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The present study aimed to examine the mediation effects of self-efficacy on the relationship
between mindfulness and job performance and career satisfaction. For this purpose, a sample of
479 employees in various organizations in Turkey completed questionnaires that assessed their
mindfulness, self-efficacy, job performance, and career satisfaction levels. The results for the
correlation analyses displayed that mindfulness had positive relationships with self-efficacy, job
performance, and career satisfaction. By utilizing Structural Equation Modeling, results for the
mediational analyses indicated that mindfulness exerted its indirect effect on job performance
and career satisfaction through self-efficacy. By conducting a multi-group analysis, it was found
that the proposed mediational model was not moderated by gender, thereby providing support
for the final meditational model's robustness. The study findings advance the understanding of
how employees’ mindfulness levels can influence their job performance and career satisfaction
by focusing on their self-efficacy beliefs. The results underpin social cognitive theory and
conservation of resources theory
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Bu ¢alismanmin amact bilingli farkindalik ve is performansi ile kariyer tatmini arasindaki iligki
lizerinde 0z yeterliligin aracilik etkilerini incelemektiv. Bu amagla, Tiirkiye'deki gesitli
kuruluglardaki 479 calisandan olusan orneklem, farkindalik, 6z yeterlilik, is performansi ve
kariyer tatmin diizeylerini degerlendiren anketleri doldurmugstur. Yapisal Esitlik Modellemesi
(YEM) kullamlarak yapilan araci analizleri, bilingli farkindaligin is performansit ve kariyer
tatmini iizerindeki dolayli etkisinin oz-yeterlilik yoluyla ortaya ¢iktigini gostermigstir. Coklu grup
analizi yapilarak elde edilen aracilik modelinin cinsiyete gore diizenleyici rolii olmadig tespit
edilmis ve boylece olusturulan aracilik modelinin saglamhgi desteklenmistir. Elde edilen
bulgular, c¢alisanlarin  bilingli  farkindalik  diizeylerinin iy performanslarint ve kariyer
tatminlerini, oz yeterlilik algilart yoluyla nasil etkilediginin anlasiimasina imkdn saglamistir.
Arastirma sonuglari, sosyal biligsel teoriyi ve kaynaklarin korunmasi teorisini desteklemektedir.
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1. INTRODUCTION

Mindfulness has gathered much interest and
attentiveness in the research literature over the last
decades (Brown, Ryan & Creswell, 2007; Johnson,
Park & Chaudhuri, 2020; Kong, Wang & Zhao,
2014). Mindfulness has been conceptualized as a
process that causes a mental state depicted by a
non-reactive and non-judgmental awareness of the
experiences related to the present moment involving
cognitions, emotions, feelings, and bodily
sensations as well as external stimuli like sounds,
smells, and sights (Brown & Ryan, 2003).
Mindfulness is both considered a natural human
capacity and a skill that can be nurtured through
several diverse routes (Kabat-Zinn, 2003). In this
sense, mindfulness can be also identified as a
dispositional trait that signifies an inclination to be
mindful in everyday life, in which people may be
different from one another (Brown & Ryan, 2003).
Nevertheless, mindfulness levels can be increased
through mindfulness-based training (Falkenstrom,
2010). Mindfulness results in positive outcomes
such as increased task performance (Dane, 2011),
life satisfaction (Kong et al., 2014), job satisfaction,
decreased turnover intentions (Andrews, Kacmar &
Kacmar, 2014) and emotional exhaustion
(Hiilsheger, Alberts, Feinholdt, & Lang, 2013). The
extant literature also suggests that mindfulness is
beneficial for job performance and career
satisfaction (Bajaba, Fuller, Marler, & Bajaba,
2021; Butcher, 2020). Although some earlier
studies have drawn attention to the direct
relationship between these constructs (Bajaba et al.,
2021; Dane & Brummel, 2014), the process for
underlying the link among mindfulness and job
performance and career satisfaction has remained so
far unexplored. Hence, the present study was
designed to explore whether the relationship among
mindfulness and job performance and career
satisfaction is mediated by self-efficacy. The
theoretical rationale for this relationship can be
found in the COR (conservation of resources)
theory which suggests that individuals tend to go
for gaining, protecting, and rebuilding the resources
valued by the person (Hobfoll, 2001). While doing
so, it is theorized that when employees experience
high levels of mindfulness, they develop resources
that may result in enhanced well-being perceptions
such as self-efficacy which are predictive of their
job performance and career satisfaction.

2. THEORETICAL FRAMEWORK AND
HYPOTHESES

2.1. Mindfulness, Job Performance, and Career
Satisfaction

Mindfulness  emphasizes  paying  attention
intentionally to the present moment in a non-
judgmental and accepting way (Kabat-Zinn, 1990).
Mindfulness refers to perceiving feelings, beliefs,
thoughts, and physical sensations without annoying
them, and without becoming crushed by them.
Rather than performing with the “automatic pilot”,
mindfulness specifies being aware of the present
moment on being conscious (Baer, Smith, Hopkins,
Krietemeyer, & Toney, 2006). Despite the
conceptualization of mindfulness as being a state,
research attracts attention to the differences in
mindfulness-based on dispositions such that some
people are more mindful when compared to others
(Baer et al., 2006; Lau et al., 2006). Hence, it might
be assumed that employees are different in terms of
their mindfulness levels at work.

Research provides evidence for the positive
influence of mindfulness on both job performance
and career satisfaction. Job performance is one of
the most important outcomes in the work settings
and an emerging body of studies has displayed the
relationships ~ concerning ~ mindfulness  and
performance (Dane & Brummel, 2014; Ostafin &
Kassman, 2012). Mindful employees experience
higher consideration for their feelings with a greater
sense of clarity and lower levels of distraction in
work settings. Additionally, such employees tend to
recover from emotional distress more rapidly
(Feldman, Hayes, Kumar, Greeson, & Laurenceau,
2007). Besides, higher mindfulness levels are
associated with greater degrees of prosocial
behaviors and less workplace deviance (Reb,
Narayanan, & Ho, 2015). Mindful people have
more judgment accuracy (Kiken & Shook, 2011)
and experience higher levels of insight-related
problem solving (Ostafin & Kassman, 2012).
Furthermore, mindfulness is positively associated
with high levels of alertness (Zeidan, Johnson,
Diamond, David, & Goolkasian, 2010) and
cognitive flexibility (Moore & Malinowski, 2009).
Additionally, mindful people tend to deal better
with  performance blunders and distractions.
Likewise, mindfulness may help employees’
avoidance from mistakes, which may occur in terms
of a departure from the present moment actions
(Herndon, 2008). In line with such research
suggestions, mindfulness has a positive influence on
job performance by the factors such as increased
judgment accuracy, high degrees of cognitive
flexibility and alertness, and ability to handle
distractions.

Career satisfaction denotes the extent that people
believe their career development progress is
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coherent with their aims, values, standards, and
preferences (Ng, Eby, Sorensen, & Feldman, 2005).
Although the number is not high, some empirical
studies have drawn attention to the linkage
concerning mindfulness and career satisfaction
(Bajaba et al., 2021, Butcher, 2020). Emotional
stability and conscientiousness levels of mindful
people are relatively higher which results in higher
job performance and better career management
(Bajaba et al., 2021; Seibert, Kraimer, & Crant,
2001). It is suggested that mindful people tend to be
more energetic, extroverted, outgoing, and joyful,
which are the traits that are positively associated
with career satisfaction as these traits are important
for inter-personal interactions (Bajaba et al., 2021;
Judge, Bono, Illies, & Gerhardt, 2002).
Additionally, agreeableness levels of mindful
employees are higher which is an advantage for
building better relationships at work that may
increase both job performance and career
satisfaction (Seibert & Kraimer, 2001). To sum up,
mindfulness has a positive influence on job
satisfaction (Reb, Narayanan, & Chaturvedi, 2014)
and overall satisfaction (Beach et al., 2013) while
reducing employees’ work withdrawal and burnout
(Mesmer-Magnus, Manapragada, Viswesvaran, &
Allen, 2017), and it is argued that mindfulness
positively influences employees’ career satisfaction
as well.

2.2. Self-Efficacy as a Mediator

Self-efficacy has been defined as one’s belief in
which the person is capable of practicing and
performing a responsibility or a task in a successful
manner (Bandura, 1997). In a sense, self-efficacy
can be considered a type of self-confidence (Kanter,
2006) and it is taken as an indicator of positive self-
core evaluations (Judge & Bono, 2001).

Self-efficacy has an essential role in affecting
decision-making, cognition, and one’s behaviors.
Based on the social cognitive theory, self-efficacy
can be considered as being the capability for self-
regulation and control of one’s destiny (Bandura,
1986). Especially, general self-efficacy is
considered the center of the mechanisms related to
coping ability together with wide-scale functioning
because of its direct relationship with coping skills
(Luszczynska, Scholz & Schwarzer, 2005). Self-
efficacy has been suggested to be a mediating
variable among various coping mechanisms which
in turn are correlated with positive behavioral
responses (Luberto, Cotton, McLeish, Mingione, &
O’Bryan, 2014; Tan, Yang, Ma, & Yu, 2016).

Research points out the positive impact of
mindfulness on self-efficacy such that higher levels
of mindfulness skills like accepting facts without

any judgment and behaving in an aware manner are
associated with greater self-efficacy (Luberto,
McLeish, Zvolensky, & Baer, 2011; Soysa &
Wilcomb, 2015). Mindfulness improves
understanding of the transitory nature of emotions
that causes effectiveness for shaping an individual’s
life (Nydahl, 2008). Mindfulness is related to
positive feelings such as competence and autonomy
(Brown & Ryan, 2003). Additionally, mindfulness
strengthens a greater sense of self-regulation and
self-control that enhances one’s self-efficacy
(Luberto et al., 2011). In other words, increased
perceived control as a result of mindfulness would
cause higher levels of self-efficacy (Schiaffino &
Revenson, 1992). Mindful people tend to better
evaluate their self-views of the situations including
places, objects, ideas, or individuals around them.
Self-efficacy is the internal judgment of one’s
capabilities to achieve a certain degree of
performance and mindfulness strengthens a
person’s focus on his/her goals and performance
(McCann & Davis 2018). As Bandura (1997) has
identified, self-efficacy sources include both
affective and cognitive factors. People behave
according to their interpretation of the realities and
this process is intensely determined by their self-
control, self-regulation, and self-awareness levels
(Bandura, 1986). For instance, it would be quite
difficult for individuals to concentrate on their
thinking and assess their exact potential precisely
when they are in a negative psychological condition
like stress or anxiety. In this sense, experiencing
high levels of self-efficacy would be hard with a
lack of awareness (Gundlach, Martinko, & Douglas,
2003). As cognitive practices of making causal
attributions among capabilities and performance
consequences affect one’s self-efficacy beliefs,
higher levels of mindfulness may lead people to
have more positive assessments due to its influence
on pessimistic thoughts. The capability of observing
one’s mind actions non-judgmentally is related to a
higher degree of realistic perceptions (Brown et al.,
2007), and experiencing a clear mood of mind
together with a high level of awareness strengthens
the ability to think in a constructive way (Kabat-
Zinn, 1990). It has been found that mindful people
experience higher levels of cognitive flexibility and
problem analysis capabilities. Additionally, mindful
people have a higher capability while dealing with
difficulties and challenges (Feldman et al., 2007)
and experience greater self-efficacy
(Charoensukmongkol, 2014). People, high in self-
efficacy, have more optimistic perceptions about
life and feel more self-confident that they can deal
with stress and life events (Nasurdin, Ramayah, &
Chee, 2009). Nonetheless, people, low in self-
efficacy, experience higher stress and anxiety
(Jimmieson, 2000). Thus, lower self-efficacy is
strongly related to pessimistic thoughts (Schwarzer
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& Hallum, 2008). Increased self-efficacy has been
recommended to act as a primary mediator for
positive outcomes (Luberto et al., 2014, Ngo &
Hui, 2018). Hence, in the present study, it is
suggested that mindfulness has a positive influence
on employee self-efficacy, and enhanced self-
efficacy may influence employees’ job performance
and career satisfaction levels.

Self-efficacy has a positive influence on work
outcomes. It is strongly correlated with job
performance (Judge & Bono, 2001; Carter, Nesbit,
Badham, Parker, & Sung, 2018; Lunenburg, 2011)
and career satisfaction (Abele & Spurk, 2009;
Lounsbury et al., 2003; Ngo & Hui, 2018). Social
cognitive theory suggests that self-efficacy is the
main mechanism to be task-oriented and motivates
better performance in various ways (Bandura,
1986). First of all, self-efficacy beliefs influence
one’s feelings related to confidence and
competency in his/her perceived skills while
performing a compulsory task which indicated that
the person strives to achieve the goal (Bandura,
1997). Secondly, self-efficacy beliefs enhance
performance by strengthening the sense of control
the person experiences over his/her life
circumstances (Bandura, 1986). Thirdly, self-
efficacy beliefs build up a perception that effort will
result in successful outcomes that raises one’s
ability while sustaining effort in pursuing his/her
goals (Bandura, 1997). Employees, who have high
self-efficacy scores, are more likely to show
persistence in their work roles and pursue more
challenging goals (Bandura, 2006). Self-efficacy
affects the persistence degree of individuals while
attempting hard/new tasks. Performance can’t be
evaluated as a pure measure of ability as it is also
strongly influenced by self-regulatory factors such
as self-efficacy (Bandura, 1997). Employees
perform in parallel with their perceived self-
efficacy levels. Employees, who are high in self-
efficacy, feel self-confidence in learning and
performing specific tasks. Hence, they don’t give up
showing their efforts when faced with different
problems. Contrariwise, employees, who are low in
self-efficacy, don’t persist in showing effort when
they have problems as they believe that they are
incapacitated to performing difficult tasks
(Lunenburg, 2011). Therefore, self-efficacy is
suggested as an important predictor of job
performance in work settings as self-perceived
beliefs of efficacy significantly contribute to
performance levels. The higher levels of self-
efficacy beliefs will lead to greater coping
performance (Bandura & Locke, 2003). Self-
efficacy also affects employees’ goals such that
employees, low in self-efficacy, are likely to set
moderately lower goals while employees, who feel

more self-efficacy, have a higher standard of
personal goals (Lunenburg, 2011).

Career satisfaction has been defined as employees’
feelings of satisfaction about their careers as a
whole (Lounsbury et al., 2003). Objective or
extrinsic factors such as status, promotions, and
salary are less observable indicators of career
satisfaction. Therefore, experiencing objective
career success does not essentially identify that
employees feel satisfied with their careers (Hall,
1996). On the other hand, subjective career success
reflects one’s feelings of personal achievement at
work and reveals an individualistic perspective.
Subjective career success has been defined as the
subjective assessment of one’s career (Abele &
Spurk, 2009). Therefore, career satisfaction has
been commonly used as the main measure of
subjective career success (Colakoglu, 2011; Ng et
al., 2005). Based on the social cognitive theory,
self-efficacy has been suggested as an essential
influencer of employees’ career satisfaction levels
(Abele & Spurk, 2009; Ngo & Hui, 2018). Within
the context of social cognitive theory, employees
who are high in self-efficacy experience more
career satisfaction. Social cognitive theory, which
holds an agentic approach related to human
development, suggests that people are both
producers and products of social systems such that
the person, his/her environment, and behaviors are
embedded in a mutually dependent causal structure
(Bandura, 1986). Self-efficacy is the fundamental
component of the theory as it is assessed as one of
the crucial determinants of one’s satisfaction and
behavior through personal agency practices. Self-
efficacious employees are likely to feel positive
perceptions about their social environment and
work activities (Bandura, 2012). Therefore, in line
with the suggested mediation model in the study,
the research literature supports the argument that
high self-efficacy causes a high level of job
performance and career satisfaction.

Grounded on the above rationale and existing
literature displaying that mindfulness has positive
effects on job performance and career satisfaction
(Butcher, 2020; Dane, 2011), it also affects self-
efficacy (Luberto et al., 2014), and self-efficacy
correlates positively to job performance and career
satisfaction (Carter et al. 2018; Ngo & Hui, 2018),
in the present study both direct and indirect
relationships between the variables are concerned.
Therefore, based on the discussed literature leading
to the anticipation of both the direct and indirect
effects (through self-efficacy) of mindfulness on job
performance and career satisfaction, the mediating
influence is predicted partially. Hence, mindfulness
may have direct impacts on job performance and
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career satisfaction, but also indirect impacts through
self-efficacy.

In  summary, research has suggested that
mindfulness is a valuable predictor of job
performance and career satisfaction (Bajaba et al.,
2021; Dane & Brummel, 2014). Apart from these
linkages, research also points out the mediating role
of self-efficacy on the relationship between
mindfulness and positive outcomes (Sharma &
Kumra 2022). There exists a significant positive
correlation between mindfulness and self-efficacy
(Bayir & Aylaz, 2021; Chan, Yu, & Li, 2021).
Employees’ mindfulness levels can foster their self-
efficacy perceptions (Sharma & Kumra 2022). In
turn, self-efficacy can promote employees’ job
performance and career satisfaction levels (Carter et
al., 2018; Ngo & Hui, 2018). Hence, self-efficacy
can be considered a mediator variable linking
mindfulness with job performance and career
satisfaction. The underpinning theory for the
mediating role of self-efficacy on the relationship
between mindfulness and job performance and
career satisfaction is the conservation of resources
(COR) theory, which emphasizes that people
display every type of effort while protecting their
interests and trying to achieve their goals (Hobfoll,
2001). Accrual of the resources that may induce
positive emotional states like mindfulness can be
considered a mechanism to reach this objective
(Zivnuska, Kacmar, Ferguson, & Carlson, 2016).
Being mindful would help people develop
resources, which may result in experiencing
enhanced well-being perceptions like self-efficacy
(conservation of resources), and in turn display
higher levels of job performance and career
satisfaction. Hence, apart from its direct effects,
mindfulness may act as a tool that leads to positive
emotional states and attitudes that increases
employees’ self-efficacy perceptions, which in turn
strengthen their job performance and career
satisfaction.

This study is one of the rare attempts to examine the
impact of mindfulness both on job performance and
career satisfaction in a partial mediation model.
Although there has been research on the benefits of
mindfulness in many fields such as education
(Weare, 2019), psychology (Phan et al., 2020),
clinical psychology (Pintado, 2019), neuroscience
(Brewer, 2019) and medicine (Chmielewski, 2021)
in recent years, the effect of mindfulness on factors
that have a crucial role in organizational
effectiveness, such as job performance and career
satisfaction, has not been studied much. Therefore,
the current study contributes to the work literature
by emphasizing the effects of mindfulness both on
employees’ job performance and career satisfaction
levels. The positive psychology movements theory

(Csikszentmihalyi & Seligman, 2000) can be
concerned to theoretically establish the relationship
between mindfulness and job performance and
career satisfaction. According to this theory, a
person who has positive thoughts and feelings
(through mindfulness) will show positive behaviors
(e.g. job performance and career satisfaction) due to
his/her positive psychology (with the help of
mindfulness). Moreover, even if the impact of
mindfulness on self-efficacy has been identified in
several studies (Luberto et al., 2011; Soysa &
Wilcomb, 2015), emphasizing the direct positive
relationship of self-efficacy together with job
performance and career satisfaction has not been
included in the research arena. In this respect, this
study also supports the social cognitive theory
(Bandura, 1986) specifying the role of self-efficacy
on positive work outcomes such as job performance
and career satisfaction (Carter et al., 2018; Ngo &
Hui, 2018). Finally, to the author’s knowledge, no
study up to date has been conducted to analyze the
influence of mindfulness on job performance
through self-efficacy and to investigate the impacts
of mindfulness on career satisfaction via self-
efficacy with employees’ sample in the Turkish
context. Thus it is predicted that:

Hypothesis: Self-efficacy partially mediates the
relationship  between mindfulness and job
performance and career satisfaction.

3. METHOD
3.1. Participants and Procedure

The study participants were 479 white-collar
employees from various Turkish companies found
in the IT, textile, energy, education, marketing,
finance and audit sectors. The reason for not
focusing on a specific sector was to have a diverse
research sample as much as possible. The
companies were chosen based on a convenience
basis and the participants were selected by
convenience  sampling. Out of the 800
questionnaires distributed online, 479
questionnaires were returned with a 59% response
rate. All participants were assured of the
confidentiality and anonymity of the research.
Among the participants, 57% were male and 43%
female.

3.2. Measures

3.2.1. Mindfulness. Mindfulness levels were
evaluated by the fifteen-item Mindfulness Attention
Awareness Scale (Brown & Ryan, 2003). The scale
is a single-factor measure of mindfulness skills for
which the participants rate how often each related
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statement is convenient for them. The participants
answered the questions on a six-point Likert type
scale ranging from 1 (almost always) to 6 (almost
never). A sample item is “I find it difficult to stay
focused on what’s happening in the present”
(reverse-coded). The Turkish version of the scale
was applied by Catak (2012). Research has
provided evidence for the good internal consistency,
discriminant validity, and convergency scores of the
scale (Baer et al., 2006; Dane & Brummel, 2014).

3.2.2 Self-Efficacy. Participants’ self-efficacy levels
were assessed by the ten-item scale, which is a
unidimensional measure of general self-efficacy
(Schwarzer & Jerusalem, 1995). A sample item is “I
can solve most problems if | invest the necessary
effort” rated on a four-point Likert scale from 1 (not
at all true) to 4 (exactly true). The Turkish
adaptation of the instrument was taken from
Yesilay, Schwarzer, and Jerusalem (1996). In
different samples from more than 23 nations, the
scale has good reliability and validity (Abele &
Spurk, 2009; Carter et al., 2018;
Charoensukmongkol; 2014)

3.2.3. Job Performance. Job performance scores
were measured with the five-item scale for in-role
job  performance developed by Podsakoff,
Mackenzie, Moorman, and Fetter (1990). The
participants expressed their agreement on a five-
point Likert scale from 1 (disagree strongly) to 5
(agree strongly). A sample item is “T meet all the
formal performance requirements of the job”. The
Turkish adaptation of the scale was conducted by
Uniivar (2006). The scale has good reliability and
validity levels (Chughtai, 2008; Halbesleben &
Bowler, 2007).

3.2.4. Career Satisfaction. Participants’ career
satisfaction levels were evaluated by the five-item
scale (Greenhaus, Parasuraman, & Wormley, 1990)
from 1 (disagree strongly) to 5 (agree strongly). An
example item is “I am satisfied with the success |
have achieved in my career”. The Turkish version
of the scale was applied by Kaya and Karatepe
(2020). Research has provided verification for the
good reliability and validity of the scale
(Aydogmus, 2019; Colakoglu 2011).

3.2.5. Control Variables. Age, gender, and job
tenure were taken as control variables in line with
the suggestions of past research for the prominence
of controlling for demographics (Halbesleben &
Bowler, 2007; Reb, Narayanan, Chaturvedi &
Ekkirala, 2017).

3.3. Data Analysis

By utilizing AMOS 18.0, the Structural Equation
Modeling (SEM) was used to examine the influence
of employees’ self-efficacy on the relationship
among their mindfulness scores and job
performance levels and career satisfaction. Various
indices, which were suggested by Hu and Bentler
(1999), were used while assessing the overall fit of
the suggested model to the data. The criteria for a
good fit (Hu and Bentler, 1999) is as follows: x?/df
ratio < 3; Root-Mean-Square Error  of
Approximation (RMSEA) < .06; Standardized
Root-Mean-square  Residual (SRMR) < .08;
Comparative Fit Index (CFI) > .95. PClose value
identifies the test of statistical significance related
with the test of close fits. PClose value, which is
smaller than. 05 implies that RMSEA is
significantly higher than its suggested cut-off of .05,
S0 a probability higher than .05 is desirable.

In order to control the inflated measurement errors
that were affected by the multiple substances of the
latent factor, for each of the mindfulness and self-
efficacy factors, three item parcels and for each of
the job performance and career satisfaction
components two item parcels were composed in the
analyses. There is no single answer to how many
parcels should be created in one-dimensional
structures  (Little, Rhemtulla, Gibson, &
Schoemann, 2013). The reason for composing two
item parcels for each of the job performance and
career satisfaction five-item scales was to guarantee
obtaining  sufficient  goodness-of-fit  values
depending on the sample size (e.g. Kline, 2011).
The parcels in the study were formed by utilizing a
balanced approach of item-to-construct like
allocating the highest and lowest loading items
through the parcels (Little, Cunningham, Shahar &
Widaman, 2002).

4, RESULTS
4.1. Preliminary Analysis
Table 1 indicates the means, standard deviations,

internal consistency reliabilities, and correlations of
the variables
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Table 1: Mean, Standard Deviations, reliabilities, and intercorrelations between study variables

Variable Mean SD 1 2 3 4 5 6 7

1. Gender - -

2. Age 37.3 1.3  -0.07 -

3. Job Tenure 4.8 1.06 -0.19 0.58 -

4. Mindfulness 3.9 0.79 005 -0.19 -0.61 (0.89)

5. Self-Efficacy 2.7 042 -0.11 0.09 027 045*% (0.83)

6. Job performance 3.7 0.76 0.08 -0.16 0.07 0.43**% 0.31*%* (0.82)

7. Career satisfaction 3.8 0.68 0.15 0.08 -0.04 0.44** 0.57** 0.46** (0.84)

Note: N =479, SD: Standard deviation, Gender is coded as 0 = woman, 1 = man, Cronbach’s Alpha (o)

coefficients are in parentheses in the diagonal.
#*p < 0.01

As seen in Table 1, mindfulness was positively and
significantly related to self-efficacy (r = 0.45; p <
0.01), job performance (r = 0.43; p < 0.01) and
career satisfaction (r 0.44; p < 0.01).
Furthermore, self-efficacy was positively and
significantly related to job performance (r = 0.31; p
< 0.01) and career satisfaction (r = 0.57; p < 0.01).
Lastly, career satisfaction was found to have a
positive  significant  relationship  with  job
performance (r = 0.46; p < 0.01).

4.2. Measurement Model

The measurement model contains four latent factors
including mindfulness, self-efficacy, job
performance, and career satisfaction together with
10 observed variables. The preliminary analysis for
the measurement model displayed a very good fit to
the data (32 = 33.6, df = 29; p = .302; RMSEA =
.026; PClose = .978; SRMR = .021; and CFI =
.986). For the indicators on the latent variables, the
reliable factor loadings displayed that respective
indicators were correct representatives for their
latent factors. The four-factor model showed
superior fit when compared to one-factor model
where all parcels were loaded on a single factor (2
=174.3,df = 33; p =.101; RMSEA = .11; PClose =
.02; SRMR = .09; and CFI = .69).

displayed a very good fit to data (2 = 61.6, df = 30;
p =.001; RMSEA = .041; PClose = .488; SRMR =
.017; and CFI = .981).

Figure 1 displays the partial mediation impact of
self-efficacy on the relationships concerning
mindfulness, job  performance, and career
satisfaction indicating that all of the direct path
coefficients were significant for the suggested
directions.

For testing the hypothesis of self-efficacy partially
mediating the mindfulness, job performance, and
career satisfaction relationship; Model 2, which was
a full mediation model including the direct paths
from mindfulness to job performance and career
satisfaction constrained to zero was conducted to
compare with the partial mediation model of Model
1 involving the above direct paths not constrained
to zero. Chi square difference test was applied for
the comparison. The results indicated that the fit for
the model has reduced significantly (Ay2 (2, N =
479) = 32.0, p < 0.05) after eliminating the above
direct paths. Thus, Model 1, which was the partial
mediation model, was noticeably better than Model
2. Afterward, concerning the direct relationships
between the variables, a third partially mediated
model (Model 3) including job performance and

career  satisfaction as mediators  between
Table 2: Fit indices of the models
Variable x2 df x2/ df RMSEA SRMR CFI AIC ECVI
Model 1 61.6 30 2.053 0.041 0.017 0.981 111.294 0.247
Model 2 91.3 32 2.853 0.065 0.026 0.964 137.283 0.333
Model 3 70.3 30 2.343 0.056 0.021 0.975 121.327 0.286

Note: N = 479, RMSEA = root-mean square error of approximation; SRMR = standardized
root-mean-square residual; CFI = Comparative Fit Index; AIC = Akaike information
criterion; ECVI = Expected cross-validation index.

4.3. Structural Model

The suggested structural relationships for the study
variables were tested by using AMOS 18.0 in the
present study. Three alternative models were
conducted to find the best model. Table 2 shows
the fit indices regarding the alternative models. As
seen, Model 1, which was the hypothesized model,

mindfulness and self-efficacy was analyzed in order
to investigate the possible diverse mediating effects
that may arise, which is shown in Figure 2.
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Job
Performance

Note: The factor loadings are standardized. M1-M3= Three parcels for mindfulness; SE1-SE3=Three
parcels for self-efficacy; JP1-JP2= Two parcels for job performance; CS1-CS2=Two parcels for career

satisfaction.

Figure 1: Structural Equation Model for the mediating impact of self-efficacy on the linkages between
mindfulness, job performance, and career satisfaction

Even though Model 3 fits worse than Model 1 (32 =
70.3, df = 30; p = .000; RMSEA = .056; PClose =
0.247; SRMR = .021; and CFl =.975), it was still a
well-fitting model. However, based on the previous
literature, it has been suggested that self-efficacy
predicts both job performance and career
satisfaction (Abele & Spurk, 2009; Carter et al.,
2018; Judge & Bono, 2001; Ngo & Hui, 2018).
Additionally, the fit indices of Model 1 were better
compared with Model 3. As a result, we can
conclude that, based on the results of the analyses,
Model 1 was the best one when compared with the
other models. Hence, it was determined that
employees’ self-efficacy perceptions partially
mediated the linkage among their mindfulness and
job performance and career satisfaction levels.

4.4. Mediation Assessment

Bootstrapping techniques in AMOS were conducted
to examine the significance of the mediation
influence of self-efficacy. For the stated reason, by
random sampling, 5000 bootstrapping samples were
generated from the original data set (N = 479).
Table 3 presents the mediating impact of self-
efficacy involving the 95% confidence intervals.
Findings showed that mindfulness exerted its
indirect influence on job performance and career
satisfaction through with the mediating influence of
self-efficacy.

Figure 2: Alternative model including job performance and career satisfaction as mediators between

mindfulness and self-efficacy
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Table 3: Bootstrapping indirect effects including 95% confidence intervals (CI)

Model Pathways Point Estimates 95% CI

Lower Upper
Mindfulness => Self-efficacy => Job Performance 0.357 0.267 0.472
Mindfulness => Self-efficacy => Career Satisfaction 0.123 0.032 0.236

4.5. Gender Differences

Studies have pointed out that men and women may
differ in terms of their mindfulness levels, self-
efficacy, job performance and career satisfaction,
and relationships between these variables (Bajaba et
al., 2021; Lo, 2021; Tabatabaei, SJashani, Mataji, &
Afsar, 2013; You & Y00, 2021). Therefore, in order
to determine whether the path coefficients differ
significantly between males and females, multi-
group analysis was used in the present study. While
examining these gender differences, the first model
enabling the structural paths to differ between
sexes, was compared with the second one that
restrained the structural paths among males and
females to be equal. The results displayed that the
restrained model was not significantly diverse from
the first one, (Ay2 (4, N = 479) = 4.08, p > .05),
signifying that there were no significant gender
differences among sexes. Further, concerning the
magnitude for female and male groups, an
inspection of each path coefficient verified that all
of the associations were similar. As seen, the
robustness of the final meditational model was
supported by these results.

5. DISCUSSION AND IMPLICATIONS

The purpose of the present study was to explore the
mediating influence of self-efficacy on the
relationships between mindfulness, job
performance, and career satisfaction. It was found
that more mindful employees exhibited higher
levels of job performance and career satisfaction.
Specifically, it was hypothesized that these
relationships were partially mediated by employees’
self-efficacy perceptions. The present study
supported the hypothesized relationships such that
mindfulness and job performance and career
satisfaction linkages were partially mediated by
self-efficacy in the organizations within the Turkish
context.

The present study builds numerous notable
theoretical contributions. The study contributes to
the emerging research field that examines the effect
of mindfulness in work settings in general (Reb &
Atkins, 2015) and the impact of mindfulness on
self-efficacy, job performance, and career
satisfaction specifically. In the study, correlational

results displayed that mindfulness was positively
related to employees’ self-efficacy levels, job
performance assessments, and career satisfaction
scores. These findings are in line with the previous
research confirming the positive relationships
between mindfulness and self-efficacy (Luberto et
al. 2011; Soysa & Wilcomb, 2015), job
performance (Bajaba et al. 2021; Dane & Brummel
2014), and career satisfaction (Butcher, 2020;
McAbee et al., 2015). Mindful individuals have a
greater sense of self-control and self-regulation
which in turn increase their self-efficacy levels
(Luberto et al., 2011). Moreover, mindful people
have more attention to feelings and experience
lower distraction (Feldman et al., 2007). Thus,
mindfulness enhances job performance by guarding
in opposition to performance blunders and
distractions (Herndon, 2008) and by increasing
alertness and cognitive flexibility (Zeidan et al.,
2010). Concerning career satisfaction, having a high
level of mindfulness may cause employees to the
accrual of important career resources (Hiilsheger et
al., 2013) that can be evaluated as psychological
assets which can generate additional outcomes
(Voydanoff, 2005) that might be related to the
employees’ career satisfaction.

Additionally, the positive relationships between
self-efficacy and job performance and career
satisfaction are consistent with the previous
research suggesting a positive correlation among
these variables (Lunenburg, 2011; Abele & Spurk,
2009). In this sense, the present study contributes to
the social cognitive theory (Bandura, 1986), which
signifies that self-efficacy beliefs enhance one’s
motivation and have a positive influence on
conscious practices and outcomes such as job
performance (Carter et al., 2018) and career
satisfaction (Ngo & Hui, 2018).

The most critical outcome of this research is that
self-efficacy acted as a mediator of the relationships
between mindfulness and job performance and
career satisfaction. Study findings demonstrate a
framework indicating that mindful employees are
more likely to experience high levels of self-
efficacy, which in turn increase their job
performance and career satisfaction levels. With
this framework, the current study contributes to the
COR, which suggests people show every effort to
reach their goals and protect their desires and
interests (Hobfoll, 2001). One of the mechanisms
that can be used to achieve this objective is the
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accrual of the resources that may cause positive
emotional attitudes and states such as mindfulness
(Zivnuska et al., 2016). It is believed that
mindfulness acts as a tool that results in positive
emotional states which enhances employees’ self-
efficacy perceptions. In turn, these employees may
display increased job performance and experience
enhanced career satisfaction. Although some
previous studies have examined the relationship
between mindfulness and job performance and
career satisfaction (Bajaba et al., 2021; Dane &
Brummel, 2014), no study up to date has examined
self-efficacy as a mediator among these variables.
The multi-group analysis results demonstrated that
there were no significant gender differences.

Finally, even if the present study didn’t aim for a
cultural perspective, it contributed to the emerging
literature about work and organizations in Turkey.
It adds to a relatively small body of research on
mindfulness including samples beyond Europe and
the USA (Reb et al., 2017), thus contributing to the
understanding of the generalizability of mindfulness
findings across diverse cultures.

The study has also several practical implications for
managers and organizations in understanding the
factors that affect employees’ job performance and
career satisfaction. It is suggested that organizations
can enhance employee job performance, as well as
increase career satisfaction, by finding ways to raise
self-efficacy. The study draws attention to
mindfulness as a crucial path toward increasing
self-efficacy of employees. In this sense, the present
study alludes to the importance of helping
employees develop their mindfulness levels.
Employees’ mindfulness levels can be increased by
training and practices. Research has provided
evidence on mindfulness-related training programs
like MBSR (Mindfulness-Based Stress Reduction)
for increasing individuals’ mindfulness scores
(Bohecker, & Doughty Horn, 2016; Johnson et al.,
2020). Employees tend to alter their emotional and
cognitive aspects positively when they have
mindfulness  training programs.  Mindfulness
practices became appropriate and widespread
because of the positive mind and brain effects on
both physical and psychological health (Beach et
al., 2013; Brown et al., 2007). Experiencing
positive emotion self-regulation, being self-aware,
motivation and self-efficacy are some of the
outcomes of mindfulness training programs at the
individual level. Furthermore, job productivity,
work-related mental health, job performance, and
career satisfaction can be considered as some of the
job-related outcomes of such interventions (Bajaba
et al., 2021; Johnson et al., 2020; Ostafin &
Kassman, 2012). Organizations can also search for
other ways to increase employee mindfulness in

addition to the training programs. For instance,
employee mindfulness was determined lower when
the assigned tasks were routine and organizational
constraints were a lot (Reb et al., 2015). Hence,
organizations could lessen the constraints and
assign less routine tasks thereby giving support to
strengthen employee mindfulness.

This study has also some limitations, which may
take attention for future research. First of all, the
study used cross-sectional data which makes it hard
to illustrate any causal associations between the
variables. In the future, longitudinal research can be
conducted while examining the mediation model.
Second, only one mediating variable was used in
the current study. The theory concerning the
relationships between employee mindfulness and
job performance and career satisfaction can be
further developed by analyzing and confirming
other mediators. Third, self-report measures were
used in the data collection. In future research,
multiple assessment methods such as manager and
peer reports might be utilized for strengthening the
validity of the study findings.

Apart from the stated limitations, the present study
is the initial effort in examining self-efficacy as a
mediator between mindfulness and job performance
and career satisfaction concerning employees in the
Turkish companies. Collecting data from Turkish
employees’ sample may also offer significant proof
validity for mindfulness as the predictor of self-
efficacy, job performance, and career satisfaction.
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