t -values (from

0.55 to 39.42) and outer loadings (from 0.70 to 0.87) ( Hulland,

999 ). The average variance extracted (AVE) values for all con-

tructs were uniformly acceptable, ranging from 0.57 to 0.67. More-

ver, the composite reliability values ranged between 0.92 and

.96, indicating that the scale items possess high reliability. 

We performed confirmatory factor analysis (CFA) in AMOS to

est our measurement model. The goodness-of-model fit was rea-

onable: χ2 /df = 1.15, RMSEA = 0.03, CFI = 0.97, and TLI = 0.97. Fur-

her, the standardised root mean squared residual (SRMR) value

f the composite model is also examined using SmartPLS3 to test

he model fit. The SRMR value of 0.06 was lower than the recom-

ended value of 0.08, indicating a good model fit ( Henseler et al.

016 ). 

.2. Construct validity and multicollinearity test 

The current study assessed the discriminant validity of the key

ariables following procedures outlined by Fornell and Larcker

1981) . As shown in Table 3 , the square roots of the AVE values

re consistently greater than all corresponding correlations, thus

emonstrating discriminant validity. Besides, discriminant valid-

ty is evident when the correlation between two variables (the

ff-diagonal entries) is not higher than their respective composite

eliability estimates. Table 3 demonstrates that no individual corre-

ations of the latent constructs (from 0.29 to 0.52) exceeded their

espective reliabilities (from 0.92 to 0.96), therefore indicating

atisfactory discriminant validity of all variables. 

Finally, the Heterotrait-Montrait (HTMT) ratios were calculated.

he HTMT test is a more recent and stringent assessment of

iscriminant validity than Fornell and Larcker’s criterion ( Henseler

t al. 2015 ). As shown in Table 3 , the HTMT ratios of all pairs

f latent constructs ranged between 0.30 and 0.55, which are

elow the threshold of 0.85 ( Henseler et al., 2015 ), providing

urther evidence that all constructs used in the current study have

iscriminant validity. 

Furthermore, we calculated the Variance Inflation Factor (VIF)

alues, which ranged between 1.06 and 1.51. The VIF scores

ere far below the critical value of 10, demonstrating that

ulticollinearity was not a problem. 

.3. Common method bias 

As this study collected cross-sectional data using a single-

nformant approach, there might be common method bias effects

hat lead to spurious relationships among the variables ( Podsakoff

t al. 2003 ). Therefore, this study applied the following statistical

emedies to test for common method bias. First, Harman’s single
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Table 2 

Scale items and latent variable evaluation. 

Construct Outer loading t -value 

Mindfulness (AVE = 0.58; CR = 0.93) 

I could be experiencing some emotion and not be conscious of it until sometime later ∗ – –

I break or spill things because of carelessness, not paying attention, or thinking of something else 0.70 16.97 

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

I tend to walk quickly to get where I’m going without paying attention to what I experience along the way 0.83 32.82 

I tend not to notice feelings of physical tension or discomfort until they really grab my attention 0.78 23.53 

I forget a person’s name almost as soon as I’ve been told it for the first time ∗ – –

It seems I am “running on automatic,” without much awareness of what I’m doing 0.80 29.15 

I rush through activities without being really attentive to them 0.75 20.47 

I get so focused on the goal I want to achieve that I lose touch with what I’m doing right now to get there 0.72 16.79 

I do jobs or tasks automatically, without being aware of what I’m doing 0.74 14.85 

I find myself listening to someone with one ear, doing something else at the same time ∗ – –

I drive places on “automatic pilot” and then wonder why I went there 0.81 29.71 

I find myself preoccupied with the future or the past ∗ – –

I find myself doing things without paying attention 0.73 17.22 

I snack without being aware that I’m eating 0.74 18.64 

Creative process engagement (AVE = 0.59; CR = 0.92) 

I spend considerable time trying to understand the nature of the problem 0.72 14.66 

I think about the problem from multiple perspectives 0.81 39.42 

I decompose a difficult problem/assignment into parts to obtain a greater understanding 0.72 16.09 

I consult a wide variety of information 0.78 17.20 

I search for information from multiple sources (e.g., personal memories, others’ experience, documentation, Internet, etc.) 0.79 23.28 

I retain large amounts of detailed information in my area of expertise for future use 0.73 10.69 

I consider diverse sources of information in generating new ideas 0.82 20.44 

I look for connections with solutions used in seeming diverse areas ∗ – –

I generate a significant number of alternatives to the same problem before I choose the final solution 0.76 19.58 

I try to devise potential solutions that move away from established ways of doing things ∗ – –

I spend considerable time shifting through the information that helps to generate new ideas ∗ – –

Employee creativity (AVE = 0.67; CR = 0.96) 

Suggests new ways to achieve goals and objectives 0.83 25.31 

Comes up with new and practical ideas to improve performance 0.84 18.39 

Searches out new technologies, processes, techniques, and/ or product ideas 0.70 10.55 

Suggests new ways to increase the quality 0.84 20.95 

Is a good source of creative ideas 0.86 27.06 

Not afraid to take risks 0.81 20.09 

Promotes and champions ideas to others 0.76 16.11 

Exhibits creativity on the job when given the opportunity to 0.80 17.84 

Develops adequate plans and schedules for the implementation of new ideas 0.78 15.99 

Often has new and innovative ideas 0.87 26.66 

Comes up with creative solutions to problems 0.86 28.48 

Often has a fresh approach to problems 0.83 25.31 

Suggests new ways of performing work tasks 0.84 18.39 

Job performance (AVE = 0.57; CR = 0.94) 

Adequately completes assigned duties 0.76 24.07 

Fulfils responsibilities specified in job description 0.74 24.66 

Performs tasks that are expected of him/her 0.76 24.58 

Meets formal performance requirements of the job 0.71 20.33 

Engages in activities that will directly affect his/her performance evaluation 0.75 24.90 

Does not neglect aspects of the job he/she is obligated to perform 0.75 22.97 

Successfully performs essential duties 0.78 27.53 

This employee does more work than is required 0.75 22.82 

This employee sets high goals for his/her self 0.76 24.21 

This employee attained the goals he/she had set 0.79 28.72 

This employee effectively spent time doing his/her work 0.76 23.34 

Overall, this employee is performing very well 0.76 25.11 

Note: AVE stands for average variance extracted, and CR refers to composite reliability; ∗: items deleted due to low-outer loadings. 
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actor analysis was conducted. The first factor accounted for 34.5%

f the 58.4% variance explained, suggesting that common method

ias is not problematic ( Podsakoff et al., 2003 ). Second, the marker

ariable technique was conducted ( Lindell and Whitney, 2001 ) to

xamine common method bias further, using the item “I am satis-

ed with the telecommunication service provider I have chosen.”

he average absolute correlation between this item and all other

onstructs in the model was 0.05 (rm). The average difference

etween the correlations among all constructs in the model after

artialling out the effect of rm was 0.02, and the intercorrelations

etween all the constructs in the model remained significant after

artialling out the effect of rm. This result suggests that “the

esults cannot be accounted for by common method variance”

 Lindell and Whitney, 2001 , p.118). 
To provide a more robust check for common method bias, we

erformed the common latent factor test suggested by Podsakoff

t al. (2003) . Using AMOS, we loaded all 43 indicators represent-

ng four latent constructs in the structural model onto a common

atent factor and examined the changes in the indicators’ stan-

ardised factor loadings. The result shows that the inclusion of

he common latent factor does not have any significant effect on

he indicators’ standardised factor loadings. The absolute changes,

hich ranged between 0.08 and 0.17, were well-below the cut-

ff value of 0.20 ( Chin, 1998 ), suggesting no problem of common

ethod bias ( Podsakoff et al., 2003 ). 
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Table 3 

Construct means, standard deviations, and correlations. 

Mean SD 1 2 3 4 5 6 7 8 

1. Mindfulness 3.80 0.71 0.76 

2. Creative process 

engagement 

3.70 0.58 0.34 ∗∗ 0.77 

0.35 

3. Employee 

creativity 

3.59 0.56 0.40 ∗∗ 0.52 ∗∗ 0.82 

0.42 0.55 

4. Job performance 3.97 0.78 0.29 ∗∗ 0.39 ∗∗ 0.44 ∗∗ 0.76 

0.30 0.41 0.46 

5. Gender 1.65 0.48 (0.08) (0.05) (0.08) 0.06 1.00 

0.09 0.07 0.10 0.08 

6. Age 3.57 0.88 0.10 0.19 ∗ 0.06 0.29 ∗∗ (0.12) 1.00 

0.10 0.19 0.06 0.32 0.12 

7. Job tenure 3.81 2.20 0.15 0.07 0.02 0.32 ∗∗ 0.06 0.42 ∗∗ 1.00 

0.14 0.07 0.07 0.32 0.06 0.42 

8. Education level 2.07 0.30 (0.03) 0.01 (0.07) 0.05 0.06 0.08 (0.14) 1.00 

0.05 0.10 0.09 0.08 0.06 0.08 0.14 

Notes: SD: Standard deviation; 1st value = Correlation between variables (off diagonal); 2nd value = HTMT ratio; square root of average variance extracted (bold diagonal); 
∗ and ∗∗ indicate correlations significant at 5% and 1% levels, respectively (2-tailed t -test). 

Table 4 

Path analysis results ( N = 180). 

Main effects Creative process engagement Employee creativity Job performance 

Mindfulness 0.26 ∗∗ (4.41) 0.22 ∗∗ (4.06) 0.04 (0.52) 

Creative process engagement 0.44 ∗∗ (6.67) 0.19 (1.90) 

Employee creativity 0.53 ∗∗ (5.17) 

Controls 

Gender 0.00 (0.03) −0.04 ( −0.49) 0.16 (1.56) 

Age 0.12 ∗ (2.30) −0.02 ( −0.35) 0.12 ∗ (2.00) 

Tenure −0.02 ( −0.78) −0.02 ( −0.93) 0.09 ∗∗ (3.54) 

Education −0.04 ( −0.26) −0.13 ( −1.06) 0.24 (1.44) 

R 2 0.36 0.59 0.61 

Indirect effects Estimate LLCI UCLI 

Mindfulness → Employee creativity (via Creative process engagement) 0.11 ∗ 0.0603 0.1807 

Mindfulness → Job performance (via Creative process engagement and Employee creativity) 0.06 ∗ 0.0283 0.1021 

Notes: LLCI = lower level of the 95% confidence interval; UCLI = upper level of the 95% confidence interval. 
∗ p < 0.05. 
∗∗ p < 0.01. 
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4.4. Testing hypotheses 

Table 4 reports the results of the proposed hypotheses test-

ing. We first proposed that mindfulness positively influences

creative process engagement. Results indicate that mindfulness

was positively related to creative process engagement ( β = 0.26,

t -value = 4.41), supporting H 1 . We also hypothesised that creative

process engagement mediates the effect of mindfulness on em-

ployee creativity (H 2 ). We found the significant indirect effect

of creative process engagement on the mindfulness-creativity

relationship ( β= 0.11, p < 0.05; 95% CI [0.0603, 0.1807]), which

supports our second hypothesis. 

Hypothesis 3, which posited that creative process engage-

ment and employee creativity sequentially mediate the effect

of mindfulness on job performance, received empirical support.

Indeed, the indirect impact of mindfulness on job performance via

both creative process engagement (the first stage mediator) and

employee creativity (the second stage mediator) was significant

( β= 0.06, p < 0.05; 95% CI [0.0283, 0.1021]). 

5. Conclusion and discussion 

Our findings show that (a) creative process engagement me-

diates the effect of mindfulness on employee creativity, (b) em-

ployee creativity mediates the effect of creative process engage-

ment on job performance, (c) and creative process engagement and

employee creativity serially mediate the mindfulness to job perfor-

mance relationship. 

Regarding the theoretical contributions, our study extends the

extant literature by examining the mechanism through which

mindfulness contributes to job performance. We theorise and
mpirically validate a claim that creative process engagement and

mployee creativity are of paramount importance in turning mind-

ulness into job performance. The relationship between creative

rocess engagement and employees’ job performance is scant and

nconsistent in the creativity literature ( Groza et al. 2016 ). Being

indful enables employees to slow down in order to go deeper

nto the creative process instead of skimming the surface. Being

indful can help to center and foster clarity with less noise and

lutter in one’s mind. Mindfulness can also help increase focus

nd decreasing disconnection. However, there is no report or

tudy of testing to what extent the impact of mindfulness on the

rocess through which creative process engagement enhances job

erformance. Creativity is the ability to produce work that is both

ovel (i.e., original, unexpected) and appropriate (i.e., useful, adap-

ive concerning task constraints) ( Sternberg, 1988 ). Our finding is

n line with prior research that open-minded meditation induced

 control state that promoted to generate new ideas and feelings

nd reduced cognitive rigidity ( Ostafin and Kassman, 2012 ). 

In addition, our study has some managerial implications. First,

y confirming that the role of mindfulness helps in cultivating

reative process engagement and employee creativity, our research

rovides practitioners with guidelines on how employees can

mprove job performance and help employees grow and further

evelop their creativity via practicing mindfulness at work. Sec-

nd, organisations should encourage employees to engage in the

reative process, which is a mechanism that can transfer employee

indfulness to enhanced employee creativity and subsequent job

erformance. 

Despite the above contributions, our study has several lim-

tations that provide directions for future research. First, our

odel, which includes only variables at the individual level, i.e.,
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indfulness, creative process engagement, employee creativity to

xplain employee job performance, is quite limited in its scope.

uture research should consider incorporating some variables at

he organisational level in a multiple level analysis towards more

nteresting findings. The organisational level variables, such as

he extent of formalisation in the projects, or the use of project

eams as lateral relations between departments, may influence the

ndividual employee creative process engagement and employee

reativity. Furthermore, our study only examines job performance

s the individual level without linking it to overall organisational

erformance. Thus, it might be useful for future studies to connect

ome organisational effects, such as the number of successful

rojects, to the existing individual-level job performance in a more

omprehensive research model. 
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