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MANAGEMENT | RESEARCH ARTICLE

Impact of trait mindfulness on job satisfaction and
turnover intentions: Mediating role of work–family
balance and moderating role of work–family
conflict
Basharat Raza1*, Muhammad Ali2, Khalida Naseem1, Abdul Moeed1, Jamil Ahmed1 and
Muhammad Hamid3

Abstract: The organizations are facing a problem to keep their employees satisfied
and retain them in this era. This study investigates the influence of mindfulness to
increase employee job satisfaction and reduce turnover intentions via mediating
effect of work–family balance. This research also examines the moderating effect of
work–family conflict between the relationship of mindfulness and work–family
balance. The real-life organizational empirical data were collected from 306 nurses
working in public and private hospitals of Lahore, Pakistan. Structural equation
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PUBLIC INTEREST STATEMENT
Employees are facing the issue of work–family
balance in organizations. If employees manage
work–family balance, then they feel satisfied with
their job; otherwise, they feel depression and
anxiety, even intent to join the organizations
having opportunities to manage their work–family
balance. In Asian context, where the concept of
joint family system is prevailed, their work–family
balance is a big issue. Employees adopt different
strategies to cope with this problem. This research
aimed to investigate the influence of employees’
trait mindfulness on their work–family balance.
Mindfulness is trait, quality, or state of a person to
being conscious or aware of something. The 306
nurses working in public and private sector hos-
pitals of Pakistan participated in the survey. The
results showed that trait mindfulness of employ-
ees enhances their work–family balance, which
result in increased job satisfaction and decreased
turnover intentions. Furthermore, organizations
need to help employees to revitalize their ener-
gies and mindfulness ability during stressful
workdays.
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modeling analysis revealed that all hypotheses were supported. Practical implica-
tions, limitations, and future directions are also discussed in this study.

Subjects: Multidisciplinary Psychology; Philosophy of Psychology; Cognitive Psychology

Keywords: trait mindfulness; work–family balance; work–family conflict; job satisfaction;
turnover intention

1. Introduction
Organizations are facing a challenge to satisfy and retain the experienced employees in the dynamic
and competitive environment. Work–family balance is a critical issue for employees on workplace
nowadays. Many studies have discussed the predictors of job satisfaction, turnover intentions, and
work–family balance (Egan, Yang, & Bartlett, 2004; Fazio, Gong, Sims, & Yurova, 2017; Janssen & Van
Yperen, 2004; Judge, Heller, & Mount, 2002; Saari & Judge, 2004). Currently, researchers have found that
mindfulness predicts the employees job satisfaction and turnover intentions (Dane & Brummel, 2014;
Hulsheger, Alberts, Feinholdt, & Lang, 2013; Wongtongkam, Krivokapic-Skoko, Duncan, & Bellio, 2017).
Furthermore, Mesmer-Magnus, Manapragada, Viswesvaran, and Allen (2017) explained that trait mind-
fulness provides both personal and professional advantages to the employees on workplace. For the
personal advantage, trait mindfulness is linked positively to mental health, confidence, life satisfaction,
and emotional regulation, while negatively correlated with negative emotions, anxiety, depression, and
perceived life stress. Additionally, professional advantages include job performance, job satisfaction, and
interpersonal relations. Mindfulness is also helpful in reducing work withdrawal and burnout among
employees. The mindfulness has been defined as “a psychological state in which one focuses attention
on events occurring in the present moment” (Brown & Ryan, 2003). Moreover, mindfulness means the
quality or state of being conscious or aware of something. Simply, an employee is a mindful person,
when he/she is present and understand every event occurring in front of him/her. This concept is derived
from the Buddhism (Brown, Ryan, & Creswell, 2007). Buddhist tried to enhance their awareness of the
present moment by mindfulness meditation (Nyanaponika, 1949). Despite its origin, mindfulness has
attracted the attention of different research scholars in this era as well. Research studies also reported
that mindfulness is a different construct from other similar concepts like openness to experience and
emotional intelligence (Dane, 2011; Weinstein, Brown, & Ryan, 2009).

Mindfulness expediency has been tested in different disciplines like social psychology, neu-
roscience, andmedicine, etc. (Dane & Brummel, 2014). Mindfulness has beenmostly tested on clinical
samples as a cure for different psychological problems and behavioral disorders such as depression,
chronic pain, or eating disorder (Hulsheger et al., 2013). Furthermore, many physicists have also used
mindfulness to enhance physical well-being (Dane & Brummel, 2014). Due to these benefits, mind-
fulness has gained much attention even in recent studies (Glomb, Duffy, Bono, & Yang, 2011).

Globally, nursing is a profession for high-quality patient care. Mindfulness interventions increase
job satisfaction in nurses (Mrayyan, 2007) and decreased absenteeism and retention (Davey,
Cummings, Newburn, & Lo, 2009; Ritter, 2011). In nursing profession, job satisfaction is an
important outcome which reduces the turnover rate and burnout (AbuAlRub, Omari, & Al-Zaru,
2009; Abushaikha & Saca—Hazboun, 2009).

Most of the researchers used meditation practices to enhance the mindfulness, and these
meditation practices are known as mindfulness treatment (Jha, Morrison, Parker, & Stanley,
2017; Creswell & Lindsay, 2014; Hugh-Jones, Rose, Koutsopoulou, & Simms-Ellis, 2018;
Lindsay & Creswell, 2017). Recently, many scholars have conceptualized mindfulness as
psychological state which individuals experience in different situations even
without mindfulness treatment. Studies have suggested that mindfulness varies from person
to person (Allen & Kiburz, 2012; Brown & Ryan, 2003), which means that one can be more
mindful than the other (Giluk, 2009). Therefore, level of mindfulness may be assessed as
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a psychological state or trait of individuals (Kabat-Zinn, 2005). Allen and Kiburz (2012) argued
that individual dispositional difference in mindfulness relates to different psychological dis-
eases like psychological distress, anxiety, rumination, etc. (Carmody & Baer, 2008). The
natural mindfulness which is not developed through any meditation practice is useful for
behavior regulation and psychological health (Bowlin & Baer, 2012). The implementation of
mindfulness-based practices improves employees’ mental health (Gregoire & Lachance, 2015;
Virgili, 2015), work–life balance (Allen & Kiburz, 2012), work satisfaction (Hulsheger et al.,
2013), work performance (Reb, Narayanan, & Ho, 2015), client satisfaction (Gregoire &
Lachance, 2015), and decrease turnover intentions (Dane & Brummel, 2014; Reb et al., 2015).

The organizational scientists are investigating the benefits of mindfulness on the workplace. The
studies have discussed mindfulness relationship with different variables like task performance, job
satisfaction, and leadership (Dane, 2011; Glomb et al., 2011; Hulsheger et al., 2013; Reb,
Narayanan, & Chaturvedi, 2014). Furthermore, researchers have discussed these relationships
theoretically, and a few studies tried to investigate this phenomenon empirically (Reb et al.,
2014; Wongtongkam et al., 2017). Further studies are needed to increase the understanding of
researchers and practitioners about the mechanism through which mindfulness influences the
employee’s well-being, job satisfaction, and turnover intentions in the workplace. Some of the
researchers suggested some phenomena like surface acting as its mechanisms are still to be
explored (Hulsheger et al., 2013).

This study aims to explore the underlying mechanism of association among trait mindfulness,
turnover intentions, and job satisfaction. An employee usually has two major roles in his life: work
life and family life. Research supported that trait mindfulness helps in enhancing personal and
professional outcomes (Mesmer-Magnus et al., 2017). Trait mindfulness can improve the ability of
a person to balance these two roles (work–family balance), because of his/her characteristics to
remain mentally involved in workplace activities without thinking about other things.
Consequently, the work–family balance will increase his/her job satisfaction and decrease turnover
intentions. So, work–family balance can mediate the influence of trait mindfulness on job satisfac-
tion and turnover intentions. Furthermore, if the requirements of the job and family have a conflict
with each other (work–family conflict), then employees with mindfulness trait might be able to
maintain this balance. Moreover, the presence of work–family conflict can weaken the association
between trait mindfulness and work–family balance.

To keep the employee satisfied and to retain the competent employees are the primary issues
faced by the organizations nowadays. Mindfulness is a good predictor of job satisfaction and keeps
the turnover intentions low. This research focuses that how mindfulness is helpful for an organiza-
tion to retain and satisfy its employees. The mechanism of salutary impacts of trait mindfulness on
employee outcome at the workplace is studied in the research. This research focuses on only two
employee outcomes at the workplace: job satisfaction and turnover intentions. This study explores
the mediating effect of work–family balance in the relationship of trait mindfulness with job
satisfaction and turnover intentions and the moderating influence of work–family conflict between
the relationship of trait mindfulness and work–family balance. Hence, this research objectives are
(1) to explore the relationship of trait mindfulness with job satisfaction and employee turnover
intentions, (2) to examine the mediating role of work–family balance between trait mindfulness
and the two employee’s outcomes, and (3) to observe the moderating role of work–family conflicts
in the relationship of trait mindfulness and work–family balance.

2. Literature review

2.1. Mindfulness and job outcomes (job satisfaction and turnover intention)
Glomb et al. (2011) theorized mindfulness as a “state of consciousness characterized by receptive
attention to and awareness of present events and experiences without evaluation and judgment.” It
has three essential characteristics. First, it is a psychological state which means that every person
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possesses it (Harvey, 2000). As a state, it is not something that one person has, and another does not
(Dane, 2011). As argued by Kabat-Zinn (2005), it is the inherent capacity of every human to achieve
this state of mindfulness. But its level is different in different people as argued by Walach, Buchheld,
Buttenmüller, Kleinknecht, and Schmidt (2006), some people are consciousness more often in com-
parison with other people, so, it is considering an attribute. Many researchers have treated mind-
fulness as personality traits (Allen & Kiburz, 2012; Brown & Ryan, 2003).

Second, it is the state of conscientiousness, to be present in the current moment. As explained
by Hulsheger et al. (2013), mindfulness is presently oriented consciousness state, and it is also
argued by Herndon (2008) that for being mindful, a person should focus on “here and now.”
A person with mindfulness should have a focus on presenting without thinking about the future or
wandering in the past.

Third, it includes receptive attention and awareness without judgment. According to Brown et al.
(2007), mindfulness involves paying attention to the current situation without attributing any
judgment to it. Similarly, Hulsheger et al. (2013) argue that in the state of mindfulness, individual
observes the current situation without evaluating or reacting upon it. So, it means that while in the
state of mindfulness, a person does not respond to the event abruptly because this state restrains
the person to attribute any meaning to the happening event. It includes receptive attention of
both inner (emotions, thoughts, and feelings) and external events (Hulsheger et al., 2013).

This research used mindfulness at trait level (trait mindfulness). Many researchers have pre-
sented the evidence that it is not compulsory that only the person, who has gone through
meditation practice, possess mindfulness. Mindfulness is the intrinsic people capacity (Brown &
Ryan, 2003), it varies from person to person and moment to moment (Robbins & Judge, 2012), and
this variation is linked to environmental situations and genes (Davidson, 2010). Trait mindfulness is
linked with salutary effects in different fields (Bowlin & Baer, 2012; Dane, 2011; Glomb et al., 2011).

It is investigated that individual mentally present at work with full concentration will be satisfied
with the job (Hulsheger et al., 2013). Individual variances showa significant role in job satisfactionwith
the mediation effect of job engagement; mindfulness is positively linked to job satisfaction (Hofmans,
De Gieter, & Pepermans, 2013; Zivnuska, Kacmar, Ferguson, & Carlson, 2016). Individuals are having
the quality of mindfulness, focus on the job, and get the benefit of job satisfaction (Mesmer-Magnus
et al., 2017). Another recent study explains that individual with careful attention shows that they were
more focused at work and were more satisfied with their jobs (Wongtongkam et al., 2017). Based on
the literature, it is assumed that trait mindfulness has a positive impact on job satisfaction.

Weinstein et al. (2009) describe in their research that mindfulness helps individuals to handle
stress proactively and adapt themselves accordingly. Atkins and Parker (2012) argue that mind-
fulness accelerates self-regulation. Furthermore, this enables individuals to react to stressed
events with great calmness and deep cogitation (Carlson, 2013). In a dynamic workplace, mind-
fulness helps people to cope with challenging tasks and hence negatively associated with the
turnover intention (Dane & Brummel, 2014). Based on the literature, this study proposes that
mindfulness is negatively linked with turnover intention.

Hypothesis 1(a): Trait mindfulness has the positive impact on job satisfaction.

Hypothesis 1(b): Trait mindfulness has the negative impact on turnover intention.

2.2. Mediating role of work–family balance
Existing research investigated that mindfulness has a positive effect on work–family balance.
Existing literature reveals that different authors define it differently. Despite these various
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conceptualizations in this research, work–family balance is taken as complete appraisal regard-
ing person’s efficiency and satisfaction with work and family life. So, the work–family balance is
referred to the person’s skill to keep a balance between his role at work and role in the
household (Allen & Kiburz, 2012). Work–family balance is different from other related constructs
in work–family literature like work–family conflict and work–family enhancement. The work–
family balance was considered the absence of work–family conflict, but it is not true because if
the lack of conflict is balanced, then we do not need two concepts (Carlson, Grzywacz, &
Zivnuska, 2009). Other concepts are the relationship between work and family role require-
ments, but the balance is not any relationship or connecting system, it is considered as the
person’s ability to balance the need for both characters (Carlson et al., 2009). Now, it is agreed
that stability, conflict, and enrichment are three different concepts (Allen & Kiburz, 2012;
Carlson et al., 2009; Jain & Nair, 2013).

Due to these confusions, not many researchers have attempted to explore predictors and conse-
quences of work–family balance. But some predictors and outcomes are proposed like: long work
hours are negatively linked to work–life balance. Job characteristics are also one of the predictors of
work–life balance. Job complexity and control over time have a positive impact on work–life balance
(Valcour, 2007). Job satisfaction, organizational commitment, life satisfaction, and family functioning
are presented as some of the outcomes of work–family balance (Carlson et al., 2009).

In this research, the hypotheses are established on the bases of role balance theory. According to
this theory, trait mindfulness has a positive effect on work–family balance. Role balance is connected
with one’s overall role while performing the individual role. It requires that regular role performed by
the partner should have the behavior of attentiveness (Marks & MacDermid, 1996). This rehearsal of
evenhanded vigilance sometimes stated as mindfulness. In light of this approach, if a person
approaches the role at hand with alertness and attentiveness, then he/she can better balance the
role. Attentiveness and sharpness to the present moment are the essential elements of trait mind-
fulness. Mindfulness enhances the self-determined behavior (Glomb et al., 2011) and prevents the
automatic response, which means that a person with mindful ability can pay full attention to the
present role without automatically thinking about another role. So, if a person has high trait mind-
fulness, he will be better at focusing on the only current role at hand without thinking the other role
which in return will increase its ability to create the balance between roles which is a work–family
balance. Based on above literature, it can be hypothesized that

Hypothesis 2: Trait mindfulness has the positive impact on work–family balance.

There are six behavioral outcomes of an employee in the workplace which are studied in the field
of organizational behavior (Robins, Keng, Ekblad, & Brantley, 2012). Three of them are positive
outcomes (job satisfaction, job performance, and organizational citizenship) and three of them are
negative results (absenteeism, turnover intentions, and deviance). From positive results, job satis-
faction is taken because it is the most famous predictor of all other behaviors and from adverse
consequences because of the organization, it is a very crucial issue to retain their employees. Job
satisfaction and absenteeism are presented as the results of the work–family balance. These
outcomes are tested before with different conceptualizations of work–family balance like Allen,
Herst, Bruck, and Sutton (2000), considered work–family balance as the opposite of work–family
conflict. Moreover, they argued that if a person has less work–family conflict, it will have fewer
turnover intentions. So, there is not much investigation on work–family balance given separate
concept in the literature of work–family (Carlson et al., 2009).

So, we proposed that if the individual can balance both roles, then he will be more satisfied with
his job and will have fewer intentions to turn over. Maintaining a balance between work–life was
supported as one of the best practices that after adaptation reduced workplace stresses and

Raza et al., Cogent Business & Management (2018), 5: 1542943
https://doi.org/10.1080/23311975.2018.1542943

Page 5 of 20



increased job satisfaction (Aamir, Hamid, Haider, & Akhtar, 2016). The more satisfied employees
are with their job, the lesser the turnover intentions. Based on a review of the literature, the
hypothesis can be developed showing that work–family balance has a positive impact on the job
satisfaction and negative impact on turnover intentions.

Hypothesis 3(a): Work–family balance has a positive influence on job satisfaction.

Hypothesis 3(b): Work–family balance has a negative influence on turnover intentions.

Traitmindfulness enhances a person’s ability tomaintain reasonable relation b/w family role andwork
which is known as work–family balance (Johnson, Kiburz, Dumani, Cho, & Allen, 2011). Work–family
balance reduces turnover intentions and enhances the job satisfaction (Carlson et al., 2009). There is
a mediation effect of work–family balance on work–family conflict and job satisfaction (Pattusamy &
Jacob, 2017). So, collectively, it can be said that trait mindfulness being a positive attribute enhances the
work–family balance which further improves the job satisfaction and decreases turnover intentions. So,
work–family balance is a guiding mechanism for having trait mindfulness with its salutary effects at the
workplace. Based on the literature, hypotheses are formed to depict that work–family balancemediates
the relationships between trait mindfulness, job satisfaction, and turnover intentions.

Hypothesis 4(a): Work–family balance mediates the association between trait mindfulness and
job satisfaction.

Hypothesis 4(b): Work–family balance mediates the association between trait mindfulness and
turnover intentions.

2.3. Moderating role of work–family conflict
Existing literature considered work–family conflict and the work–family balance as interrelated
constructs. Work–family balance is mostly investigated from conflict viewpoint (Greenhaus &
Beutell, 1985). But Carlson et al. (2009) proved that work–family conflict is different from work–
family balance. Work–family balance is a person’s ability to keep balance in work and family roles,
but the work–family conflict is the extent to which one role negatively affects the other (Carlson
et al., 2009). This conceptualization of work–family conflict was taken from Greenhaus and Beutell
(1985), which defined work–family conflict as “a form of inter-role conflict in which the role
pressures of the work and family domains are mutually incompatible in some respect.” Then,
further Frone, Russell, and Cooper (1992) argued that work–family conflict is a bi-directional
concept. According to his definition of WFC given by Greenhaus and Beutell (1985) unambiguously
depicts the two directions of the idea. But only one path (work to family) of the concept is studied
which limits the limitation of the notion. So, the work–family conflict has dual directions work to
family conflict and family to work conflict. When work requirements are inconsistent with a family
requirement or work interfere with family, it is perceived work to family conflict. Carlson et al.
(2009) explained that “when a lousy day at work spills over into the family and results in snappy
parent-child interactions,” it is considered as work to family conflict. Another direction of the
concept is family to work conflict which means that requirement of family role conflicts with the
work requirements or family interferes with work (Frone et al., 1992).

This study proposes that work–family conflict moderates the association between trait mindfulness
and work–family balance. If a person has low work–family conflict which means that a person’s both
roles don’t interfere with each other, then he will quickly remain attentive at the present position, so
he will be able to keep balance. But if a person facing the high work–family conflict which means that
the individual’s both roles interfere with each other, then he or she will not be able to remain attentive
or aware at present role, so it will be difficult for him to keep balance in both roles. As said by Carlson
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et al. (2009), role conflict affects the person’s ability to maintain a balance between roles. In
a nutshell, the high work–family conflict will lessen the association between trait mindfulness and
work–family balance, and low work–family conflict will strengthen the association between trait
mindfulness and work–family balance. Finally, this study hypothesizes that work–family conflict
moderates the linkage between trait mindfulness and work–family balance.

Hypothesis 5: Work–family conflict moderates the linkage between trait mindfulness and work–
family balance. Such that if the work–family conflict is high, it will weaken the linkage between
trait mindfulness and work–family balance and vice versa. A conceptual framework is developed
based on comprehensive literature review, which is depicted in Figure 1.

3. Methodology

3.1. Date collection procedure and sample
The real-life organizational data were collected from nurses working in different public-sector hospi-
tals of Lahore, Pakistan. The population for this study was employees of interactive service jobs
because mindfulness is very significant for service providing employees as suggested by Hulsheger
et al. (2013). Mahon, Mee, Brett, and Dowling (2017) also conducted a study regarding trait mind-
fulness and job stress in the nursing profession. To stay focused and attentive is an integral part of the
service industry because they directly face the customers. Trait mindfulness, work–family balance,
and work–family conflict can best be studied in such an environment. It is a quantitative cross-
sectional research study; its unit of analysis was individual and its data collected through self-
reported questionnaires. Through a simple random sampling technique, the sample was taken
from nursing profession from health sector where service provision is an integral part of their job.
Nurses have to work in most dynamic and challenging environment because they have to focus on
more than one task at a time (Byrne, Keuter, Voell, & Larson, 2000). This sampling technique was used
to avoid prejudice and other undesirable effects from the respondents.

The survey methodology was used to distribute 500 questionnaires among nurses. The 306
questionnaires were received back from those surveyed; the response rate was 61.2%. The
recommended item–respondent ratio applied for the present study was 1:5 (45:225) (Bentler &
Chou, 1987); the 306 responses exceeded the required level of respondents. The questionnaires
were translated from English to Urdu to make it understandable for respondents (Brislin, 1980).

The age ofmost of the respondents is ranging between 20 and 25 years. Themixed results have been
got in the education, 47.4% respondents have an intermediate qualification, 32% have a bachelor
qualification, and 15.7% respondents have a master qualification. Twenty-eight percent respondents
have 1–5 years experience, 39.2% have 5–10 years, 18.3% have 10–15 years, 11.7% have 15–20 years,
and 2.8% have 20–25 years experience. The data were collected from service providing industry.

H5 

H2 

Trait 
Mindfulness 

Job 
Satisfaction 

Work Family 
Balance Turnover 

Intention 

Work Family 
Conflict 

H1a

H1b 

H4a

H4b 

Conceptual Framework Figure 1. Mechanism of rela-
tionship of trait mindfulness
with job satisfaction and turn-
over intentions.
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3.2. Measures

3.2.1. Trait mindfulness
It is measured by 15-item questionnaire (Mindfulness Attention and Awareness Scale) developed
by Brown and Ryan (2003). Sample items are “I could be experiencing some emotion and not be
conscious of it until sometime later” and “I break or spill things because of carelessness, not
paying attention, or thinking of something else.” These items were responded on the 5-point scale
ranging from 1 = almost always to 5 = almost never.

3.2.2. Work–family balance
It is measured by 6-item questionnaire created by Carlson et al. (2009). Sample items are “I can
negotiate and accomplish what is expected of me at work and in my family.” And “I do a good job
of meeting the role expectations of critical people in my work and family life.” A Likert scale
ranging from 1 = strongly disagree to 5 = strongly agree used to measure these items.

3.2.3. Work–family conflict
It is measured by 18-item questionnaire created by Carlson, Kacmar, and Williams (2000). These
nine items were used to measure work to family, and other nine items were used to measure
family to work conflict. Sample items are “My work keeps me from my family activities more than
I would like” and “The time I must devote to my job keeps me from participating equally in
household responsibilities and activities.” A Likert scale range starting from 1 = strongly disagree
to 5 = strongly agree used to measure these items.

3.2.4. Job satisfaction
Job satisfaction is measured by two items which are developed by work of Hackman and Oldham
(1975) and designed by Hofmans et al. (2013). Items are “Generally speaking, I am satisfied with
my job” and “I am generally satisfied with the kind of work I do in my job.” A 5-point scale ranging
from 1 = strongly disagree to 7 = strongly agree used to measure these items.

3.2.5. Turnover intention
It is measured by 4-item scale created by Kelloway, Gottlieb, and Barham (1999). Sample items are
“I am thinking about leaving this organization” and “I am planning to look for a new job.” A Likert
scale range starting from 1 = strongly disagree to 7 = strongly agree used to measure these items.

4. Analysis strategy
The structural model was tested through structural equation modeling using SPSS Version 22 and
AMOS. The measurement model was evaluated through assessing the reliability (through Cronbach
alpha), convergent validity (through average variance extracted), and discriminant validity
(through Fornell–Lacker Criterion) have been calculated. Confirmatory factor analysis, mediation
analysis, and moderation analysis have been performed to get results. Structural equation model
has been used to test the hypotheses.

4.1. Common method variance
We used difference scales between independent variable and dependent variable as a procedural
remedy to reduce the common method variance. Second, Harman’s single factor test was used
(Podsakoff, MacKenzie, Lee, & Podsakoff, 2003), as statistical remedy to assess the common method
bias. In this study, single factor showed only 29% of the total variance, which confirmed that there is
no issue regarding commonmethod variance. Mattila and Enz (2002) described in their research study
that method bias would issue when one factor explains more than 50% of the variance in the items.

4.2. Confirmatory factor analysis
Confirmatory factor analysis is a beneficial tool for measuring the validity of a construct. In the words
of Anderson and Gerbing (1988), measurement model is a pre-requisite of confirmatory factor
analysis to test structural model. Several CFAs are done until the model fit of the measurement
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model is achieved. In this regard, one item of construct “work–family balance” and four items of
construct “work–family conflict” are deleted, because of issues in factor loadings and collinearity. The
Figure 2 shows the results of confirmatory factor anaylsis.

4.3. Measurement model
The measurement model has been evaluated through fit indices. In this research, study results
showed good fit values (χ2 = 1,758.871, df = 806, χ2/df = 2.182, RMSEA = 0.06, CFI = 0.90,
NNFI = 0.90) suitable to the suggested standard values (χ2/df < 3, RMSEA < 0.08, CFI > 0.95,
NNFI > 0.95) (Bagozzi & Yi, 1988; Browne, Cudeck, Bollen, & Long, 1993; Hu & Bentler, 1999). As
suggested by Cheung and Rensvold (2002), value equal to 0.90 is also acceptable for CFI and NNFI.

Table 1. Construct reliability and convergent validity of constructs

Factor Means Std. deviation Composite
reliability
CR > 0.7

Average
variance
extracted
(AVE) ≥0.5

Square root
AVE

Work–family
conflict

2.6340 0.93693 0.931 0.502 0.708

Trait
mindfulness

3.8937 0.60180 0.912 0.414 0.644

Work–family
balance

3.7569 0.80178 0.889 0.616 0.758

Job satisfaction 3.9379 0.82247 0.789 0.501 0.707

Turnover
intention

2.3325 1.13167 0.919 0.740 0.860

Figure 2. Measurement model.
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The parameter estimates have been used to measure the convergent validity of the constructs in
the study. The estimates depict large values from (>0.66) and significant t-values (8–14) (Bagozzi &
Yi, 1988), having AVE > 0.5 and having composite reliability >0.7 (Fornell & Larcker, 1981). So, these
results in Table 1 show that convergent validity of all constructs is satisfied. As per Zait and Bertea
(2011), for discriminant validity, the square root of AVE should be greater than squared correla-
tions of two constructs, so in Table 2, results show that the square root of AVE is greater from
squared correlations of two construct. So, discriminant validity also satisfied. This table indicates
that trait mindfulness, work–family balance, work–family conflict, job satisfaction, and turnover
intention have mean values 3.8937, 3.7569, 2.6340, 3.9379 and 2.3325, respectively.

4.4. Hypotheses testing
For testing of hypothesis, the structural model was developed. The result indicates that model has
qualified the criteria of good fit as (χ2 = 1,005.64, df = 344, χ2/df = 2.92, RMSEA = 0.07, CFI = 0.90,
NNFI = 0.90).

4.5. Structural model
The analysis reveals in Table 3 that test statistics have supported all hypotheses. H1(a) posits that trait
mindfulness has the positive impact on job satisfaction and it is supported with (β = 0.074, p < 0.05). H1
(b) asserts that trait mindfulness has the negative impact on turnover intention and it is supported with
(β = −0.321, p < 0.05). H2 posits that trait mindfulness has the positive impact on work–family balance,
and it is supported by (β = 0.230, p < 0.05). H3(a) posits that work–family balance has the positive effect
on job satisfaction, and it is supportedwith (β = 0.341, p < 0.001). H3(b) asserts that work–family balance
has the negative impact on turnover intention and it is supported with (β = −0.548, p < 0.001). The Figure
3 presents the results of structural model.

Two structural models were used for checking of mediation. The first structural model was used
for testing of intervention with a direct path for trait mindfulness and job satisfaction and turnover
intention, where the second structural model was used for checking of mediation with an indirect
path via work–family balance as suggested Iacobucci, Saldanha, and Deng (2007).

4.6. Role of work–family balance as mediator

4.6.1. Mediation model 1
The measurement model has been evaluated through fit indices. In this research, study results
showed good fit values (χ2 = 1,056, df = 422, χ2/df = 2.503, RMSEA = 0.055, NNFI = 0.90, CFI = 0.90).

Table 2. Results of discriminant validity

Correlations

CR AVE Variables 1 2 3 4 5
0.789 0.501 Job

satisfaction
0.707

0.919 0.740 Turnover
intention

−0.414** 0.860

0.889 0.616 Work–family
balance

0.450** −0.287** 0.758

0.931 0.502 Work–family
conflict

−0.280** 0.577** −0.372** 0.708

0.912 0.414 Trait
mindfulness

0.188** −0.243** 0.150** −0.107

0.644

**Correlation is significant at the 0.01 level (2-tailed).

Note: The square root of the AVE is presented in the main diagonal.
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Table 4 indicates that there is no significant relationship between trait mindfulness and job
satisfaction with path coefficient which is used for direct effect, whereas trait mindfulness has
a substantial impact on job satisfaction when the effect is indirect through work–family balance.
To sum up, it is evident that there is a full mediation of work–family balance between trait
mindfulness and job satisfaction as supported by hypothesis H4(a).

4.6.2. Mediation model 2
The measurement model has been evaluated through fit indices. In this research, study results
showed good fit values (χ2 = 1,067, df = 366, χ2/df = 2.916, RMSEA = 0.056, NNFI = 0.90, CFI = 0.90).

Table 5 depicts that there is a significant association between traitmindfulness and turnover intention
as suggested by the path coefficient for direct effect. The results show that mindfulness has an impact
on turnover intention. Further, the path coefficient for indirect work–family balance is also significant.
Therefore, work–family balance mediates the association between trait mindfulness and turnover
intention as supported by the hypothesis H4(b). To sum up, it is evident that there is a partial mediation
of work–family balance between trait mindfulness and turnover intention.

Table 4. Direct and indirect path coefficients of mediation model 1

Predictor Direct effects Indirect effects via
work–family balance

Total effects

Trait mindfulness 0.074 (not significant) at
p > 0.05

0.067 (significant) at
p < 0.05

0.141

Table 5. Direct and indirect path coefficients of mediation model 2

Predictor Direct effects Indirect effects via
work–family balance

Total effects

Trait mindfulness −0.321 (significant) at
p > 0.05

−0.101 (significant) at
p < 0.05

−0.42

Figure 3. Structural model.
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4.6.3. Moderation analysis
In this study, Baron and Kenny (1986) method has been used to check the moderating impact of
work–family conflict. The measurement model was evaluated through fit indices. In this research,
study results showed good fit values (χ2 = 5.446, df = 2, χ2/df = 2.72, RMSEA = 0.07, NNFI = 0.92,
CFI = 0.93).

H2 posits that work–family conflict moderates the association between trait mindfulness and
work–family balance. Such that if the work–family conflict is high, it will weaken the relationship
between trait mindfulness and work–family balance and vice versa, and it is supported. Table 6
shows that the standardized regression coefficients from interaction term are −0.234 which is
significant with (t = −5.430, p < 0.001). The Figure 5 presents the results of moderation analysis.

The Figure 5 indicates that the moderator(s) (low conflict, high conflict) impacts on the linkage
between trait mindfulness and work–family balance. When there is high conflict, then low mind-
fulness and work–family balance have an inverse relationship, whereas when there is less conflict,
there is a direct linkage between work–family balance and high mindfulness, which further sup-
port H2.

5. Discussion
In spite of flowing awareness in mindfulness across different areas of research, organizational
researchers have given less contemplation to the employee’s level mindfulness and its outcomes
at work environment. The existing literature on mindfulness shows that exercise regarding mind-
fulness on workplace provides beneficial results.

Figure 4. Structural model.
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This study investigated an widely researched concept in the workplace, and the result indicates
that psychological presence in the workplace with full concentration is significantly related to
employee job satisfaction. These results are consistent with the study conducted by Hulsheger
et al. (2013) that trait mindfulness is positively associated with job satisfaction. Mindfulness approach
added to relaxed feelings and calmness during one of an intervention study and enhanced in job
satisfaction (Wongtongkam et al., 2017).

The results also shown that trait mindfulness is negatively associated with job turnover intentions
and results are in line with the study (Reb, Narayanan, Chaturvedi, & Ekkirala, 2017). Reb et al. (2017),
in one of his mediation studies, investigated that mindfulness reduces the emotional exhaustion and,
in this way, helps to reduce turnover intentions. This study also supported that mindfulness is
significantly related to work–family balance. These results are in accordance with research study
conducted with working parents who linked mindfulness with greater work–family balance (Allen &
Kiburz, 2012); these results provide bases for our debate enriched self-regulation is the outcome of
trait mindfulness may empower employees to practice satisfaction and efficiency in each character.

The hypothesis that association of work–family balance is negative with turnover intentions is
also supported. Further, a study recommended that work to family spillover is positively associated
with turnover intentions while family to work is negatively related to turnover intentions
(Watanabe & Falci, 2016).

The last hypothesis that work–family conflict moderates the association between mindfulness and
work–family balance is also supported. In case of low work–family conflict, trait mindfulness
enhances work–family balance. This study also hypothesized that work–family balance is positively
linked with job satisfaction and negatively with turnover intentions. Work–family balance increases
job satisfaction, and results are in line with Aleksic et al. (2017), which investigated the effect of work–
family balance on job satisfaction and found positive outcomes.

This study examined the impact of trait mindfulness on work–family balance and employment
consequences as well as mediating role of work–family balance and moderating role of work–family
conflict. Before this study, work–family balance and work–family conflict were being considered two
edges of the same variable, but moderation support of work–family conflict showed that these two
are different variables and started a discussion differently. The researcher should investigate this
relationship in future studies to support or refute this investigation. So, this study has a theoretical
contribution in expanding the knowledge of work–family conflict and work–family balance.

6. Study implications

6.1. Theoretical implications
One important contribution made by the present study is the examination of moderated mediation
model of relationships between trait mindfulness, work–family balance, and two potential out-
comes (job satisfaction and turnover intentions), moderated by work–family conflict. Overall, our
findings partially support the moderated mediation model (Figure 1) tested in this research.
Although past research has suggested that employee trait mindfulness plays a critical role in
determining employee turnover intentions and job satisfaction (Dane & Brummel, 2014; Hulsheger
et al., 2013; Wongtongkam et al., 2017), none of these previous studies examined the moderated
mediation relationships between trait mindfulness and criterion variables. Trait mindfulness was
related to work–family balance, which in turn was associated with reduced turnover intentions and
higher level of job satisfaction for specific group of respondents.

These results are consistent with role balance theory that describes that individuals demon-
strate equally positive commitments to different life roles; that is, they should hold a balanced
orientation to multiple roles (Marks & MacDermid, 1996). So, this study validates and
contributes the role balance theory by checking the mediating role of work–family balance
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between relationships of trait mindfulness with job satisfaction and turnover intentions and
moderating role of work–family conflict. In light of this approach, if a person approaches the
role at hand with alertness and attentiveness, then he/she can better balance the role and he will
be better at focusing on the only current role at hand without thinking the other role which in
return will increase its ability to create the balance between roles which is a work–family balance.

6.2. Practical implications
Mindfulness is a beneficial concept for organizations. This study has some practical implications. First,
executive leadership should add some recruitment tests to check the applicant’s ability of
mindfulness. Second, after hiring employees should be given the training to improve their concentra-
tion onwork and enhance their capacity for mindfulness. To developmindfulness in the organizations,
HR practitioners should consider integrating mindfulness consideration as an employee development
program that results in augmented empathy for others (Tischler, Biberman, & McKeage, 2002). Third,
organizations should introduce some entertainment programs at the workplace to maintain the
employee’s mindfulness ability at work. Mindfulness is the ability not related to any religion or faith,
so people from all ethnic background, religion, or culture can practice it at the workplace to get its
benefits (McGhee & Grant, 2015). Universities must also introduce courses in mindfulness to increase
productivity at all levels. McGhee and Grant (2015) advised that there must be room in organizations
which would help employees to revitalize their energies and mindfulness ability during stressful
workdays. The training of trait mindfulness will reduce the stress in employees (Jha et al., 2017;
Creswell & Lindsay, 2014; Hugh-Jones et al., 2018; Lindsay & Creswell, 2017).

7. Limitations and future directions
Like all other studies, this study also used the self-reported questionnaire, cross-sectional study
design, and data from one sector. So, generatability issue pertains to this study. Future research
must be conducted in different industries. Mindfulness is a construct without massive empirical
literature, so the content validity of this construct must be empirically tested to make it more
valuable, so future research must concentrate on it. Future research must investigate the extent to
which the linkage between mindfulness and professional outcomes like job satisfaction and turn-
out intentions are moderated by context or few other factors (Dane, 2011). Future research can
investigate the impact of trait mindfulness on multitasking jobs also.

8. Conclusion
Research onmindfulness is widespread across several disciplines, but regarding workplacemindfulness,
there is need to be studied. This study empirically investigated the effect of mindfulness on job satisfac-
tion and turnover intentions in the dynamic workplace setting. This study added to the theoretical and
empirical literature in mindfulness by mediating the role of work–family balance and via moderation of
work–family conflict. The hypotheses of the study are confirmed. Trait mindfulness has a positive impact
on job satisfaction, which is supported with empirically. Trait mindfulness has a negative impact on
turnover intention also supported in this empirical study.Work–family balancemediates the relationship
between traitmindfulness and job satisfaction and turnover intention; these hypotheses are accepted in
this research. Furthermore, work–family conflict moderates the relationship of trait mindfulness and
work–family balance, which is supported in this study. So, this study will help the organizations to
implement the findings of this research study. The results of this study strongly recommend that
organizations should provide training regardingmindfulnessmeditation,whichwill reduce the employee
turnover intentions and increase job satisfaction throughwork–family balance andmindfulness training.
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