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ABSTRACT
Employee resilience is closely linked to well-being, happiness, and workplace 
performance. Many studies have suggested a connection between mindfulness and 
employee resilience. However, a notable distinction arises between Eastern spiritual 
mindfulness and Western scientific mindfulness, prompting an investigation into the 
specific elements of each perspective that contribute to supporting employee resilience. 
This study aims to clarify whether Eastern mindfulness, characterized by awareness and 
attention, or Western mindfulness, characterized by qualities like novelty seeking, 
novelty producing, and engagement, exerts a more apparent influence on enhancing 
employee resilience. Furthermore, it seeks to explore any correlation between Eastern 
spiritual mindfulness and Western scientific mindfulness. This research employs a 
mixed-method approach utilizing critical incident analysis to gain profound insights of 
mindfulness perspectives. Furthermore, it applies structural equation modeling to 
rigorously examine the relationship between mindfulness and employee resilience. The 
findings reveal a positive association between Eastern and Western mindfulness. 
Surprisingly, while Eastern mindfulness does not directly impact on employee resilience 
positively, Western mindfulness demonstrates a favorable effect on employee resilience. 
Moreover, Western mindfulness emerges as a mediator in the relationship between 
Eastern mindfulness and employee resilience. This study contributes to both theoretical 
and practical realm of knowledge. Additionally, it acknowledges its limitations and 
offers recommendations for future research.

1.  Introduction

Presently, organizations frequently find themselves confronted with unexpected events and heightened 
pressures. It is inevitable for organizations to face crises. Simultaneously, employees are navigating 
through unprecedented times. Significant and rapid changes in the external environments of military 
operations have a negative effect on the mental health and psychological well-being of personnel, 
according to Metwally and Ruiz-Palomino (2022). Adverse life circumstances, such as pandemics, can 
have a significant effect on a person’s mental health and psychological well-being. Challenging life 
events, including pandemics, can substantially impact an individual’s mental health and psychological 
well-being. Stress, anxiety, confusion, isolation from others, and depression are some such effects (Yıldırım 
& Arslan, 2022). Various stressors, originating from both internal and external environments, have the 
potential to exert an impact on employees. An illustration of this can be seen in the manner in which 
the COVID-19 pandemic has affected the daily operations, well-being, and mental health of personnel 
within a substantial number of organizations. According to Jiménez-Estévez et  al. (2023), the COVID-19 
pandemic is a common stressor that organizations encounter, particularly in the hotel sector. This is 
because the industry encountered substantial operational disruptions as a result of evolving consumer 
behaviors, health and safety protocols, and travel limitations. The employees’ stress levels were intensified 
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in this environment, characterized by rapid change and uncertainty, which posed a risk to their job sta-
bility and overall welfare.

Although our study discusses the COVID-19 pandemic as a contextual background, it is important to 
acknowledge that organizations regularly encounter a wide range of stressors, including economic down-
turns and natural disasters. The findings obtained from this research are relevant for promoting resilience 
and mindfulness in the face of different challenges, thus ensuring their usefulness extended beyond the 
specific circumstances of the COVID-19 pandemic. The extreme circumstances have distinctly added to 
the stress experienced by employees through multiple direct and indirect channels, greatly effecting 
their mental health, work-life balance, and overall state of well-being.

Employee resilience refers to the ability to maintain a healthy level of well-being after experiencing 
unexpected events and it is closely intertwined with well-being itself (Harms et  al., 2018). Research has 
demonstrated that employee resilience has a direct, positive impact on organizational resilience, and is 
inversely related to employee stress and burnout (Chen et  al., 2017; Kuntz et  al., 2016). Resilient employ-
ees demonstrate greater responsiveness to organizational changes and possess a higher capacity to 
recover from unforeseen circumstances compared to their non-resilient employees (Shin et  al., 2012). 
Hougaard et  al. (2020) have suggested that building mental resilience through mindfulness during times 
of crisis is an effective approach to overcoming difficult situations.

Mindfulness is recognized for its enduring and extensive effects. It is considered an effective strategy 
for navigating crises (Bearance, 2014) for managing and responding to adversity. Engaging in mindful-
ness practices has been linked to improved decision-making (Fiol & O’Connor, 2003), increased psycho-
logical flexibility (Hayes & Feldman, 2004), and an enhanced ability to perceive events objectively (Shapiro 
et  al., 2006). Both resilience and mindfulness share similar characteristics in responding to challenging 
circumstances. However, research exploring the connection between mindfulness and resilience remains 
limited (Brown & Ryan, 2003; Grafton et  al., 2010; Rivoallan, 2018; Thompson et  al., 2011).

The conceptual definition of mindfulness has continuously evolved and differs in revised Eastern spir-
ituality as opposed to Western scientific thought. This study distinguishes between the interpretations of 
mindfulness as viewed from the perspectives of Western scientific and Eastern spiritual frameworks, 
instead of directly comparing the mindfulness practices of Western and Eastern cultures. The objective 
of this research is to examine how different conceptualizations, each focusing on mindfulness in their 
own approach, contribute to the resilience of employees in the same group of participants.

Understanding these relationships will enable the application of appropriate tools to enhance 
employee resilience, thereby promoting well-being and job satisfaction within organizations. Figure 1 
illustrates the theoretical framework of this study.

2.  Theoretical background and hypotheses

2.1.  Eastern and Western perspectives of mindfulness

The concept of mindfulness varies between Eastern and Western teaching and belief. In Eastern tradi-
tions, mindfulness originates from the Pali language word ‘sati’, which refers to awareness, attention, and 
conscious presence of mind (Bodhi, 2000). According to Kabat-Zinn (2003), mindfulness is a psychological 
notion that is derived from purposefully focusing on the present moment objectively while allowing 
the  experience to change moment by moment. Furthermore, Brown and Ryan (2003) defined mindful-
ness as the intentional act of focusing one’s attention and being fully aware of the current situation.  

Figure 1. T heoretical framework.
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Eastern mindfulness refers to the capacity for non-judgemental awareness and focused attention in the 
present moment.

Conversely, In the Western perspective, Ellen Langer (1989) introduced an alternative concept of mind-
fulness as an ‘active information processing’ mode (p. 138). Mindfulness in the Western context stands in 
contrast to mindless behavior; it represents a state of being present with heightened awareness, leading 
to increased sensitivity to one’s surroundings, openness to new information, the creation of new percep-
tual categories and an enhanced awareness of different perspectives in problem-solving (Langer & 
Moldoveanu, 2000).

To summarize, Eastern mindfulness establishes practices in line with meditation (Bishop et  al., 2004; 
Kabat-Zinn, 2003), and focuses on inner experiences, non-judgmental observation, and the internal pro-
cesses of mind and body (Didonna, 2009). Conversely, Western mindfulness emphasizes awareness of 
external events and goal oriented cognitive processes (Baer, 2003) through an active information pro-
cessing mode, leading to novel distinctions, creativity, and effective problem-solving (Langer, 1989; 
Langer & Moldoveanu, 2000; Pirson et  al., 2015).

Djikic (2014) highlighted significant differences in the operational definitions of Eastern and Western 
mindfulness, including problem formulating, causes of problems, and proposed solutions. Ivtzan and 
Hart (2016) suggested that various aspects of Eastern and Western mindfulness, including the philos-
ophies, components, measurement tools, goals, and interventions, show differences. However, they 
identified three aspects where there is some degree of convergence: the definitions, type of out-
comes, and self-regulation as a key mechanism. Weick and Putnam (2006) asserted that Eastern wis-
dom and Western knowledge are mutually reinforcing. Singhatong et  al. (2022) suggested that neither 
perspective alone is adequate for comprehensive understanding of the influence and applicability of 
mindfulness in organizations. Lee and Jang (2021) demonstrated that the meditative mindfulness 
(Eastern mindfulness) and sociocognitive mindfulness (Western mindfulness) are positively correlated 
with each other, and positively associated with positive achievement emotions and academic 
outcomes.

Despite these insights, empirical evidence regarding the link between Eastern spirituality and Western 
scientific mindfulness remains limited. In this paper, the researchers aim to bridge this gap by conduct-
ing an empirical study to quantify the association between Eastern and Western mindfulness using the 
concept of mindfulness spectrum.

2.2.  Mindfulness spectrum

Buranapin et  al. (2016) introduced the concept of the mindfulness spectrum by merging the two defini-
tions of mindfulness found in Eastern spirituality and Western science. This concept explains the process 
of mindfulness and an individual’s capacity to perform effectively in dynamic and novel situations 
through different states of the mind, ranging from the passive Eastern perspective to the active Western 
perspective. They proposed that the Eastern perspective emphasis the internal mind and body processes, 
whereas the Western perspective applies to fostering creativity, goal-orientation thinking, and 
problem-solving. Despite their differences, both perspectives complement each other across all dimen-
sions of the mindfulness spectrum. The mindfulness spectrum explains the progression of the quality of 
one’s mental state, which continuously interacts – spanning from passive states associated with experi-
ential awareness (Eastern mindfulness) to active states which create novel distinctions and insights 
(Western mindfulness). Figure 2 illustrates the two states of the mindfulness spectrum.

The mindfulness spectrum involves two states (passive, and active) and three categories (focus, detach-
ment, and understanding).

In the passive state, firstly, the focus category is on consciousness (i.e. awareness and attention), and 
concentration. Secondly, the detachment category are equanimity, emotional regulation, and nonjudg-
ment. The primary function is to observe internal and external experiences while detaching from past 
and future expectations. This state prepares the mind for mental interaction, which leads to 
decision-making and problem solving in the active state. This state involves the understanding category 
like insight and self-regulation, allowing individuals to see problems form new perspectives and adapt 
to changes in their environment. It aligns with Langer’s Western perspective of mindfulness, emphasizing 
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attentiveness, and openness to new information, creating new categories for perception, focusing on the 
present, heightened environmental sensitivity, and improved problem-solving abilities (Langer, 1989).

However, the mindfulness spectrum is a conceptual framework, which currently lacks empirical testing 
and evidence regarding its practical application. To explore the connection between Eastern spirituality 
and Western scientific mindfulness, we propose:

Hypothesis 1: Eastern mindfulness is positively related to Western mindfulness.

2.3.  Psychological capital

Psychological Capital theory (PsyCap), introduced by Luthans (2002) serves as a core construct of positive 
organizational behavior (POB). Positive organizational behavior is described as ‘the study and application 
of positively oriented human resource strengths and psychological capacities that can be measured, devel-
oped, and effectively managed for performance improvement in today’s workplace’ (Luthans, 2002, p. 59).

PsyCap is a concept that has gained significant attention in the fields of positive psychology and 
organizational behavior. Luthans et  al. (2006) defined PsyCap as an individual’s positive psychological 
state and consists of four essential components: (1) Self-efficacy refers to an individual’s belief in their 
own ability to effectively completed tasks and overcome obstacles; (2) Hope involves setting clear goals, 
devising strategies to achieve those goals, and having the determination to pursue them; (3) Optimism 
entails having a positive perspective on the future, anticipating favourable outcomes, and expecting pos-
itive events to occur; (4) Resiliency refers to the capacity to recover quickly from adversity or setbacks. 
Resilient individuals can maintain their psychological well-being even when facing difficult situations. 
Importantly, the notion of resiliency in PsyCap theory is the foundation of employee resilience.

2.4.  Employee resilience

The concept of employee resilience, as developed by Näswall et  al. (2013), draws upon the foundation 
of resilience in Psychological Capital (PsyCap) theory. Employee resilience is defined as the capacity of 

Figure 2. T he mindfulness spectrum. Note: Reprinted with permission from ‘The mindful spectrum: Merging Eastern 
and Western Perspectives on Mindfulness.’ By Siriwut Buranapin, Wanlanai Saiprasert and Saifon Singhatong, 2016, 
Academy of Management Proceedings, Figure 1, page 29.
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employees, supported by the organization, to effectively utilize resources in order to manage, adapt to, 
and grow in response to changing work conditions. This study emphasizes that employee resilience man-
ifests as workplace behavior within the organizational context.

Näswall et  al. (2015) suggested that employee resilience differs from individual resilience in three 
ways; (1) workplace behavior: Employee resilience is described in terms of workplace behaviors rather 
than attitudes and beliefs, (2) organizational support: organizations play a crucial role by providing 
resources that influence the achievement of employee resilience bahaviors, and (3) universal applicability: 
resilient behavior can be cultivated and achieved in any work environment develop and be achieved in 
any work environment

Previous research on individual resilience has demonstrated a positive relationship between employee 
resilience and various desirable outcomes, including well-being, creative behavior, work behavior, job 
performance, job satisfaction, work happiness, and organizational commitment (Gifford & Young, 2021; 
Luthans, 2002; Luthans et  al., 2005, 2007; Luthans & Youssef, 2004; Youssef & Luthans, 2007). Resilient 
employees are better equipped to adapt to unexpected challenges and contribute to enhanced organi-
zational performance. Consequently, the cultivation and support of employee resilience are of outstand-
ing importance.

2.5.  Mindfulness and employee resilience

Mindfulness is the examination of how individuals efficiently deal with problems in unpredictable condi-
tions (Frigotto & Narduzzo, 2017). Personal awareness is associated with an individual’s ability to handle 
unexpected events and unfamiliar settings (Brown et  al., 2007). People differ in their degrees of psycho-
logical consciousness and their capacity for mindfulness. When confronted with adversity, individuals 
with lower mindfulness scores are less likely to spend time reflecting on the situation (Rees et  al., 2015). 
A correlation of resiliency and mindfulness is positive, as studied by Kemper et  al. (2015) and 
Montero-Marin et  al. (2015). Mindfulness has a substantial impact on promoting resilience (Slatyer et  al., 
2017). Practicing mindfulness can result in effective handling of unforeseen circumstances (Weick & 
Sutcliffe, 2007). Mindfulness has been linked to a decrease in burnout and an increase in resilience, 
according to Olson et  al. (2015).

Good et  al. (2016) proposed that mindfulness contributes to resilience development in several ways, 
including (1) fostering recovery from toxic events by providing a more detached perspective (Bishop 
et  al., 2004); (2) fostering growth in the face of adversity by experiencing threat and flexibility (Neff & 
Broady, 2011); and (3) recovery with positive emotion (Fredrickson, 2000). Darwin and Melling (2011) 
argued that mindful competence assists military commanders in enhancing their in unexpected situa-
tions. Hyland et  al. (2015) suggested that mindfulness may help employees cope with organizational 
change by making them more observant, attentive, and open to new ways of doing things when learn-
ing new skills.

Recent studies have consistently shown a positive association between mindfulness and resilience, 
including among physical educators (Lee et  al., 2021), university students (Asthana, 2021; Liu et  al., 
2022), and nurses (Wu et  al., 2022). At the organizational level, Buranapin et  al. (2023) discovered that 
mindful organizing positively impacts organizational resilience. However, the question remains unan-
swered regarding the effects of Eastern or Western mindfulness on employee resilience, therefore, we 
propose:

Hypothesis 2: Eastern mindfulness has a positive impact on employee resilience.

Hypothesis 3: Western mindfulness has a positive impact employee resilience.

2.6.  Mindfulness as a mediator

Most studies examining the relationship between Eastern and Western mindfulness have primarily taken 
a qualitative approach. The role of Western mindfulness as a mediator in the connection between Eastern 
mindfulness and employee resilience has not been directly investigated to date. However, previous 
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research has identified specific Western mindfulness subscales, such as novelty seeking, novelty produc-
ing, flexibility, and engagement, as mediators for various constructs.

For instance, Lin (2020) proposed suggested that the four subscales of Western mindfulness serve as 
mediators between psychological capital and the engagement of university students in English learn-
ing. In other studies, novelty has been identified as a mediator in the relationship between experience 
and positive emotion (Mitas & Bastiaansen, 2018), while engagement has been shown to mediate the 
relationship between resilience and job performance (Kašpárková et  al., 2018). Employee engagement 
has also been found to mediate relationships between work place spirituality and mental health, as 
well as between organizational justice and mental health (Sharma & Kumra, 2020). Additionally, a recent 
study revealed that engagement and employee resilience act as mediators between human resource 
management practices and service provider commitment in the context of green hospitality (Arasli 
et  al., 2020).

This study represents the first attempt to explore the relationship between Eastern mindfulness and 
employee resilience, utilizing Western mindfulness as a mediator. Therefore, we propose:

Hypothesis 4: Western mindfulness mediates the relationship between Eastern mindfulness and employee 
resilience.

The integration of mindfulness and resilience contributes to a deeper understanding of how employ-
ees recover and develop in the occurrence unanticipated events. In this study, we examine whether 
mindfulness from Eastern and Western is related to employee resilience.

3.  Research methodology

In this study, an exploratory sequential mixed-methods research design was employed to gather and 
analyze data, following the approach outlined by Creswell and Tashakkori (2007). Qualitative research 
aims to attain a deeper understanding of phenomena (Patton, 2002) and places a strong emphasis on 
achieving information saturation (Miles & Huberman, 1994). Conversely, quantitative research addresses 
research questions related to causality and generalisability (Fetters et  al., 2013). Creswell (2003) sug-
gested that mixed methodology aids in interpreting and gaining more comprehensive understanding of 
the complex reality of any given situation, together with the implications derived from quantitative data.

Initially, qualitative data collection and analysis were conducted using the critical incident technique 
(CIT) to explore the relationship between Eastern spiritual mindfulness and Western scientific mindful-
ness. The CIT, originally developed by Flanagan (1954) as part of the US Army Air Force’s aviation psy-
chology program during World War II, has been effectively adapted for job analysis through expert 
observation. The CIT comprises five steps: (1) identifying general aims, (2) planning and setting specifi-
cations, (3) collecting data, (4) analysing data, and (5) interpreting data and reporting results. The CIT has 
become a widely utilized qualitative method and an efficient exploratory and investigative tool (Butterfield 
et  al., 2005). It has found application in various disciplines, including management (Baker & Kim, 2020; 
Breuer et  al., 2020; SeokChai et  al., 2019); marketing (Shankar et  al., 2020; Yilmaz, 2018; Zhang & Wang, 
2018) education and teaching (Anderson et  al., 2020; Philpot et  al., 2021; Wass et  al., 2020); and health-
care (Keers et  al., 2018; Wennman et  al., 2022). The CIT has also been recently used in research focusing 
on unexpected situations, such as the COVID-19 pandemic (Durosini et  al., 2021; Kurotschka et  al., 2021; 
Voorhees et  al., 2020). Serrat (2017) proposed that the CIT can transform complex experiences into rich 
data and in-depth information, particularly when data are collected anonymously. Given its capacity to 
provide insights into how executives navigate unexpected situations through mindfulness, the CIT was 
crucial and appropriate for the study.

Subsequently, quantitative data collection and analysis were undertaken to examine the measurement 
and analysis of causal relationships between mindfulness from different perspectives and employee resil-
ience. The variation in data collection and analysis contributed to the overall validity of this study.

In the methodology of this study, rigorous ethical standards were upheld to ensure the dignity, rights, 
and welfare of all participants. Before the commencement of the research process, informed consent was 
obtained from all individuals participating in the study. This consent process involved providing partici-
pants with comprehensive information about the study’s purpose, procedures, potential risks, and 
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benefits, as well as the confidentiality of their responses. Participants were assured of their right to with-
draw from the study at any point without penalty.

All consent forms, whether written or verbal, were securely stored in accordance with data protection 
regulations to maintain participant confidentiality. The consent procedure was approved by the Chiang 
Mai University Ethics Committee, ensuring adherence to international ethical guidelines and standards 
for research involving human participants. This study adhered to the Declaration of Helsinki guidelines 
and received ethical approval from the Chiang Mai University Ethics Committee, under the protocol code 
CMUREC 63/197, with the approval date being 6 October 2022.

3.1.  Qualitative phase

3.1.1.  Participants
The interview participants were purposefully selected using the criterion-based selection method. In the 
qualitative phase, the chosen participants are considered key informants who experienced a critical inci-
dent in various types of businesses within their organizations. Participants in selected organizations in 
this study must have experience making critical decisions that significantly impact organizational finan-
cial performance, employee well-being, or the organization’s reputation and image.

The careful selection of appropriate participants is crucial, as it allows us to gain insights into how 
executives manage unexpected situations with mindfulness based on their learning experiences. Morse 
(2000) suggested that the more valuable data collected from each person, the fewer participants are 
required. She emphasized the importance of aligning the sample size with the study’s scope, the nature 
of the topic, data quality, and study design. Creswell (1998) recommended five to 25 samples for phe-
nomenological studies. Palinkas et  al. (2015) suggested that the sample size should be determined by 
the type of analysis proposed, such as conducting interviews with three to six participants in a phenom-
enological study.

In this phase of the research, we interviewed 10 high-level executives from various organizations 
based in Thailand, including hospitals, the Royal Thai Police, the liquid petroleum gas terminal, and man-
ufacturing, wholesale, retailing, service, media, and educational institutions. Table 1 provides a descriptive 
summary of organizations, participants, and critical incidents.

3.1.2.  Data collection
Ten participants underwent in-depth, semi-structured interviews, each lasting approximately two hours. 
At the beginning of the interviews, participants were provided with an overview of the study’s objectives 
and a definition of what constituted a critical organizational incident. They were then asked to introduce 
themselves, detailing their background, position, role, and responsibilities within their organizations. 
Subsequently, participants were prompted to recall an experience involving unexpected circumstances, 
specifically focusing on the cause process, and sequence of events that they could recall vividly. They 
were encouraged to elaborate on these critical incidents and describe how they managed them.

Table 1.  Descriptive summary of organizations, participants, and critical incidents.

Type of organization Position of key informant
Work experience of 

key informant Critical incidents

Manufacturing Managing Director/Founder 27 Main customer canceled order
Retailing Managing Director/Founder 20 Customers affected by economic recession.
Wholesale Managing Director/Founder 23 Sales slowed down after the King of Thailand 

passed away.
Service General Manager 26 Deficiency of staff.
Media Executive Editor 22 Economic crisis
University Deputy Director 15 Insufficient budget from the government.
School Director/Founder 25 School temporarily shut down due to 

COVID-19.
Hospital Director 30 Insufficient income for expenses.
Royal Thai Police Deputy Commissioner 15 Major accident.
Liquid petroleum gas terminal Chief of Terminal 17 Demand for liquid petroleum gas suddenly 

increased.
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In cases where the essential aspects of mindfulness were no spontaneously mentioned during the 
interviews, additional questions were posed to elicit this information:

•	 Did you actively monitor and perceive the unexpected situation? If so, how did you go about it? 
(Eastern mindfulness)

•	 Were you specifically focused on the unanticipated circumstances? (Eastern mindfulness)
•	 Did you find ways to adapt to novel changes that arose during the unexpected event? If so, how 

did you manage this adaptation? (Western mindfulness)
•	 Can you describe your approach or attitude toward actively engaging with the unexpected situa-

tion? (Western mindfulness)

3.1.3.  Data analysis
All interviews and discussions conducted using the critical incident technique were recorded and tran-
scribed for the purpose of interpretation. Transcriptions were created verbatim from audio recordings, 
capture both verbal and non-verbal expressions. The data were analysed using thematic analysis, a flex-
ible method for identifying, analysing, and reporting themes which yields a rich and detailed under-
standing of the data. In this study, we employed a deductive approach to thematic analysis, which 
involved utilizing a predefined list of themes derived from existing literature and knowledge.

The six steps of thematic analysis were followed: (1) data familiarisation, (2) coding, (3) theme gener-
ating, (4) theme review, (5) theme defining and naming, and (6) reporting (Braun & Clarke, 2006). We 
began by gaining a comprehensive overview of all data by transcribing the interviews verbatim, followed 
by careful reading and note-taking. Subsequently, we conducted data coding, where each code described 
the relevant main idea. The data were then organized into groups based on these codes to gain an 
overview of the main points. Theme were formulated by combining multiple codes and were named 
based on the concepts of Eastern and Western mindfulness.

During this phase, CIT was used to explore the experiences of executives and gain a deeper under-
standing of the theoretical constructs under investigation. Eastern mindfulness, representing a passive 
state, was characterized by awareness and attention – qualities that involved continuously monitoring 
and perceiving the environment while focusing awareness on various experiences (Brown & Ryan, 2003). 
In contrast, the core components of Western mindfulness, reflecting an active state, including (1) novelty 
seeking – curiosity and openness towards the environment, (2) novelty producing – the ability to create 
new categories, (3) flexibility – the ability to adapt to novel changes in the environment, and (4) engage-
ment – the attitude towards an active interaction with the environment (Langer, 2004).

Through the interviews, associations between Eastern and Western mindfulness were identified. For 
instance, when a hospital director faced an unexpected situation, he draw upon elements of both Eastern 
and Western mindfulness to manage the issues effectively. He also emphasized the importance of teach-
ing employees to apply mindfulness in problem-solving situations.

When we face a crisis or problem. If we are mindful, aware (awareness), and analyse (novelty seeking), we will 
know what we should do. Awareness should be in every process. When facing a problem, the leader must be 
aware, remind staff to be mindful, and meet with the team mindfully (engagement). For example, I always tell 
our employees that when facing patient dissatisfaction, we must be mindful in communication, aware, attend-
ing, and listening. Do not retaliate (awareness, attention)… In each situation, our decision making is not 
always correct; if it is wrong, review it and make a new decision; if it is correct, make it better (flexibility).

Similarly, the police deputy commissioner highlighted the role of mindfulness in police work, particu-
larly when dealing with unexpected and potentially dangerous events. Concentration and awareness 
were deemed essential for making critical decisions rapidly.

When we work, police must use judgment, knowledge, and capability, and they should notice things that are 
not normal. We often face unexpected events such as major accidents, how we manage them (engagement)… 
Normally, police must face dangerous and unexpected events. So, mindfulness is an important thing in police 
work. We must notice, attend, and be aware of the situation around us (awareness, attention) whether some-
thing is abnormal… In case of emergency, we have only three seconds for the decision whether shoot or not; 
therefore, concentration is essential (attention).
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The managing director of the manufacturing company shared his approach to resolving a severe cri-
sis, which involved a combination of awareness, immediate action, analysis, negotiation, and compromise.

We faced a severe crisis. If we could not sell to this big customer, our company would have closed. Firstly, 
we must be conscious, calm, and mindful (awareness, attention). Then, we must react immediately (engage-
ment) and analyse the problem (novelty seeking). I tried to find the solution, negotiate and compromise 
with the customer (novelty producing). If customers thought that we were sincere, they were pleased to 
negotiate.

Likewise, a private school director discussed how mindfulness played a vital role in responding to the 
challenges posed by the COVID-19 pandemic, emphasizing the need for attention, problem analysis, 
adaptability, and continuous innovation.

When COVID-19 emerged, it impacted our school business. We had never stopped teaching; everyone did not 
think that this would happen. We concentrated (attention) and divided it into types of problems and thought 
about how to solve these problems; process, procedure, management, communication, teaching (novelty seek-
ing)… We adjust the curriculum, develop IT (flexibility) to support teaching, develop a new website and con-
tinuously create content (novelty producing)… We prepare and arrange because we don’t know when 
COVID-19 will be finished, nobody can know, if we don’t analyse the problem clearly, we may not have good 
luck (engagement).

These interviews collectively underscored the executives’ belief in the pivotal role of mindfulness 
during crises and revealed a connection between Eastern and Western mindfulness concepts. To compre-
hensively address all research objectives, this study integrated CIT with quantitative methods in the sub-
sequent phase. Employing mixed methods in this study, specifically methodological triangulation, 
enhances the validity of research findings by utilizing multiple data collection approaches.

3.2.  Quantitative phase

3.2.1.  Sample and procedures
The sample for this study comprised 783 individuals, including executives, managers, and employees 
from 21 organizations in Thailand. The paper questionnaire developed specifically for this study was 
administered to respondents who had experienced an organizational crisis. Data collection took place 
from November 2020 to December 2021. A total of 764 questionnaires were collected; however, 25 sam-
ples were excluded due to incomplete, incorrect, or outlier responses. As a result, 739 usable question-
naires, accounting for 94.38% of the collected data, were included for analysis in this study. Detailed 
demographic characteristics of the participants can be found in Table 2.

Table 2.  Demographic characteristics of the participants (n = 739).
Variable No. of organization No. of sample Percentage

Organization
  Royal Thai police 3 302 40.9
  Hospital 5 67 9.1
 G as terminal 1 14 1.9
  Fire control 1 24 3.2
  Manufacturing 5 203 27.5
 S ervice 1 51 6.9
  Retailing 1 19 2.6
 U niversity 3 40 5.4
 S chool 1 19 2.6
Gender
  Male 414 56.0
  Female 325 44.0
Sector
  Private 306 41.4
  Public 433 58.6
Position
 O fficer 570 77.1
  Chief 143 19.4
  Manager 26 3.5
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3.2.2.  Measurement of variables
The questionnaire used in this study, written in Thai, consisted of three parts: Eastern mindfulness, 
Western mindfulness, and employee resilience. Each part is described below.

3.2.2.1. Eastern mindfulness.  Eastern mindfulness, representing mindfulness in a passive state, was 
assessed using The Mindfulness Awareness Attention Scale (MAAS). This unidimensional scale captures 
the essence of Eastern mindfulness, characterized by (1) awareness or monitoring and perceiving of inner 
and outer realities through using the six sense doors and kinaesthetic senses and (2) attention, or 
focused awareness on a range of current experiences. The MAAS, designed by Brown and Ryan (2003), 
consists of 15 items and is the first widely used measure of mindfulness. The tool is well recognized for 
its ability to assess mindfulness by examining individuals’ attention to or disregard of their thoughts, 
emotions, bodily sensations, and activities (Sauer et  al., 2013). It is distinguished by robust measurement 
qualities, including a consistent unidimensional structure. Research conducted by multiple international 
groups has substantiated the dependability of this unidimensional framework (MacKillop & Anderson, 
2007). The mindfulness scale is commonly used since it is short and strongly reliable, allowing it to be 
applicable in both clinical and nonclinical settings (Medvedev et  al., 2018). The MAAS meets the 
unidimensionality assumption and its items exhibit internal validity between acceptable to very good 
level (Morera & Stokes, 2016), with a Cronbach’s alpha ranging from 0.78 to 0.92. Respondents rated the 
items on a six point Likert scale, ranging from 1 = almost always to 6 = almost never with the scale scores 
computed as the mean of the 15 items. It has demonstrated strong psychometric properties, including 
positive overall quality rating in systematic reviews of self-reported mindfulness instruments (Park et  al., 
2013). Most studies confirmed validation of the MAAS (Carlson & Brown, 2005; MacKillop & Anderson, 
2007; Van Dam et  al., 2010).

3.2.2.2. Western mindfulness.  To measure mindfulness in the active state from a Western perspective, 
which emphasizes understanding, including (1) insight (the ability to see problems form new perspectives) 
and (2) self-regulation (the ability to sustain stability and flexibility needed to adapt to novel environmental 
changes), the Langer Mindfulness Scale (LMS-14) was employed. The LMS-14 based on Langer’s construct 
of mindfulness (from the Western perspective) on the mindfulness spectrum. Originally, the scale 
contained 21 items and four subscales (novelty producing, novelty seeking, engagement, and flexibility). 
However, due to concerns about reliability and model fit (Haigh et  al., 2011), a new 14-itme version 
(LMS-14) with three subscales was developed by Pirson et  al. (2015), omitting the flexibility subscale. The 
LMS-14 has been translated and validated cross culturally in multiple languages, demonstrating high 
internal consistency (Haller, 2015; Leong & Rasli, 2013; Moafian et  al., 2017; Pagnini et  al., 2018). Yang 
et  al. (2023) validated the Langer Mindfulness Scale Japanese version (LMS-J), confirming its reliability 
and validity for assessing socio-cognitive mindfulness in Japan. In the present, the LMS -14 is widely 
used in numerous research studies. Guan et  al. (2024) adopted the LMS -14 to measure participants’ trait 
mindfulness. Quang and Thuy (2024) modified the LMS -14 to test a model of mindfulness affecting 
loyalty (return intention and word of mouth) with the mediating role of customer experience. The scale 
were rated on a seven-point Likert scale ranging from 1 = strongly disagree to 7 = strongly agree with 
higher scores indicating greater mindfulness. Pirson et  al. (2012) demonstrated good internal validity of 
LMS -14 with overall Cronbach’s alpha of 0.83 and acceptable model fit indices from CFA of the four-
factor structure. They also compared LMS-14 with MAAS and established discriminant validity, convergent 
validity (r = 0.37) and construct validity via the nomological network with other relevant construct. 
Siegling and Petrides (2014) further found the shared dimensionality of several mindfulness scales 
including the MAAS and LMS-14, recognizing the multidimensional nature of mindfulness and the distinct 
contributions of different mindfulness scales. While there is evidence for shared dimensionality among 
the measures, each scale also captures specific facets of mindfulness based on its theoretical foundation 
and scale construction. In Ivtzan’s handbook (2020), Krägeloh emphasized the importance of recognizing 
the diversity in mindfulness definitions and measures, as they reflect different aspects and perspectives 
of the concept. Besides, Krägeloh argued that this diversity in mindfulness conceptualizations and 
measures contributes to a more comprehensive understanding of the construct and its various applications 
in mindfulness research. While these works used both scales, it appears that they primarily used them 
for comparison and validation purposes rather than administering both scales to the same participants 
in a study. Until recently, Laeequddin et  al. (2023) investigated whether there are differences in 
mindfulness/mindlessness among business school students by applying Langer’s scale and the MAAS. 
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Pagnini et  al. (2024) identified a significant negative correlation over time between mindfulness and 
stress in crew members, especially when assessed using the MAAS and the LMS-14.

3.2.2.3. Employee resilience.  In this study, employee resilience (EmpRes) was measured as individuals’ 
resilience within an organizational context, aligning Luthans (2002) definition of resilience in psychological 
capital (PsyCap) theory. This concept involves both the recovery process, which includes successfully 
coping with change and returning to the original state, and the transformational process of learning 
from change and adapting to thrive in a new environment. Unlike other individual resilience measurements, 
EmpRes encompasses the employee’s perspective within a work context, emphasizing their capacity to 
thrive amidst adversity. The scale was facilitated by the organization and focused on resilience in terms 
of employee adaptability (Hartmann et  al., 2019; Hodliffe, 2014). Näswall et  al. originally introduced a 
14-item scale in 2013, which was later refined into a nine-item version by removing items and adjusting 
wording to better reflect the behavioral focus on employee resilience. This scale has demonstrated strong 
construct validity, discriminant validity, and criterion-related validity. Its reliability stands at 0.91 (Näswall 
et  al., 2015, 2019). Respondents rated the items on a five-point Likert scale ranging from 1 = never to 
5 = always, with higher scores indicating higher resilience.

3.2.3.  Factor analysis
All constructs were subjected to purification through both exploratory (EFA) and confirmatory factor 
analysis (CFA).

3.2.3.1. Exploratory factor analysis (EFA).  EFA was employed initially to identify underlying factors 
explaining the pattern of correlations among observed variables before conducting CFA. A sample size 
of 100 was used for EFA, as it recommended to have at least 100 samples for factor analysis (Gorsuch, 
1983; MacCallum et  al., 1999). The suitability of the data for factor analysis was assessed by checking 
whether they met the minimum standard, which included the Kaiser-Meyer-Olkin (KMO) and Bartlett’s 
test of sphericity. The KMO values for all measures ranged from 0.820 to 0.870, and Bartlett’s test of 
sphericity was significance at p < 0.05, indicating that the data were suitable for factor analysis. This study 
also tests assessed validity and reliability. Average variance extraction (AVE) was employed to check 
validity; AVE value should exceed 0.50 to be adequate for convergent validity, indicating that a latent 
variable explains at least half of the indicator’s variance (Hair et  al., 2010). To test discriminant validity, 
the square root of the AVE of each construct should be greater than inter-construct correlations (Fornell 
& Larker, 1981). Composite reliability (CR) is a measure of internal consistency in scale items; it is equal 
to the total amount of true score variance relative to the total scale score variance (Brunner & SÜβ, 
2005). In exploratory research, a CR value between 0.60 and 0.70 is acceptable, while in a more advanced 
stage the value must be >0.70 (Hair et  al., 2021). EFA was conducted in the Statistical Package for the 
Social Sciences (SPSS). High factor loadings from each instrument were retained for use in CFA.

EFA of the 15-item MAAS, measuring Eastern mindfulness, revealed one component explaining 59.24% 
of the variance. Convergent validity was assessed using factor loadings, composite reliability (CR), and 
average variance extracted (AVE). Four MAAS items (EMP7, EMP8, EMP9, and EMP10) with high factor 
ladings were selected for consistency. These four items explained 68.98% of the variance, surpassing the 
recommended 60% of Hair et  al. (2010). Cronbach’s alpha for this scale was 0.845.

EFA of the LMS-14, measuring Western mindfulness, identified two components (novelty producing 
and seeking, and engagement) explaining 49.99% of the variance. Convergent validity was assesses 
based on factor loading, CR, and AVE. Four novelty producing and seeking items (NP2, NP3, NS2, and 
NS3) and two engagement items (E1 and E3) with high factor loadings were selected for consistency. 
These six items explained 82.70% of the variance, meeting the acceptable threshold. Cronbach’s alpha 
for this scale was 0.766

EFA of the nine-item EmpRes scale, measuring employee resilience, yielded a single component 
explaining 47.65% of the variance. Convergent validity was assessed using factor loadings, CR, and AVE. 
Three employee resilience (ER2, ER3, and ER4) with high factor loadings were selected for consistency. 
These three items explained 75.60% of the variance. Cronbach’s alpha for this scale was 0.831. Reliability 
and validity analysis of variables is presented in Table 3.
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3.2.3.2. Confirmatory factor analysis (CFA).  CFA was employed to assess the measures’ validity before 
exploring the correlations among constructs in structural equation modeling (SEM). Five fit indices were 
used to evaluate model fit, including the relative chi-square (X2/degree of freedom), the root mean 
square error of approximation (RMSEA), the standardised root mean square residual (SRMR), non-normed 
fit index (NNFI) or the Tucker-Lewis index (TLI), and the comparative fit index (CFI). These indices were 
chosen for their robustness against sample size, model misspecification, and parameter estimates (Hooper 
et  al., 2008). Criteria for assessing model fit included a relative chi-square (X2/df ) within the range of 
2.00–5.00 (Marsh & Hocevar, 1985), RMSEA values of <0.05 indicate a good fit, 0.05–0.08 a fair fit, 0.08–
0.10 a mediocre fit, and >0.10 a poor fit (Hu & Bentler, 1999; MacCallum et  al., 1996). TLI values >0.90, 
CFI values close to 0.95, and the SRMR values <0.08 were considered indicative of good fit (Byrne, 1994).

The measurement model for MAAS yielded a good fit: X2 (1, n = 739)=2.217. X2/df = 2.217, TLI = 0.993, 
CFI = 0.999, RMSEA = 0.040, and SRMR = 0.009. The measurement model for LMS-14 also demonstrated 
a good fit: X2 (8, n = 739)=24.869. X2/df = 3.109, TLI = 0.979, CFI = 0.989, RMSEA = 0.053, and SRMR = 
0.024. The measurement model for EmpRes exhibited a good fit: X2 (1, n = 739)=3.844. X2/df = 3.844, TLI 
= 0.987, CFI = 0.996, RMSEA = 0.061, and SRMR = 0.014. Summary of Goodness-of-fit for measurement 
models in this study was illustrated in Table 4.

4.  Results

The hypothesized model in Figure 3 was assessed using Analysis of moment structure (AMOS) 24 soft-
ware with maximum-likelihood estimation. The study’s findings reveal a statistically significant relation-
ship between Eastern and Western mindfulness (β = 0.26, p < 0.001). Additionally, the model demonstrates 
a relationship between Western mindfulness and employee resilience (β = 0.86, p < 0.001). Thus, H1 and H3 
were supported, while H2 did not find support, indicating that Eastern mindfulness does not have a 
positive impact on employee resilience.

Table 3.  Reliability and validity analysis of variables.
Factors No. of items AVE CR Cronbach alpha Item Factor loading

Eastern mindfulness 4 0.689 0.899 0.845 EM7. It seems I am ‘running on 
automatic,’ without much awareness 
of what I am doing.

0.827

EM8. I rush through activities without 
being really attentive to them.

0.847

EM9. I get so focused on the goal I 
want to achieve that I lose touch 
with what I am doing right now to 
get there.

0.818

EM10. I do jobs or tasks automatically, 
without being aware of what I’m 
doing.

0.829

Western mindfulness 6 0.636 0.913 0.766 NS2. I am very curious. 0.863
NS3. I try to think of new ways of 

doing things.
0.813

NP2. I make many novel contributions. 0.792
NP3. I am very creative. 0.773
E1. I seldom notice what other people 

are up to. (Reverse item)
0.782

E3. I am rarely aware of changes. 
(Reverse item)

0.723

Employee resilience 3 0.756 0.903 0.831 ER2. I successfully manage a high 
workload for long periods of time.

0.813

ER3. I resolve crises competently at 
work.

0.900

ER4. I re-evaluate my performance and 
continually improve the way I do 
my work.

0.892

Table 4. S ummary of goodness-of-fit for measurement models in this study.
Measurements X2/df RMSEA SRMR TLI CFI

Eastern mindfulness 2.217 0.040 0.009 0.993 0.999
Western mindfulness 3.109 0.053 0.024 0.979 0.989
Employee resilience 3.844 0.061 0.014 0.987 0.996
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The hypothesised model demonstrated a very good fit in all indices: X2 (60, n = 739)=187.973; X2/df = 
3.133; RMSEA = 0.054; SRMR = 0.068; NNFI (TLI)=0.954; CFI = 0.965, and R-squared value of the model 
is 0.712.

To examine the mediation effects of H4, Hair et  al. (2010) suggested a series of steps for testing medi-
ation by comparing models with and without mediation. Initially, we tested the model without media-
tion. The direct effect of Eastern mindfulness on employee resilience was found to be positive and 
significant (β = 0.17, p < 0.01). Subsequently, the second model was estimated by adding mediation. After 
incorporating Western mindfulness into the model, a statistically significant relationship between Eastern 
mindfulness and employee resilience was no longer observed. Therefore, it is concluded that Western 
mindfulness fully mediates the relationship between Eastern mindfulness and employee resilience, H4 
was supported.

5.  Discussion

This study focuses on the relationship between Eastern mindfulness, Western mindfulness, and employee 
resilience. Employing an exploratory mixed-method design, we set out to investigate and measure the 
constructs of our model. Our approach involved both qualitative and quantitative phases. In the qualita-
tive phase, the findings unveiled intriguing links between Eastern and Western mindfulness. Moving on 
to the quantitative phase, most of our hypotheses, which aimed to establish correlations between con-
structs, found support.

Our first hypothesis, H1 was supported, affirming that Eastern mindfulness in a passive state, charac-
terized by awareness and attention, is positively associated with Western mindfulness in an active state, 
encompassing novelty seeking, novelty producing, and engagement. This suggests that consciousness in 
a passive state of mindfulness can transform into active mindfulness, fostering creativity, curiosity, open-
ness to the environment, and active interaction with it.

Previous research has already demonstrated the impact of mindfulness on individual resilience (Good 
et  al., 2016; Kemper et  al., 2015; Mitchell, 2021; Slatyer et  al., 2017; Yuan, 2021). Our findings support 
Hypothesis 3 (H3), revealing a positive influence of Western mindfulness on employee resilience. However, 
Hypothesis 2 (H2), positing a direct effect of Eastern mindfulness on employee resilience, was not sup-
ported. Instead, we found that Western mindfulness mediates the relationship between Eastern mindful-
ness and employee resilience (H4).

This suggests that the core components of Western mindfulness, such as novelty seeking, novelty 
producing, and engagement, significantly impact employee resilience. In contrast, the elements of Eastern 

Figure 3.  Results of structural equation modeling analysis (N = 739). ***p < 0.01, Goodness of fit for structural model: 
X2/df = 3.133; RMSEA = 0.054; SRMR = 0.068; TLI = 0.954; CFI = 0.965.
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mindfulness, primarily awareness and attention, do not exert a direct influence on employee resilience. 
These results highlight the interconnectedness of the constructs in our study, emphasizing that Eastern 
mindfulness in a passive state alone may not be sufficient.

Several factors may explain why H2 was not supported. Firstly, the Eastern perspective, rooted in 
Buddhist teachings and religion, places its focus on the process of consciousness within the mindful-
ness spectrum. Secondly, the essence of Eastern mindfulness lies in the observation of current expe-
riences and the acknowledgement of their presence without attempts to enact change. Conversely, 
the Western perspective, emerging from social psychology and scientific inquiry, proves to be more 
applicable in the dynamic work environments commonly found in workplaces (Brown et  al., 2007; 
Singhatong et  al., 2022).

Moreover, our study demonstrates that Eastern mindfulness is linked to Western mindfulness (H1) and 
plays a crucial mediating role (H4). This suggests that Eastern mindfulness in a passive state may serve 
as a prerequisite for the development of Western mindfulness in an active state.

6.  Study contributions

Our study findings align with prior theoretical and empirical research on the relationship between 
mindfulness and employee resilience. Mindfulness has consistently been associated with positive 
outcomes such as enhanced well-being, job-related attitudes, and emotional intelligence at work 
(Aikens et  al., 2014; Lee et  al., 2021; Ristić & Hizarci-Payne, 2020). However, these studies often didn’t 
explore into the specifics of how mindfulness, and which facets of mindfulness, influence employee 
resilience.

Firstly, our study contributes to existing knowledge by bridging the gap between Eastern spiritual 
mindfulness and Western scientific mindfulness. We quantified the association between these two per-
spectives using the mindfulness spectrum concept, offering empirical evidence that complements the 
theoretical framework. This framework has lacked empirical validation until now.

Another theoretical contribution lies in uncovering the links between Eastern and Western facets 
of mindfulness and employee resilience. Ours is the first study to identify the mediating role of 
Eastern mindfulness in the relationship between Western mindfulness and employee resilience. While 
Eastern mindfulness didn’t directly impact employee resilience, it indirectly influenced it through 
Western mindfulness. This nuanced finding enriches the literature on mindfulness and resilience 
research.

In addition, our study has practical applications for enterprises. The findings provide significant 
knowledge to both employees and management teams, enabling them to understand the process of 
mindfulness and resilience. Utilizing this comprehension might be employed to strengthen staff resil-
ience by implementing mindfulness techniques. The results of our study highlight the significance of 
promoting mindfulness in workplaces, which can enhance employee resilience. This, in turn, enables 
workers to effectively anticipate, manage, and bounce back from challenging circumstances and 
adversities.

To successfully enhance mindfulness within an organization, several key policies and practices are 
recommended:

•	 Top management should demonstrate confidence and faith in fostering a mindfulness culture.
•	 The management team should establish mindfulness as a core organizational value and communi-

cate this throughout all levels of the workforce to cultivate an organizational culture of 
mindfulness.

•	 Design and implement a mindfulness development system, processes, and activities that are linked 
to employee resilience.

•	 Develop a work design, physical environment, and workplace atmosphere that all contribute to the 
growth of mindfulness at the individual, team, and organizational levels.

•	 Establish a learning network around mindfulness infrastructure that includes the organization, other 
institutions, and society.
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7.  Limitations and future research

However, this research has certain limitations that should be acknowledged. Firstly, our study focused on 
mindfulness and employee resilience in Thailand, potentially limiting the generalizability of our results to 
other countries. Different cultures have unique perspectives, and Thailand’s Eastern Buddhist context may 
differ significantly from modern Western settings. Secondly, mindfulness is not a static trait but can 
change over time, influenced by experience or crises. Our cross-sectional survey examined the relation-
ship between mindfulness and resilience at a single point in time, without considering potential changes 
in these variables over an extended period. Thirdly, in the context of meditation retreat practices in 
Buddhism, the relationship between passive and active mindfulness states is not strictly linear. Instead, 
these states are seen as interconnected and iterative processes of the mind. Our study captured a sim-
plified, one-directional relationship between passive and active mindfulness. Future research should 
explore these intricate relationships more comprehensively. Lastly, our study primarily focused on mind-
fulness in an organizational context and its influence on employee resilience related to their work life. 
We did not extensively explore personal resilience, which would encompass an individual’s ability to 
bounce back after facing adversity. Investigating these diverse views on resilience would further enrich 
the application of resilience within organizations.

In conclusion, although research in mindfulness and resilience has significantly expanded, applying 
these concepts within organizational behavior still requires further exploration. Future research should 
address the influence of organizational culture, structure, and leadership on fostering higher levels of 
mindfulness and resilience. Additionally, the development of effective training programs and activities 
that promote these qualities within diverse organizational settings is crucial. Longitudinal studies that 
track the impact of mindfulness on resilience over time could provide deeper insights into this evolving 
relationship. Moreover, considering recent studies, such as that by Ruiz-Palomino et  al. (2023), which 
suggest that mindfulness may differentially affect organizational citizenship behaviors depending on 
employment status, future research should further investigate these dynamics. Their findings indicate 
that while permanent employees exhibit increased organizational citizenship behaviors in response to a 
strong person-organization fit, temporary employees demonstrate a weaker connection unless they have 
high levels of mindfulness. This suggests that mindfulness could potentially alleviate the uncertainties 
associated with temporary employment, thus fostering deeper engagement with organizational values 
and behaviors. Exploring these relationships in more diverse organizational settings and examining addi-
tional variables such as job type and employment duration will not only enrich our understanding of 
how mindfulness and employment type interact but also guide more tailored resilience-building pro-
grams that consider these crucial factors.
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