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Abstract 

This study examined the effect of mindfulness on employee engagement, perceived stress and 

wellbeing. Based on non-probability sampling, data was gathered from 200 respondents 

engaged in the services sector in Malaysia.  In this quantitative study, numerical data was 

collected using a survey method. The results of this study revealed that mindfulness practices 

had the highest impact on the work engagement of employees. The results also showed a strong 

but inverse relationship between mindfulness and perceived stress. The results further showed 

that mindfulness had moderate relations with employee wellbeing. The results of this study 

highlighted the relevance of mindfulness practices on employee engagement, perceived stress, 

and wellbeing in organisations. Organisations can support and implement mindfulness 

practices to help employees to combat stress and improve their engagement and wellbeing. 
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Introduction 

Malaysia is a multi-ethnic country with a population of 32million (Department of Statistics 

Malaysia, 2019). In the New Economic Model that was implemented by the Malaysian 

government, the services sector assumes an increasing share of GDP. In the Eleventh Malaysia 

Plan, 2016-2020, the services sector will continue to be the primary driver of economic growth 

(Malaysian Investment Development Authority, 2020). The services sector is expected to grow 

at 6.8% per annum and contribute 56.5% to the GDP in 2020 and provide 9.3 million jobs. 

Despite the crucial contribution of the services sector, the growth of labour productivity was 

moderated to 4.9% compared to 6.5% in 2018. The Malaysian Reserve (2019) reported that the 

Malaysian services sector in Malaysia lacks in growth. Therefore, there is a need to take 

additional measures to improve productivity. As stated in the Malaysia Productivity Blueprint 

(2018), Malaysia must accelerate productivity growth and one of the critical factors to propel 

productivity is through efficiency from internal resources such as human capital. Therefore, a 
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study is useful to understand the role of mindfulness and its impact on employee engagement, 

employee wellbeing and employee stress levels, of employees engaged in the services sector 

in Malaysia. 

In the current era of digital distractions, mindfulness has gained recognition by employers and 

is a billion-dollar industry (Berthon and Pitt, 2018). Mindfulness originated from Buddhism, 

and there are several definitions of mindfulness. A notable definition is by Olendzki (2018) 

who stated that mindfulness is a faculty of mind that discriminated between wholesome and 

unwholesome states of mind. It refers to the understanding and detection of the detractors or 

contributors to an individual's wellbeing (Olendzki, 2018). The effects or influence of 

mindfulness goes beyond employee experience and training that covers products and services 

(Berthon and Pitt, 2018). Berthon and Pitt (2018) stressed that managers in today’s 

environment of digital disruptions need to understand the phenomenon of mindfulness, and this 

presents difficulties. The increase in the prominence of mindfulness in today's era of 

digitalisation is due to the growth of information, increase in costs of mindfulness and the ever-

increasing acceptance of mindfulness by people (Berthon and Pitt, 2018).  Researchers have 

stated that mindfulness improves the health of employees that encompass stress and burn-out 

levels (e.g., Gotink et al., 2015). In addition, mindfulness also improves cognitive performance 

(e.g., Wang, Berthon, Pitt, and McCarthy, 2016). Despite the growth in recognition of 

mindfulness, there is a dearth of studies that examined the influence of mindfulness on 

employees' outcomes such as work engagement, wellbeing, and job performance in Malaysia.   

Employee engagement refers to employee’s involvement, enthusiasm and commitment to their 

job and their contribution to the organisations, in a positive manner (Gallup, 2013). As pointed 

out by Saks (2006), employee engagement has become a significant area of discussion among 

researchers and consulting firms. Several past studies have pointed towards the positive 

influence of employee engagement and several desired organisational outcomes (e.g., 

Whittington, Meskelis, Asare and Beldona, 2017; Komposo and Srideve, 2010). The study by 

Komposo and Sridevi (2010) stressed the importance of employee engagement and the positive 

influence of employee engagement on organisational performance. Santhoshkumar, Jayanthy, 

and Velanganni (2019) emphasised that in today's work environment, employees prefer to work 

in the best workplace, handle the best-suited responsibility and enjoy greater autonomy. 

Therefore, employee engagement is gaining importance and engaging the employees to their 

work as per their competency level must occupy the centre stage. However, there is a paucity 

of studies on employee engagement, and there is little knowledge of the antecedents and 

consequences of employee engagement (Saks, 2006). Past studies have identified several 

predictors of employee engagement, such as job characteristics, procedural justice, co-

employees support (and employee development (Saks, 2006; Ologbo and Sofian, 2012). Past 

studies have also studied the relationship between mindfulness and work engagement (e.g., 

Gunasekara and Zheng, 2018). However, most of these studies were carried out in developed 

countries. There is a dearth of research on the relationship between mindfulness and employee 

engagement in a developing country like Malaysia.  

The current work environment of digitalisation is subjected to complexities, uncertainties, and 

constant change. The constant organisational changes lead to higher levels of risks related to 

employee health problems (Dahl, 2011). Higher employee stress has negative consequences 

not only on employees but also on organisations, families and society (Tiyce, 2013). It was 

reported that workplace stress caused an additional expenditure between $125 to 190 billion 

dollars a year in US health care costs (Blanding, 2015). The Wall Street Journal reported that 

the indirect costs related to stress that is incurred by organisations could be even much higher 

than the direct costs of workers’ compensation and health benefits (Pfeffer, 2019). As reported 

in the Malaysian Star Online newspaper, higher levels of stress can bring negative 
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consequences and be counterproductive. This leads to poor job performances, strained 

relationships, and poor emotional and physical health (Muthiah, 2018). Another study by AIA 

Vitality showed that 53% of employees in Malaysia reported at least one dimension of work-

related stress, while 12% experienced high levels of anxiety or depression. Due to the high 

stress and sedentary lifestyle, the survey found that 84% of employees reported at least one 

type of musculoskeletal condition while 53% are at risk of mental health issues (Fong, 2017). 

Past studies have identified several workplace stressors that include shift work, employment 

environment, emotional dissonance, highly demanding job roles and ethical concerns (Tiyce, 

2013). Past studies have shown that mindfulness intervention is effective in reducing stress 

levels in employees and improving the wellbeing of employees (Aikens et al., (2014).  

However, there is a dearth of studies on the relationship between mindfulness and perceived 

stress in the services sector in Malaysia.   

As reported in the Harvard Business Review, one in five adults suffer from mental health 

challenges each year. This is costing organisations around $200 billion and 200 million lost 

workdays (Lieberman, 2019). The importance of employee wellbeing is supported by the 

results of a survey which revealed that employers also lose an average of 73.1 days per 

employee, due to ill-health related absenteeism and presenteeism. The outcome of the survey 

further revealed the issue of high productivity loss, as well as other behaviours like lack of 

sleep, stress, poor eating, physical inactivity, as well as overall mental health and wellbeing 

(Murugesan, 2018). However, as argued by Baptiste (2008), employee wellbeing is a neglected 

area of inquiry in organisations. Baptiste (2008) stressed that the importance of employee 

wellbeing had been overshadowed or obscured by the achievement of business-oriented 

performance outcomes. Past studies have revealed that human resource policies and practices 

adopted by organisations have a positive impact on the wellbeing of employees (e.g., Baptiste, 

2008; Joyce et al., 2010). Factors such as flextime and work-life balance were found to have 

positive and significant effects on the wellbeing and health of employees (Joyce et al., 2010; 

Zheng et al., 2015). Past studies have also pointed out the positive association between 

mindfulness and employee wellbeing (Lomas et al., 2017; Hansen, 2016). However, past 

studies have been carried out in developed countries and there is a dearth of research on the 

relationship between mindfulness and employee wellbeing in a developing country like 

Malaysia. Since employee wellbeing is essential for successful organisational outcomes, this 

study will examine the effect of employee mindfulness towards their wellbeing in the services 

sector in Malaysia.   

This study will examine the effect of employee mindfulness on employee engagement, 

wellbeing, and perceived stress among employees in the services sector in Malaysia. By 

focusing on the effect of mindfulness as a potential contributor to positive work-related 

outcomes, this study has significant implications for employee’s performance and productivity 

in the services sector. The findings of this research could assist Human Resource managers in 

understanding mindfulness practices and fine-tune their strategies to encourage the adoption of 

mindfulness practices among employees in the workplace.  

  

Literature Review 

Mindfulness 

Mindfulness is gaining recognition in organisations, and training programs on mindfulness are 

becoming popular. Mindfulness has its roots in Buddhism and can be viewed as a state of 

consciousness. There are several definitions of mindfulness that focus on attentional elements 

or upon self or identity (Reb and Atkins, 2015). Mindfulness was defined by Langer (1989) as 

an ‘‘active information processing’’ mode. Glomb et al. (2011) defined mindfulness as a state 

of consciousness experienced by individuals. 
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Similarly, Brown et al. (2011) defined that mindfulness is a state of consciousness. However, 

the frequencies of the states of mindfulness experienced by individuals can differ among 

individuals. According to Reb and Atkins (2015), mindfulness is referred to as a way people 

attend and relate to the world. Reb and Atkins (2015) explained that mindfulness is a way of 

being. In addition, mindfulness is a way of inhabiting a person’s body, mind, or moment by 

moment experience. 

Similarly, according to Hyland, Lee and Mills (2015), mindfulness refers to an individual’s 

‘present-focused consciousness’. In other words, mindfulness refers to the level to which a 

person is mindful in his or her work setting (Dane & Brummel, 2013). Brown et al. (2011) 

further explained that mindfulness is a process thinking and placing attention towards what is 

taking place at the moment. This encompasses both internal thoughts and external stimuli. The 

individual observes those stimuli without judgment. In other words, mindfulness refers to 

awareness and attention to current events and experiences. According to Kabat-Zinn (1990), 

mindfulness entails an attitude and commitment to non-judgment, patience, and trust in people 

themselves. Therefore, mindfulness of employees is their state of consciousness whereby they 

are focused and mindful of their work setting.   

There are several reasons to support the importance of mindfulness in organisations. The 

applications of mindfulness in the workplace encompasses the enhancement of wellbeing of 

employees and their professional effectiveness (Reb and Atkins, 2015; Glomb et al., 2011). 

Researchers and scholars have stated that mindfulness has a positive effect on work-related 

outcomes such as problem-solving, performance, productivity and stress reduction (Glomb et 

al., 2011; Butler and Gray, 2006). Mindfulness also contributes positively to intuition and 

strategic decision making (Dane, 2011; Shapiro et al., 2006). In addition, mindfulness increases 

emotional regulation, creativity, and empathy (Reb and Atkins). Glomb et al. (2011) stated that 

mindfulness makes employees more resilient, and this leads to an increase in their productivity 

and performance. They argued that employees enhance their power of self-regulation and 

improve their social relationships. A study by Reb, Narayanan and Chaturvedi (2014) revealed 

that mindfulness was related to the wellbeing and performance of employees. Another study 

by Reb, Narayanan and Ho (2013) revealed that mindfulness was a positive predictor of job 

performance, job satisfaction, burn-out and organisational citizenship behaviours. Therefore, 

most past scholars and researchers have pointed out the crucial role of mindfulness in the 

workplace.  

 

Relationship between Mindfulness and Employee Engagement 

There are several definitions of employee engagement (Bakker, Demerouti and Xanthopoulou, 

2011; Kahn, 1994).  Schaufeli et al. (2002) defined work engagement as a positive, fulfilling, 

work-related state of mind that is characterised by vigour, dedication, and absorption. 

Employees with high levels of engagement show high levels of energy, and they are highly 

enthusiastic about their job. Truss et al. (2006) explained that employee engagement is mainly 

a “passion for work”. According to Bakker, Demerouti and Xanthopoulou (2011), engagement 

refers to the experience of work by individuals as something to which they want to focus their 

effort, something that is meaningful to them and something that is interesting to them. The 

definition of employee engagement by Kahn (1990, 1992) is more focussed on emotional, 

physical and cognitive features. Kahn (1990) defined employee engagement as the harnessing 

of organisation members' selves to their work roles. In engagement, the people employ and 

express themselves physically, cognitively and emotionally during role performances. The 

cognitive part of employee engagement is fixated on the employees' beliefs, leaders and 

working environment. The emotional component is fixated on employees' attitudes, and the 

physical component is focused on physical vitalities applied by individuals to achieve their 
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respective roles. Based on the above definitions, employee engagement is a multi-faceted 

construct that explains the levels of willingness and energy that the employees are willing to 

put in their jobs. Furthermore, the definition of employee engagement is ambiguous among 

both academic researchers and among practitioners (Macey, and Schneider, 2008). 

Past studies have shown the mindfulness enhances employees' level of engagement in 

organisations (Brown and Ryan, 2003; Rich et al., 2010). Researchers have used the self-

determination theory to examine the influence of mindfulness on work engagement (e.g., 

Brown and Ryan, 2003). Self-Determination Theory addresses the innate and psychological 

needs of individuals (Deci and Ryan, 2000). Mindfulness makes employees more focussed and 

improves their internal awareness (Brown & Ryan, 2003). Brown and Ryan (2003) explained 

that employees' attention increases the certainty and clarity of their experiences and they 

become positively immersed in their job and activities. Kahn (1990) introduced the concept of 

psychological presence and stated that employee engagement is a function of being 

psychologically present at work and being open and attentive. Langer and Moldoveanu (2000) 

added that mindfulness could further improve engagement levels by enabling employees to 

view their current job as exciting and promoting their involvement in their job-related activities. 

Rich et al. (2010) further added that engaged employees are highly involved in their tasks and 

activities that they handle. A study by Malinowski and Lim (2015) confirmed that mindfulness 

is a positive predictor of work engagement and general wellbeing. According to Malinowski 

and Lim (2015), mindfulness wields a positive influence on work engagement through an 

increase in optimism, and hope. Atkins, Hassed and Fogliati (2015) also supported the positive 

influence of mindfulness upon employee’s wellbeing and work engagement. Based on the 

above review, the researcher formulated the hypothesis stated below for further testing:   

H1. Mindfulness’ is a positive predictor of employees’ engagement. 

 

Relationship between Mindfulness and Perceived Work-related Stress 

In a study involving 1277 respondents by Holton, Barry, and Chaney (2016), it was revealed 

that over half of respondents to the survey reported effective stress management by using 

different coping strategies. This indicates that under the current digital environment, stress and 

burn-out among employees are increasing. As stated by Wolever et al. (2012), higher levels of 

stress in employees lead to higher health risks and productivity losses in the workplace. There 

are several definitions of stress and stress encompasses both environmental stressors and 

individual strains (Beehr, 2014). Stress also has a different meaning for different people under 

different conditions (Akanji, 2013). Initially, Seyle (1974) defined stress as the body responds 

to a specific demand that is considered appropriate. According to Beehr (2014), work-related 

stress refers to a situation in the workplace that contributes to physical or psychological health-

related problems. In other words, stress refers to the relationship between workplace stressors 

and the poor health of employees. The Beehr-Newman model includes several facets of work-

related stress. The Beehr-Newman model shows the relationship between environmental facets 

and the human consequences facet of stress (Beehr, 2014). The consequence of workplace 

stress on employees and organisations is also significant. As stated by (Akanji, 2013), work-

related stress affects the health, performance and wellbeing of employees in organisations.  

Past studies have identified several causes of employee stress. Based on Murphy's schematic 

framework of factors associated with work-related stress and outcomes of stress, the 

determinants of stress are categorised as job-related factors, work relationships, organisation 

climate, career development, role within the organisation and factors that are intrinsic to job 

role such as workload (Murphy, 1995). According to Rossi, Meurs and Perrewe (2014), the 

main stressors are work overload, long workdays and fear of being dismissed. Scholars and 

researchers have stated that mindfulness is one of the factors that can lower stress and promote 
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the wellbeing of employees (Brown and Ryan, 2003; Aikens et al., 2014).  The study by Aikens 

et al. (2014) found that mindfulness reduces the employee's stress levels and improve their 

engagement. Another study by Wolever et al. (2012) also revealed that mindfulness 

significantly enhanced the perceived stress in employees. 

Similarly, the study by Chin, Slutsky and Raye and Creswell (2019) found that higher levels 

of mindfulness training resulted in lower levels of perceived stress in employees. A further 

study by Koncz et al. (2016) evaluated the effectiveness of mindfulness-based stress release 

program (SRP) on stress. The study found that mindfulness led to a reduction in perceived 

workplace stress levels. A study by Heckenberg, Eddy, Kent, and Wright (2018) found that 

mindfulness-based interventions were effective in reducing stress among employees.  Based 

on past studies, mindfulness is generally a positive predictor of perceived stress. Based on the 

above review, the researcher formulated the hypothesis stated below:   

H2. Mindfulness’ is inversely related to perceived work-related stress  

 

Relationship between Mindfulness and Employee Wellbeing 

There is a rising interest in employee wellbeing due to the linkage between employee health 

and performance in the workplace (Juniper, 2011). There are several definitions of employee 

wellbeing. According to Rath and Harter (2010), employee wellbeing refers to what is 

important to an individual and how he or she thinks about and experiences.  According to Shah 

and Marks (2004), wellbeing refers to feeling satisfied, happy and being fulfilled. Guest and 

Conway (2004) referred to employee wellbeing as the employee’s perception or ability to 

manage the workload, control over their current job, support from supervisors and peers, 

relationships at work, clearly defined role and involvement in organisational changes. 

Wellbeing is sometimes referred to as strain encountered by employees in the workplace. Le 

Fevre (2003) defined strain as psychological, physical, or behavioural responses to stressors in 

the workplace by employees. According to Bradburn (1969) and the individual who has more 

positive over negative affect will be high in wellbeing. On the contrary, if the negative effect 

is higher than the positive, the person will be low in wellbeing. Therefore, employee wellbeing 

has several indicators, and there is no clear definition.     

Past studies have identified several determinants of the wellbeing of employees in the 

workplace (Elovainio et al., 2014; Dickson-Smith et al., 2014). A study by Elovainio et al. 

(2014) indicated that employees' job demands, and job strain are risk factors for their wellbeing. 

Another study by Dickson-Smith et al. (2014) focussed on organisational culture. According 

to Dickson-Smith et al. (2014), an organisational culture that places high importance on the 

psychosocial needs of the employees will result in better employee's wellbeing. Another study 

by Zheng et al. (2015) revealed that higher levels of work-life balance among employees lead 

to better health and wellbeing.  Past studies have also identified mindfulness as a predictor of 

employee wellbeing (Aikens, 2014; Bayer, Lykins and Peters, 2012). The study by Bayer, 

Lykins and Peters (2012) revealed that mindfulness and self-compassion were positively and 

significantly related to wellbeing.  Similarly, a study by Aikens (2014) indicated that 

mindfulness intervention was effective in improving the wellbeing of employees. A review was 

undertaken by Lomas et al., (2017) revealed that mindfulness was a positive predictor of 

employee wellbeing and other outcomes. The past literature generally pointed to a positive 

relationship between mindfulness and employee wellbeing. The following hypothesis was 

developed for testing. 

H3: Mindfulness is positively associated with employee wellbeing.  
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Methodology and Research Design 

Research Design   

The researcher developed a design to undertake this research for testing the hypothesis based 

on the data collected from the sample of respondents identified. In this study, the research 

design encompassed sampling, instrumentation, collection of data and analysis of data (Singh, 

2006). This was an explanatory study to empirically examine the relationship of mindfulness 

(independent variable) towards the three dependent variables (Sarstedt, and Mooi, 2019). In 

this quantitative study, numerical data was collected to test the hypothesis.  This was a cross-

sectional study that collected data by using a survey strategy (Saunders et al., 2016).  A self-

administered questionnaire was administered electronically.  The SPSS and Smart-PLS tools 

were used to generate, analyse the data, and present the findings.   

 

Sample Size and Sampling Technique  

In this study, the researcher used a sampling technique as the study of the total population is 

not possible (Singh, 2006). The sampling makes the research findings economical and accurate 

(Singh, 2006). In this study, non-probability sampling was used as a listing of the respondents 

was not readily available. In non-probability sampling, there is no probability of selecting any 

individual (Singh, 2006). The researcher applied the accidental or haphazard sampling method 

because the sampling elements were not readily available (Singh, 2006). The study population 

was employees engaged in the services sector in Malaysia. For sample size calculation, the rule 

of thumb proposed by Green (1991) stated that if you want to test for individual parameters’ 

effect, you need a sample size of N>104 + k where k is the number of predictors. Hair et al. 

(2010) suggested that for multiple regression testing, the recommended sample size should be 

15 to 20 for each predictor. Loehlin (1992) suggested that for Structural Equation Modelling, 

there must be at least 100 respondents and preferably 200. The target sample size for this study 

was 200 respondents.  

 

Instrumentation  

The researcher developed a self-administered questionnaire. The first part of the questionnaire 

was to collect personal information on the respondents. The second part had closed-ended 

questions, and a five-point Likert scale was used to establish the degree of agreement with 

specific statements. The questions for perceived stress were adapted from Cohen, Carmack, 

and Mermelstein (1983). Based on the testing, the reliability for the Perceived Stress Scale for 

three different samples was .84, .85, and .86, respectively. The questionnaire for Employee 

Engagement was adapted from the Work and Well-Being Survey (UWES) by Schaufeli, 

Bakker and Salanova (2006). The factorial validity of the UWES was established by Schaufeli, 

Bakker and Salanova (2006) by utilising confirmatory factor analyses. The test showed that the 

three scale scores have good internal consistency and test-retest reliability. To measure 

mindfulness, the Mindfulness Awareness Scale (MAAS) was used to test levels of awareness 

(Brown and Ryan, 2003). For employee wellbeing, the questionnaire developed by Smith and 

Smith (2017) was adapted. The questions were tested using factor analysis, and the results for 

all the questions were within the acceptable range (Smith and Smith, 2017).  

 

Data Collection and Analysis 

The researcher used a questionnaire for data collection, as this method is frequently used in this 

type of research (Singh, 2006). Through data collection, the researcher accumulated evidence 

analysed the results and verified the research hypothesis (Singh, 2006). The ethical 

considerations of privacy and confidentiality were adhered to by the researcher (Singh, 2006).  

A multi-mode method was used to collect data. The questionnaires were distributed by hand 
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and electronically. Without follow up, the success rate of responses received electronically can 

be low. According to Sheehan (2001), success rates can only be roughly 25-30%.  The 

researcher sent 400 self-administered questionnaires electronically, and another 120 were 

distributed by hand using the direct distribute and collect method.  After a lapse of one month, 

212 completed questionnaires were received. Based on editing and checking, 12 questionnaires 

were removed.   

For all the usable questionnaires, numerical codes were assigned, and data were entered into 

an Excel spreadsheet. The data was later uploaded into the SMART-PLS system (Version 3.0) 

and SPSS system (Version 20). The descriptive statistics were generated from the SPSS system. 

The Smart-PLS system was used to test validity and generate inferential statistics to test the 

hypothesis. To test the validity of the data, the researcher checked the composite reliability, 

factor loadings and multicollinearity statistics (Hair et al., 2010).  In the inner model, the path 

coefficients and the level of significance were checked to examine the hypothesised 

relationships in this study. Bootstrapping with sub-samples of 1000 was done, and the results 

revealed the path coefficients and the t-values.   

 

Results  

Demographic Profiles of Respondents 

In this study, 200 questionnaires were valid and used for analysis to generate descriptive and 

inferential statistics. There were 115 females (57.5%) and 85 males (42.5%). In terms of age, 

62 (31%) of the respondents were aged between 26 to 33 years, and 23 (11.5%) were aged 

between 18 to 25years. Another 79 (39.5%) of the respondents were aged between 34 to 41 

years. The rest (18%) of the respondents were above the age of 42. In terms of income, 67 

(33.5%) of the respondents reported an income between RM3,001 to RM4,500. Another 33 

(16.5%) reported an income above RM4,600, A total 74 (37.0%) reported an income between 

RM1,501 to RM3,000. The rest (13%) reported an income below RM1,500. In terms of 

working experience, 38 respondents (19%) have been working for more than five years. 

Another 39 respondents (19.5%) have been working for less than one year. A total of 64 

respondents (32%) have been working between 1 to 3 years. The rest (29.5%) have been 

working between 3 to 5 years. 

 

Descriptive Statistics  

To test normality, the researcher checked the skewness and kurtosis of the data. The symmetry 

of data distribution is referred to as skewness. This shows the amount and direction of the skew. 

The kurtosis is the sharpness and height of the central peak of the data. According to George 

and Mallery (2010), the values of -2 and +2 for normal data distribution, as shown for skewness 

and kurtosis are considered acceptable. In this study, the values of kurtosis and skewness are 

within the acceptable range. The researcher also checked the mean value and standard 

deviation. The mean value for perceived stress low but high for the other three variables. The 

standard deviation that looks at the spread of data is low, and this indicates the normality of 

data distribution.  

 

Table 1: Descriptive statistics 

 Mean Std. Dev Skewness Kurtosis 

Statistic Statistic Statistic Std. Error Statistic Std. Error 

Perceived Stress 2.0883 .87539 1.375 .172 1.422 .342 

Engagement 3.9633 .89483 -1.484 .172 1.468 .342 

Wellbeing 4.2183 .37932 -.298 .172 .703 .342 

Mindfulness 3.9292 .73050 -1.254 .172 1.017 .342 
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Construct Reliability 

The researcher checked the reliability of the questionnaire to confirm the consistency and 

stability of the responses or scores given by the respondents (McMillan, 2007). In this study, 

the reliability or consistency of the scores was checked based on the Cronbach’s alpha value. 

As explained by Hair et al. (2017), the reliability or stability estimates are provided by the 

Cronbach's alpha based on the intercorrelations of the indicator variables. As stated by Blunch 

(2008), the alpha value must be at least 0.7 or above. In this study, the alpha values of 

engagement, perceived stress and mindfulness were higher than 0.7. However, for employee 

wellbeing, the score was 0.677 and this is considered within an acceptable range. The scores 

for the composite reliability are slightly higher than the value for Cronbach Alpha (Peterson & 

Kim, 2013). This confirmed that the reliability of scores in this study was not violated.  

 

Table 2: Construct Validity and Reliability 

  Cronbach's 

Alpha 

rho_A Comp. Reliability AVE 

Employee wellbeing  0.677 0.677 0.792 0.482 

Engagement 0.928 0.929 0.943 0.736 

Perceived Stress 0.916 0.918 0.934 0.704 

Mindfulness 0.858 0.890 0.900 0.649 

 

Validity and Factor Loadings 

The researcher checked convergent validity and the outer loadings that indicate the 

relationships between the indicators that are measured and the reflective construct (Hair et al., 

2017). The construct validity is established when the variables in this study are presumed to 

measure the same construct and if their intercorrelations are appreciable in magnitude (Kline, 

2016). The convergent validity in this study was determined by looking at the outer loadings 

of each indicator variable and the average variance extracted (AVE). The researcher examined 

the effect on reliability and validity when an indicator variable with outer loading below 0.70 

was removed (Hair et al., 2017). Two indicator variables with low factor loadings were 

removed. The deletion of two indicators led to an increase in composite reliability and content 

validity (Hair et al., 2017). 

In this study, the measurement of convergent validity was based on the Average Variance 

Extracted (AVE) (Hair et al., 2017). The value of the average variance extracted (AVE) is 

equivalent to the communality of a construct. As stated by Hair et al. (2017), the value of the 

average variance extracted (AVE) should be 0.5 or higher. This indicates that, on average, the 

construct explains more than half of its indicators (Hair et al., 2017).  An AVE with a low value 

shows that on average, more error remains in the items than the variance explained by the 

construct. The convergent validity in this study was established as the average variance 

extracted (AVE) was higher than 0.50 (Hair et al., 2017).  

 

Coefficient of Determination (R2) 

The value of “R squared" indicates the proportion of the variance in the dependent variable that 

is attributable to the independent variable. In this study, mindfulness was the only independent 

variable.  The coefficient of determination (R2) value evaluates the effects of the independent 

variable on the three dependent variables. The R2 value for employee wellbeing was low 

(17%). This indicates that only 17% of the variability in employee wellbeing is accounted for 

by mindfulness. The R2 value for employee engagement was 85%, and job stress was 75%. 

Therefore, mindfulness is a strong predictor of employee engagement and job stress.  
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Discriminant Validity 

The researcher also established the discriminant validity. The discriminant validity is 

established if the intercorrelations among a set of variables presumed to measure different 

constructs are not too high (Kline, 2016). Hair et al. (2017) explained that discriminant validity 

is established to look at the extent to which a construct is truly distinct from other constructs 

by empirical standards. In this study, the Fornell-Larcker criterion was used by the researcher 

to assess discriminant validity (Hair et al., 2017). The Fornell-Larcker criterion compares the 

square root of the AVE values with the latent variable correlations (Hair et al., 2017). As shown 

in the table below, the square root of each construct's AVE is higher than its highest correlation 

with any other construct. Therefore, discriminant validity was established in this study.  

 

 Table 3: Discriminant Validity Fornell-Lacker Criterion 

  Employee 

wellbeing 

Engagement Job Stress Mindfulness 

Employee 

wellbeing 

0.658       

Engagement 0.426 0.898     

Job Stress -0.419 -0.815 0.839   

Mindfulness 0.410 0.878 -0.810 0.806 

 

Hypothesis Testing 

The path coefficients are shown in the structural model. The path coefficient indicates the 

estimated path relationships, as shown in the table below. Bootstrapping with 1000 subsamples 

was done. As stated by Hair et al. (2017), a large number of bootstrap samples are drawn from 

the original sample with a replacement model. The path coefficients indicate the hypothesised 

relationships among the exogeneous and endogenous constructs. The p-values for all the three 

hypothesised relationships are significant in this study. In this study, the path coefficient 

between mindfulness and work engagement is 0.858, and the p-value is less than 0.05 (p<0.05). 

Therefore, hypothesis H1 is proven and accepted. The value for path-coefficient between 

mindfulness and perceived stress is -0.88. The p-value is also significant. This shows an inverse 

and significant relationship between mindfulness and perceived stress. Therefore, hypothesis 

H2 was accepted. Hypothesis H3 hypothesised that mindfulness is positively related to work 

engagement. The value of the path coefficient between mindfulness and employee wellbeing 

is positive and significant. Therefore, hypothesis H3 is also proven.  

 

Table 4: Path Coefficients 

  Original 

Sample   

Sample 

Mean  

Std 

Deviation  

P 

Values 

Mindfulness -> Employee 

wellbeing 

0.410 0.419 0.060 0.000 

Mindfulness -> Engagement 0.858 0.858 0.013 0.000 

Mindfulness -> Job Stress -0.880 -0.881 0.021 0.000 

 

Discussion and Conclusion  

The first hypothesis of this study was to find out whether mindfulness is a positive predictor of 

employee engagement in the services sector in Malaysia. The results of this study revealed that 

mindfulness was a very strong predictor of employees’ engagement. This means that higher 

levels of mindfulness will lead to a higher level of employee engagement. The results are 
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consistent with findings from past studies. The results of this study are consistent with prior 

studies (Malinowski and Lim, 2015; Atkins, Hassed and Fogliati, 2015). The study by 

Malinowski and Lim (2015) revealed that mindfulness was a positive and significant predictor 

of work engagement. Higher levels of mindfulness will increase the focus and internal 

awareness of employees. This will lead to more considerable attention and clarity. Higher 

levels of mindfulness in the workplace will lead to a higher level to which employees are 

mindful in their work environment or setting (Dane & Brummel, 2013). In the workplace, an 

employee with a greater level of mindfulness is focused and does not react towards what is 

taking place in the workplace. This will improve the engagement of employees, and these 

employees will approach their relationship with their peers and leaders nonjudgmentally 

(Hülsheger, Alberts, Feinholdt and Lang, 2013). Therefore, greater levels of mindfulness 

enable organisations to foster employee (Hyland et al., 2015). 

In this study, it was hypothesised that mindfulness is inversely related to perceived work-

related stress. The results of this study revealed that mindfulness was inversely associated with 

perceived work-related stress among employees. The results also support the findings by past 

researchers (Wolever et al., 2012; Chin, Slutsky and Raye and Creswell, 2019).   The study by 

Chin, Slutsky and Raye and Creswell (2019) revealed that perceived stress is lowered through 

mindfulness training in organisations. Similarly, Heckenberg, Eddy, Kent, and Wright (2018) 

also stated that mindfulness-based interventions lowered the stress levels in employees. Hyland 

et al. (2015) also stressed that mindfulness is effective in combatting and managing stress 

among the employees.  Stress in the workplace stress affects both individuals and organisations 

in terms of productivity, performance, absenteeism and turnover intention.  Therefore, 

mindfulness training can assist in reducing stress among employees and benefiting both 

employees and organisations (Hyland et al., 2015). 

In this study, it was hypothesised that mindfulness was a positive predictor of employees' 

wellbeing. The results showed that mindfulness is positively and significantly related to 

employee's wellbeing. However, the impact of mindfulness on employee wellbeing was lower 

than the impact on employee engagement. The results of this study are also consistent with past 

studies (Aikens, 2014). Previous studies have also identified mindfulness as a predictor of 

employee wellbeing (Aikens, 2014; Lomas et al., 2017). The research by Aikens (2014) 

revealed that mindfulness intervention effectively improved the wellbeing of employees. 

Mindfulness training can improve the employee’s wellbeing physically, emotionally, and 

psychologically (e.g., Aikens, 2014; Glomb et al., 2011). Mindfulness-based practices in 

organisations can improve the employee's emotions, self-regulation of feelings and behaviours, 

and this leads to better wellbeing in the workplace (Glomb et al., 2011). Mindfulness-based 

practices provide and support the mental and physical health of employees and such practices 

to promote the wellbeing of employees.  

 

Implications  

Mindfulness is gaining importance today, and a vast amount of knowledge is available to 

employees via social media and the internet. The potential implication of mindfulness on 

employee engagement and wellbeing can be far-reaching for both the employees and 

organisations. At the individual level, a better understanding of mindfulness can potentially 

lower stress levels and improve their engagement.  Training and investment in mindfulness can 

benefit organisations in terms of losses incurred due to absenteeism, productivity and 

presenteeism. Investment in mindfulness can also benefit teams. Therefore, organisations 

should include mindfulness in human resource practices. However, mindfulness may not be a 

'quick-fix' for employees and require long term commitment by leaders in organisations. 

Organisations should promote interventions that will facilitate learning and adoption of 
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mindfulness. Organisations should encourage and support leaders and other employees to 

practice mindfulness and improve employee engagement.  

There were several implications of this study from the theoretical perspective. Based on the 

knowledge of the researcher, this is the first study on the effect of mindfulness on employee 

engagement, perceived stress and wellbeing. Therefore, this study is unique and added new 

knowledge relating to the role of mindfulness towards employee engagement, perceived stress 

and wellbeing. This study helps to fill the research gaps by providing new information towards 

the role of mindfulness in combatting stress and improving employees' engagement and 

wellbeing.   

 

Limitations and Recommendations for Future Research 

There were some limitations related to this study. These limitations paved the way for 

recommendations for studies in the future. The first limitation was related to demographic 

variables such as age and gender. There may be differences based on age or gender towards 

mindfulness. In addition, the demographic variables can act as moderators in the relationship 

between mindfulness and the dependent variables.  Future studies should include demographic 

variables to test the differences based on specific demographic variables such as age. In 

addition, the demographic variable should be included as moderators to find out the changes in 

the strength of the relationship between the constructs. Secondly, this was a cross-sectional 

study that was carried out among employees in Kuala Lumpur only. Future studies should be 

extended to other sectors and towns. In the future, research-based on longitudinal studies of 

employees can provide better insights on the effect of mindfulness on employee engagement 

and wellbeing.   
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