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ABSTRACT

HOW TRAIT MINDFULNESS IS RELATED TO JOB PERFORMANCE AND
JOB SATISFACTION: SELF-REGULATION AS A POTENTIAL MEDIATOR

Catalsakal, Sila
M.S., Department of Psychology

Supervisor: Prof. Dr. H. Canan Siimer

September 2016, 129 pages

The aim of the current study was to investigate whether trait mindfulness is related
to job performance (i.e., task performance, OCB, CWB) and job satisfaction. Self-
regulation was expected to emerge as a mediating mechanism through which
mindfulness affects performance variables. Participants consisted of working adults
(N =213) who filled out a questionnaire package including measures of mindfulness,
self-regulation, task performance, OCB, CWB, and job satisfaction. The supervisors
(N = 39) of the employees who gave approval (N = 108) also participated in the
study and evaluated job performance of their subordinates. Although no significant
relationships were found between mindfulness and performance measures when the
performance evaluations were made by the supervisors, these relationships achieved
significance when self-report performance measures were used. Mindfulness was
also found to be significantly related to job satisfaction as anticipated. As expected,
self-regulation emerged as the mechanism through which mindfulness exerts its
effects on self-report task performance and OCB, but not CWB. Exploratory
analyses revealed that mindfulness comprised of three components, which were
named as awareness, nonreactivity, and nonjudging and hypothesis testing was
repeated with each component to examine their differential effects on outcome
variables of interest. When all findings were incorporated for a full model testing,

job satisfaction emerged as the second mediating mechanism in trait mindfulness -



performance outcomes relationships. The findings and contributions of the study, the

implications and future research directions were further discussed.

Keywords: Mindfulness, Self-regulation, Job Performance, Job Satisfaction



0z

BILINCLI FARKINDALIGIN iS PERFORMANSI VE IS DOYUMU ILE
ILISKiSi: Z-DUZENLEMENIN ARACI DEGISKEN OLARAK ROLU

Catalsakal, Sila
Yiiksek Lisans, Psikoloji Boliimii

Tez Yoneticisi: Prof. Dr. H. Canan Stmer

Eylil 2016, 129 sayfa

Bu ¢aligmanin amaci, bir kisilik 6zelligi olarak bilingli farkindaligin, is performansi
(gorev performansi, orgiitsel vatandaglik davranisi, tiretkenlik karsit is davranisi) ve
is doyumu ile iligkisini incelemektir. Bilingli farkindaligin, 6z-diizenleme
araciligryla performans ¢iktilarini etkilemesi beklenmektedir. Calismaya 213 calisan
yetigkin katilmistir. Bu katilimeilar, bilingli farkindalik, 6z-diizenleme, gorev
performansi, orgiitsel vatandaglik davranisi, tiretkenlik karsiti is davranisi ve is
doyumu 6l¢iimlerini igeren bir anket paketini doldurmuslardir. Onaylar1 alinan 108
caliganin yoneticileri (N = 39) de ¢alismaya katilmis ve astlarinin is performanslarini
degerlendirmislerdir. Performans 6l¢limleri yoneticilerden alindiginda, ¢alisanlarin
bilingli farkindalik ve performans ¢iktilar1 arasinda anlamli bir iliski bulunamamus,
ancak kisilerin kendileri performanslarini degerlendirdiklerinde bu iliskiler
istatistiksel olarak anlamli bulunmustur. Beklentiye uygun olarak, bilingli
farkindaligin kisilerin is doyumlari ile anlamli bir iliskisi oldugu ortaya konmustur.
Hipotezleri destekleyen bir bagka bulgu ise 6z-diizenlemenin, bilingli farkindalik —
gorev performansi ve bilingli farkindalik - 6rgiitsel vatandaslik davranisi iligkilerinde
araci degisken olarak ortaya ¢ikmasidir. Bilingli farkindaligin tiretkenlik karsit1 is

davranigini direkt olarak etkiledigi bulunmus, fakat bu iliskide 6z-diizenlemenin
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araci rolii dogrulanamamistir. Kesif amagh yapilan ek analizlerin sonuglar1 bilingli
farkindaligin ii¢ bilesenden (farkindalik, tepkisizlik, yargilamama) olustugunu
gostermistir. Hipotezler, her bir bilesen i¢in tekrar test edilmis ve bu bilesenlerin
farkli bagimli degiskenler iizerine etkileri arastirilmistir. Tiim bulgular tek bir
modelde test edildiginde, is doyumu, bilingli farkindalik — performans ¢iktilar
iliskilerinde ikinci bir araci1 degisken olarak ortaya ¢ikmistir. Calismanin bulgular ve
bu bulgularin mevcut yazina etkisi tartisilmis ve gelecek calismalar i¢in dnerilerde

bulunulmustur.

Anahtar Kkelimeler: Bilingli Farkindalik, Oz-diizenleme, Is Performansi, Is Doyumu
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CHAPTER 1

INTRODUCTION

1.1. Overview

The concept of mindfulness has been receiving increased research attention,
with findings drawing attention to positive outcomes associated with being mindful
such as enhanced emotional, psychological, and social well-being (Howell, Digdon,
& Buro, 2010; Weinstein, Brown, & Ryan, 2009) and decreased psychological
distress symptoms (Bowlin & Baer, 2012; Kiken & Shook, 2012). However, this
research interest in mindfulness is mostly limited to the field of clinical
psychology(e.g., Bowlin & Baer, 2012; Kiken & Shook, 2012). Although there are
some established mindfulness — work outcomes relationships (e.g., Reb, Narayanan,
& Chaturvedi, 2014; Roche, Haar, & Luthans, 2014), research in workplace
regarding this concept is quite limited. The present study attempts to explore the
effects of trait mindfulness at work by focusing on critical outcome variables in
Industrial Organizational (1/0O) Psychology.

Job satisfaction and job performance are probably the two most critical work
outcomes for organizations (Bono & Judge, 2003; Dormann & Zapf, 2001). In this
study, in order to see whether mindfulness is truly worthy of consideration for
organizations, its effects on job satisfaction and three job performance dimensions
namely, task performance, organizational citizenship behavior (OCB), and
counterproductive work behavior (CWB) were examined. Considering the positive
cognitive and attitudinal outcomes associated with being mindful (e.g., Bowlin &
Baer, 2012; Thompson & Waltz, 2008), dispositional mindfulness of the employees
was expected to be positively associated with their job satisfaction, task
performance, and OCB. As for their engagement in CWBs, a negative association
with trait mindfulness was expected.

As previously noted, mindfulness research in I/O Psychology is quite limited
and the existing literature lacks an understanding concerning the mechanisms that
explain how mindfulness operates in work settings. That is the reason why the
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mechanism through which mindfulness exerts its positive effects was also
investigated in this study. Taking the already established mindfulness and self-
regulation relationship into account (Holzel et al., 2011a) and considering the
conceptual relevance of these two constructs, self-regulation was expected to
mediate the relationship between mindfulness and behavioral work outcomes of
interest (i.e., task performance, OCB, and CWB). Assessing the mechanism through
which mindfulness operates was expected to contribute to the development of a
theoretical framework, which might tell how and why mindfulness impacts critical
work outcomes.

Although most mindfulness definitions in the academic literature are
conceptually consistent, there is a disagreement on the components constituting
mindfulness. Independent of the definition of mindfulness adopted, in most studies
mindfulness is conceptualized as a single factor. In the present study, a
comprehensive definition of mindfulness was adopted in order to investigate its
different components’ effects on work outcomes of interest in an exploratory
fashion. In order to do so, two widely used measures of mindfulness (i.e., Mindful
Attention Awareness Scale (MAAS) by Brown & Ryan, 2003; Five Facet
Mindfulness Questionnaire (FFMQ) by Baer, Smith, Hopkins, Krietemeyer, &
Toney, 2006) were combined. After the new mindfulness assessment was generated,
it was administered to the participants and a couple of exploratory factor analyses
were conducted to find out the emerging components of mindfulness. Later on, these
components’ differential effects on job satisfaction, task performance, OCB, and
CWB were investigated. Distinguishing the components of mindfulness was
expected to contribute to both the academic literature for the development of a more
detailed framework of mindfulness and the practitioners for them to be able to focus
on the most effective components.

In the following sections of the introduction, a conceptual overview of
mindfulness, its relationships to other variables, an overview of the mediating
variable (i.e., self-regulation) and dependent variables (i.e., job satisfaction, and job
performance) as well as the purpose of the current study are presented. The proposed

model is presented in Figure 1.



Task Performance

3 3 Counterproductive
Trait mindfulness Self-regulation Work Behavior

Organizational
Citizenship
Behavior

Job-satisfaction

Figure 1. The proposed model

1.2. Mindfulness: Definition and Measurement

Current popularity of mindfulness should not be misleading since the
construct takes its roots from Buddhist tradition (Brown & Ryan, 2003). Buddhism
considers mind as the focal point and the Buddhist doctrine teaches people to know,
shape, and free the mind. That is why mindfulness is considered as the master key,
or the “heart,” of Buddhist meditation (Thera, 1962). Although this concept takes it
roots from Buddbhist tradition, it is practically still a new and fertile research area for
academicians and practitioners.

Jon Kabat-Zinn (2003), the founder of Mindfulness-Based Stress Reduction
(MBSR) technique, defines mindfulness as “the awareness that emerges through
paying attention on purpose, in the present moment, and nonjudgmentally to the
unfolding of experience moment by moment” (p.145). Brown, Kasser, Ryan, Linley,
and Orzech (2009) on the other hand, leave out the “non-judgmental” component
and define mindfulness as “receptive attention to present events and experience”
(p.728). Similarly, Langer and Moldoveanu (2000) does not include this component

and define mindfulness as “a heightened state of involvement and wakefulness or
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being in the present” (p.2). However, since mindfulness has its roots from Buddhist
meditation, in this study, mindfulness was assumed to include a self-compassion
component thus, it was considered to have non-judging of one’s experiences in its
definition. Therefore, an overall brief definition of mindfulness was made as the
non-judgmental awareness and acceptance of the present moment.

How mindfulness is defined in each study is important because it reveals
what components are examined and measured as a part of this concept. Whether
mindfulness should be investigated as a single-faceted or a multi-faceted construct is
also a controversial issue. There are some scales yielding a global mindfulness score
(e.g., MAAS by Brown & Ryan, 2003; Cognitive and Affective Mindfulness Scale-
Revised (CAMS-R) by Feldman, Hayes, Greeson, & Laurenceau, 2007) as well as
scales composed of a number of subscales (e.g., The Philadelphia Mindfulness Scale
(PHLMS) by Cardaciotto, Herbert, Forman, Moitra, & Farrow, 2008; FFMQ by Baer
et al., 2006). In addition to these structural differences among different mindfulness
scales, there are also controversies regarding the factor structure of certain scales.
One example is the Freiburg Mindfulness Inventory (FMI) (Walach, Buchheld,
Buttenmuller, Kleinknecht, & Schmidt, 2006), which consists of 14 items that are
added up to get one summary score. However, a study conducted by Baer et al.
(2006) revealed that the items of FMI fall under three factors namely nonreactivity to
inner experience, observing, and acting with awareness. In another study, Kohls,
Sauer, and Walach (2009), suggested that a two-factor solution consisting of
presence and acceptance subscales yielded a better fit to data.

Overall, while some studies investigating mindfulness measures suggest
presence of a single factor (e.g., Siegling & Petrides, 2014), other studies suggest
that mindfulness is a multifaceted construct, and examining it that way would help
us understand how it is related to other variables (e.g., Baer et al., 2006; Leary &
Tate, 2007). Since one of the purposes of this study was to understand how
mindfulness relates to different work outcomes (i.e., job satisfaction, task
performance, OCB, CWB), latter perspective was adopted and a decision was made
to treat mindfulness as a multifaceted construct. Evaluating different definitions of
mindfulness and items from different scales, it was predicted that the most
distinguishable components of mindfulness would be awareness (attention,
presence) and acceptance (being non-judgmental). The component structure of
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mindfulness and the relationships of different components of mindfulness to work
outcomes of interest (i.e., job satisfaction, task performance, OCB, CWB) were

further explored on an exploratory basis in this study.

1.2.1. Trait and State Mindfulness: Their Relationships to Other Variables

Studies show that mindfulness displays between-person variation such that
people exert dispositional differences in mindfulness (e.g., Brown & Ryan, 2003;
Frewen et al., 2010). Therefore, mindfulness is considered as a personality trait. An
increasing amount of research has been investigating positive effects of trait
mindfulness and its relationships to other variables. These relations and benefits
could be examined under three categories, namely, psychological benefits, physical
benefits, and cognitive benefits.

In terms of its psychological benefits, trait mindfulness was found to be
positively related to self-esteem (Heppner & Kernis, 2007; Pepping, O’Donovana, &
Davisa, 2013; Rasmussen & Pidgeon, 2011), positive emotions and perceived mood
regulation ability (Jimenez, Niles, & Park, 2010), unconditional self-acceptance
(Thompson & Waltz, 2008), self-compassion (Hollis-Walker & Colosimo, 2011),
general self-efficacy, internal locus of control (St. Charles, 2010), heightened self-
knowledge, behavioral regulation, coherence between implicit and explicit emotional
state (Brown & Ryan, 2003), dispositional self-control (Fetterman, Robinson, Ode,
& Gordon, 2010), authenticity (Lakey, Kernis, Heppner, & Lance, 2008), life
satisfaction (Schutte & Malouff, 2011), romantic relationship satisfaction,
constructive responses to relationship stress (Barnes, Brown, Krusemark, Campbell,
& Rogge, 2007), emotional, psychological, and social well-being (Howell et al.,
2010; Weinstein et al., 2009). Moreover, it was reported to be negatively associated
with general psychological distress symptoms including depression, anxiety, and
stress (Bowlin & Baer, 2012; Kiken & Shook, 2012), social anxiety (Rasmussen &
Pidgeon, 2011), trait anxiety, attachment anxiety (Walsh, Balint, Smolira SJ,
Fredericksen, & Madsen, 2009), neuroticism (Hollis-Walker & Colosimo, 2011;
Latzman & Masuda, 2013), negative affect (Giluk, 2009; Schutte & Malouff, 2011),
self-reported aggressiveness and hostile attribution bias (Heppner et al., 2008),
pathological gambling (Lakey, Campbell, Brown, & Goodie, 2007), alcohol



preoccupation (Ostafin, Kassman, & Wessel, 2013), dispositional impulsivity
(Fetterman et al., 2010), and verbal defensiveness (Lakey et al., 2008).

As for its physical benefits, trait mindfulness is positively related to healthy
eating practices, physical health (Murphy, Mermelstein, Edwards, & Gidycz, 2012),
more adaptive sleep functioning and sleep quality, (Howell et al., 2010), vitality
(Allen & Kiburz, 2012), whereas it is negatively related to substance use behaviors
(Karyadi, VanderVeen, & Cyders, 2014).

Lastly, its cognitive benefits include increased attentional control (Walsh et
al., 2009), increased self-control (Bowlin & Baer, 2012), higher emotional
intelligence (Schutte & Malouff, 2011), more benign stress appraisals and more
frequent use of approach coping strategies in addition to less frequent use of
avoidant coping strategies (Weinstein et al., 2009), less negative automatic thinking
(Frewen, Evans, Maraj, Dozois, & Patridge, 2008), and less motivated perception
indicating a perspective of greater objectivity (Adair & Fredrickson, 2015).

In addition to being treated as a dispositional variable, mindfulness is
believed to be induced and cultivated by training and practice (e.g., Brown & Ryan,
2003; Kabat-Zinn, 2003). Although the outcome of such practices is mostly a state of
mindfulness, research indicates that enhancing state mindfulness by meditating
repeatedly, also contributes to trait mindfulness such that these people are inclined to
become more dispositionally mindful and less distressed (Kiken, Garland, Bluth,
Palsson, & Gaylord, 2015). Similar to trait mindfulness, state mindfulness has also
been investigated in terms of its relations to other variables and benefits. The
findings can be examined under two categories, including the psychological benefits
and cognitive benefits of state mindfulness.

Beginning with the psychological benefits of state mindfulness, research
revealed that state mindfulness was positively associated with state self-esteem
(Pepping et al., 2013), positive affect (Jha, Stanley, Kiyonaga, Wong, & Gelfand,
2010), subjective well-being, improved behavioral regulation (Keng, Smoski, &
Robins, 2011), better communication quality (Barnes et al., 2007), enhanced coping
with distress, disability, and disorders (Grossman, Niemann, Schmidt, & Walach,
2004), psychological functioning (Virgili, 2013), and emotion regulation (Farb,
Anderson, Mayberg, Bean, McKeon, & Segal, 2010; Teper, Segal, & Inzlicht, 2013).
In addition, it was found to be negatively related to perceived stress, anxiety,
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depression (Cavanagh et al., 2013; Khoury et al., 2013), display of aggressive
behavior (Heppner et al., 2008), negative affect (Jha et al., 2010), and poor eating
habits (Bahl, Milne, Ross, & Chan, 2013).

In terms of its cognitive benefits, state mindfulness was found to enhance
cognitive functions (Chiesa, Calati, & Serretti, 2011), working memory capacity
(Chambers, Lo, & Allen, 2008; Jha et al., 2010), cognitive flexibility (Moore &
Malinowski, 2009), functioning of certain subsystems of attention (Jha, Krompinger,
& Baime, 2007), sustained attention (Chambers et al., 2008; Zeidan, Johnson,
Diamond, David, & Goolkasian, 2010), executive control (Teper et al., 2013), and
self-regulation (Holzel et al., 2011a). Furthermore, it was found to be negatively
related to rumination (Chambers et al., 2008). There are also neurocognitive research
findings which suggest that mindfulness practice is related to activity or increase in
concentration of certain brain regions which are associated with learning, memory,
emotion regulation, perspective taking, self-referential processing (Holzel et al.,
2011b) and negative affect (Creswell, Baldwin, Eisenberger, & Lieberman, 2007).

In the present study I focused on trait mindfulness as a critical dipositional
personality variable, and considering the established relationships between other
personality characteristics and performance (e.g., Motowidlo, Borman, & Schmit,
1997) and personality and job satisfaction (e.g., Judge, Heller, & Mount, 2002), |
examined the relationships between mindfulness and job-related outcome variables.

1.2.2. Mindfulness and its Relationship to Work Outcomes

As opposed to its popularity in the clinical settings, mindfulness research in
work settings is quite limited. The existing studies in this area can be examined
under two categories; the ones that are conducted with actual employees in real-life
organizations and the studies with non-work related samples (e.g., students) yet with
critical practical implications for workplace. To begin with the studies in actual work
settings, Allen and Kiburz (2012) reported a positive association between trait
mindfulness and work-family balance, which was mediated by sleep quality and
vitality, that is the “conscious experience of feeling alive and alert” (p. 374).
Hiilsheger, Feinholdt, and Niibold (2015) replicated the findings for mindfulness and
sleep quality relationship. More specifically, they found that a 10-day self-guided
daily mindfulness intervention enhanced employees’ mindfulness levels at work,
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their sleep quality, and sleep duration over the course of the intervention. Long and
Christian (2015) examined employee responses to workplace injustice and retaliation
in their study and found that mindfulness served as a buffer to injustice in the sense
that it decreased rumination and negative emotions and consistently reduced
retaliation.

Some researchers examined the effects of mindfulness interventions at
workplace. Frank, Reibel, Broderick, Cantrell, and Metz (2015), investigated the
effects of a Mindfulness-Based Stress Reduction (MBSR) program that was adapted
for teachers. In addition to replicating the findings for mindfulness and sleep quality
relationship, the authors found that the teachers who attended this 8-week
mindfulness program gained mindfulness-related skills (i.e., observation,
nonjudgment, nonreacting), self-regulation skills, and self-compassion. In another
study, both trait and state mindfulness, induced by a mindfulness self-training
intervention, were found to be related to less emotional exhaustion and more job
satisfaction among employees from various service jobs. These relationships were
mediated by decreased surface acting (Hiilsheger, Alberts, Feinholdt, & Lang, 2013).
Gregoire and Lachance (2015), introduced a new mindfulness-based intervention
designed for call center employees. In their study they assessed the effects of this
intervention and found that as mindfulness levels of the employees increased, their
stress, anxiety, fatigue, and negative affect decreased. Moreover, the customer
satisfaction of those employees significantly increased over time.

A study regarding well-being of leaders revealed that trait mindfulness was
negatively associated with negative affect, anxiety, and depression among junior
managers, middle managers, and senior managers whereas it was negatively related
to emotional exhaustion and cynicism (i.e., burnout) among entrepreneurs. The
relationship between mindfulness and these dysfunctional outcomes was found to be
mediated by psychological capital of the managers and entrepreneurs (Roche et al.,
2014). It seems that dispositional mindfulness of the leaders positively affects not
only the leaders themselves, but also their subordinates. Reb et al. (2014) found that
the leader’s trait mindfulness was positively related to employee work-life balance
and overall job performance whereas it was negatively related to emotional
exhaustion and deviance of the employees. In a study on working adults, Reb,
Narayanan, and Ho, (2013) found that mindfulness was positively related to job
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satisfaction, task performance, OCB in addition to its negative association with
emotional exhaustion and deviance of the employees.

In their study with control room operators and field operators in a nuclear
energy corporation, Zhang, Ding, Li, and Wu (2013) investigated how two facets of
mindfulness (i.e., presence and acceptance) were related to task and safety
performance. Findings indicated that task complexity moderated the relationship
between presence factor of trait mindfulness and performance. That is, when the task
was highly complex, the presence factor was positively associated with both task and
safety performance whereas for low complexity tasks, it had no influence on safety
performance and it had negative influence on task performance. Acceptance factor
had no effect on the outcome variables.

Dane and Brummel (2014) came up with the concept of workplace
mindfulness, which they defined as “the degree to which people are mindful in their
work settings” (p.108) and examined its relationship to job performance and
turnover intentions of restaurant servers. They found that workplace mindfulness and
job performance were positively associated even after controlling for work
engagement of the servers. Although they found a negative association between
workplace mindfulness and turnover intentions of the servers, this association lost its
significance when work engagement was accounted for.

The second group of mindfulness studies involve student or unemployed
people samples. These studies are worth mentioning here since they are likely to
have practical implications for work settings. One such study was conducted by
Ostafin and Kassman (2012) who found that both trait mindfulness and practicing
mindfulness were related with improvements in insight problem solving. As its name
implies, insight problem solving is related to “Aha! experience” Since mindfulness is
related to increased awareness, reduced automatic responding, enhanced attentional
functions, and increased cognitive flexibility (Moore & Malinowski, 2009), the
finding regarding its relation to insight problem solving makes sense both
theoretically and practically. In terms of the practical implications of these findings,
one might suggest that mindfulness would enhance problem solving and improve
performance on creative tasks in real-life organizations.

Studies investigating mindfulness in academic settings are also important in
the sense that their findings may have implications for real life organizations. For
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instance, findings related to academic performance might be useful to understand
underlying mechanisms of job performance. In a study conducted by Shao and
Skarlicki (2009) with MBA students, trait mindfulness interacted with gender to
predict academic performance such that, it was positively associated with
performance for female students. A striking finding for the mindfulness and
academic performance relationship is that mindfulness practice significantly
improved social skills and academic performance of adolescents with learning
disabilities and decreased state and trait anxiety levels (Beauchemin, Hutchins, &
Patterson, 2008). Another mindfulness and performance relationship examination
study was conducted by Cleirigh and Greaney (2015). The authors found that
students who participated in a brief mindfulness intervention scored significantly
higher on their group task compared to the ones who did not take part in the
intervention. In another study conducted with students, Ruedy and Scweitzer (2010)
found that higher levels of mindfulness were positively associated with ethical
decision-making. More specifically, individuals who were high in dispositional
mindfulness reported greater ethical standards and intentions, less ethical violations,
and they cheated less than individuals who were low in dispositional mindfulness.
There are also studies suggesting that mindfulness may affect critical work
outcomes through some intervening variables. For instance Evans, Baer, and
Segerstorm (2009) reported that dispositional mindfulness was related to increased
persistence on a given anagram test. Persistence in turn might be associated with
enhanced task performance in real work settings. Moreover, aforementioned benefits
of mindfulness, such as enhanced self-esteem, higher internal locus of control, or
increased use of approach coping strategies rather than avoidant coping strategies,
can mediate the relationship of mindfulness with some work outcomes. Supporting
this argument, Kutanis, Mesci, and Ovdur (2011) reported higher, more proactive,
and effective learning performance for students with high internal locus of control.
Similar findings could be expected with job performance of employees with high
internal locus of control. Similarly, conscientiousness has consistently been found to
predict overall job performance across different studies (e.g., Ones, Dilchert,
Viswesvaran, & Judge, 2007). Given the established positive correlation of
dispositional mindfulness and conscientiousness (Giluk, 2009; Hollis-Walker &
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Colosimo, 2011; Latzman & Masuda, 2013), one might expect that mindfulness
would also be positively related to similar work outcomes.

As for the positive effects of mindfulness for unemployed people, Jong,
Hommes, Brouwers, and Tomic (2013) found that, unemployed people who had
participated in Mindfulness-Based Stress Reduction (MBSR) program experienced
reduced stress symptoms, increased focus on everyday activities, and increased
confidence in finding a new job. Considering the relatively high unemployment rate
(10.5% of the labor force) in Turkey (Tiirkiye Istatistik Kurumu, 2016), even if such
programs may not directly help people in finding jobs, they may help people to cope
better with the stress and anxiety accompanying unemployment.

Despite the fact that the studies relating mindfulness to workplace are
limited, one thing is for certain: mindfulness at work is a worth studying topic.
Further exploration and identification of work-related outcomes associated with
mindfulness could encourage employers to build “mindful workplaces.” Considering
all the benefits that are mentioned, as Chaskalson (2011) notes, such a workplace
would be expected to be characterized by lower levels of stress, illness-related
absenteeism, conflict, and turnover, in addition to, higher levels of employee
engagement, productivity, job satisfaction, creativity, and innovation. Keeping these
in mind, in order to fill the gaps in the literature and investigate whether mindfulness
truly benefits critical work outcomes, in this study, its relationships to job
satisfaction, task performance, OCB, and CWB of real life employees were
investigated.

Another limitation of mindfulness research in I/O Psychology is the lack of
an understanding concerning the mechanisms through which mindfulness may be
operating at work settings. The present study aimed to contribute filling this gap in
the literature by investigating the potential role of self-regulation in mindfulness —
performance outcomes relationships. Examination of this mediation would be a
substantial step for the development of a theoretical framework that explains how
mindfulness exerts its effects on work outcomes. How mindfulness and self-
regulation are related, and why self-regulation might be the mechanism through
which mindfulness exerts its positive effects on job satisfaction, task performance,

OCB, and CWB are further explained in the following section.
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1.3. Self-regulation: A Potential Mechanism through Which Mindfulness Would
Operate in Work Settings

Baumeister and Vohs (2003) have defined self as an active and responsive
entity, which modifies one’s states, emotions, or behaviors, so to adapt to a given
environment or situation. Accordingly, self filters the received information in order
to eliminate the irrelevant ones, selects appropriate responses, and initiates action.
This executive function of the self is accompanied by a control and regulation
mechanism. Inhibiting certain behaviors, suppressing undesired thoughts, delaying
gratification, or resisting temptations all require this control and regulation
mechanism, namely, self-regulation. The term self-control is also used
interchangeably with self-regulation and it is defined as the process people engage in
to produce a better fit between themselves and their standards (Baumeister &
Alquist, 2009).

Forgas, Baumeister, and Tice (2009) mention three main components of self-
regulation. The first one is commitment to a standard. People engage in self-
regulation so to bring their self in line with a given standard. Motivational strength
of this standard is important for effective self-regulation, especially when there are
multiple conflicting standards. The second component of self-regulation is
monitoring, which refers to paying attention to the behavior, cognition, or emotion
one wishes to control or alter. Accordingly, anything that impairs self-awareness
would undermine self-regulation. The third component is the capacity for change.
This capacity refers to some inner strength, will power, cognitive strategies, and
some other mechanisms people use to regulate their behavior in accordance with
their standards and goals.

The adaptive nature of self-regulation is obviously unquestionable. As
previously noted, self-regulation is a specific type of change aiming to bring one’s
cognitions and behaviors into accord with a given standard, norm, goal, or ideal.
These standards or goals can be prescribed by either the people themselves or the
social environment they interact with. Forgas et al. (2009) note that people could not
easily adapt to the demands of modern society, complex social relationships, and
social life in general without self-regulation. Similarly, Baumeister and Alquist
(2009) describe self-regulation as both conscious and unconscious forms of

12



monitored adaptation by the self. They note that people with higher self-regulation
ability override their dysfunctional impulses and respond to their environment in
more beneficial and adaptive ways.

For self-regulation to take place, first, one should be aware of one’s own
states and experiences, in other words, one should have self-awareness. As noted,
one of the components of self-regulation is monitoring (Forgas et al., 2009). This
monitoring process requires paying attention to the inner and outer experiences of
oneself. Rueda, Posner, and Rothbart (2011) suggested that attentional mechanisms
affect different brain regions, which allow people to regulate their affects,
cognitions, and behaviors. Since mindfulness is related to enhanced attentiveness
and awareness, | suggest that higher mindfulness levels would be associated with
better self-regulation ability. Literature findings also promote these two constructs’
relevance and reveal that mindfulness enhances self-regulation (Hélzel et al., 2011a),
executive control (Teper et al., 2013), dispositional self-control (Fetterman et al.,
2010), and behavioral regulation (Keng et al., 2011). Moreover, mindfulness was
found to promote emotion regulation (Holzel et al., 2011b) and perceived mood
regulation ability (Jimenez et al., 2010), all of which are different forms of self-
regulation. Consistently, in this study, it was expected that people with higher
mindfulness levels would display higher capacity for self-regulation, which in turn
would lead to positive behavioral outcomes.

1.3.1. Self-regulation Related Outcomes

Perhaps one of the most impressive findings in self-regulation literature
comes from the study conducted by Mischel, Shoda, and Peake (1988), who reported
that children who were able to delay gratification when they were 4 or 5 years old,
were more likely to demonstrate academic and social competence and ability to deal
with frustration and stress during their adolescence. Thus, self-regulation could be
considered as a relatively stable ability, which has long-term beneficial
consequences.

Although a substantial portion of the studies on the effects of self-regulation
has been conducted on college samples (e.g., Duru, Duru, & Balkis, 2014; Kitsantas,
2002; Tangney, Baumeister, & Boone, 2004), self-regulation can be expected to
have similar effects on work outcomes. Making long-term plans and maintaining
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them, preparing for possible events (Baumeister & Vohs, 2003), task persistence in
the face of failure (Baumeister, 2000), goal setting, goal attainment strategies,
prioritization techniques, and time management (Leach, Liu, & Johnston, 2005) all
require self-regulation skills. Self-regulation is also critical for learning (Cohen,
2012), negatively associated with procrastination (Strunk & Steele, 2011), and
positively related to goal orientation and performance (Cellar et al., 2011), all of
which would have positive consequences in work life. Kadhiravan and Suresh
(2008) identified eight mechanisms through which self-regulation would operate
effectively in work settings, namely, self-esteem, self-monitoring, self-evaluation,
personal control, task preparation, task goal orientation, coping with failure, and
problem solving ability. These mechanisms are especially expected to be related to
job performance. Consistently, self-regulation research conducted in work context
reveals certain benefits of this capability in terms of work outcomes. Research
findings of Leach et al. (2005) asserted that enhancing self-regulation skills of
salesperson through training decreases role ambiguity and facilitates sales
performance. Another finding displaying self-regulation’s importance in work life,
has revealed its indirect relationship to being a successful designer through self-
efficacy and more importantly, its direct relation to being a successful
businessperson (Beeftink, van Eerde, Rutte, & Bertrand, 2011). In a longitudinal
field experiment, Yeow and Martin (2013) examined the effects of a leader self-
regulation intervention. Results indicated that self-regulation intervention was
associated with higher leader performance in terms of team members’ satisfaction
with the way the leader works, leader effectiveness, and leader extra effort. In
addition, these leaders’ teams also displayed better performance in terms of financial
outcomes.

Since mindfulness comes with a greater awareness of the present moment
and a sense of acceptance (being nonjudgmental), one could expect that it is more
likely to be directly related to cognitive and/or attitudinal outcomes like job
satisfaction, whereas behavioral outcomes like job performance should require an
additional control mechanism like self-regulation. With increased attentiveness and
awareness, people with higher dispositional mindfulness were expected to exert
higher self-regulation capacity and this capability was expected to emerge as the
mechanism through which mindfulness exerts its positive effects in work settings.
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1.4. Work Outcomes as Consequences of Mindfulness

Job satisfaction and job performance are probably the two most critical and
popular work outcomes for organizations and have been extensively investigated as
outcome variables in 1/0 Psychology literature (Bono & Judge, 2003; Dormann &
Zapf, 2001). Because of these variables’ importance for both academicians and
practitioners in the field, they were chosen as the outcome variables of this study and
the effects of mindfulness on job satisfaction and three job performance dimensions
namely, task performance, organizational citizenship behavior (OCB), and
counterproductive work behavior (CWB) were examined.

As indicated above, trait mindfulness has been associated with many positive
cognitive and psychological outcomes. Taking these effects into account, in this
study, dispositional mindfulness level of the employees was expected to be
positively related to their job satisfaction, task performance, and OCB. As for their
engagement in CWBs, a negative association with trait mindfulness was expected.
Due to the attitudinal nature of job satisfaction, employees’ mindfulness levels were
expected to be directly related to their job satisfaction. On the other hand,
performance outcomes being behavioral in nature, an attentive and positive mindset
(that is assumed to come with mindfulness) was not expected to be sufficient to
directly affect those outcomes, but rather an extra regulatory mechanism, namely,
self-regulation, was expected to work as the mechanism through which mindfulness
would exert its effects on job performance. Why these variables are expected to be
associated with one another is explained in detail in the following sections.

1.4.1. Job Satisfaction

Job satisfaction, sometimes used interchangeably with employee satisfaction,
is an appraisal of and an affective reaction to one’s job (Vatsa, 2013) indicating
contentment with elements and aspects of one’s work and work context (Jonsson,
2012). Perhaps the reason behind its popularity in 1/0 Psychology is that job
satisfaction is associated with critical individual and organizational outcomes. To
specify, job satisfaction is a significant correlate of employee psychological well-
being (Rathi & Rastogi, 2008), organizational commitment (Folami, Asare,
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Kwesiga, & Bline, 2014), motivation (Scheers & Botha, 2014), integrity (Othman et
al., 2014), job performance (Judge, Thoresen, Bono, & Patton, 2001), OCB (LePine,
Erez, & Johnson, 2002), job burnout (Ali & Ali, 2014), absenteeism (Chen &
Spector, 1992; Ybema, Smulders, & Bongers, 2010; Scott & Taylor, 1985), turnover
intentions (Chen & Spector, 1992; Gunluk, Ozer, & Ozcan, 2013), and CWBs such
as theft or sabotage (Chen & Spector, 1992). When these associations are taken into
account, it is clear why job satisfaction is also a critical variable for practitioners in
organizations in addition to researchers.

Empirical evidence suggests that job satisfaction is at least partially
dispositional and is associated with some other dispositional attributes. Dispositional
approach to job satisfaction posits that, independent of the job or the organization,
employees are inclined to be satisfied or dissatisfied with their jobs (Jex & Britt,
2008). Acknowledging the possible incremental effect of job enrichment, Bouchard
Jr., Arvey, Keller, and Segal (1992) suggested that a considerable portion of the
variance in job satisfaction is genetically determined. Consistently, within-person job
satisfaction levels were found to be relatively stable over time indicating a
dispositional tendency (Dormann & Zapf, 2001). In addition to core self-evaluations
(self-esteem, locus of control, emotional stability, generalized self-efficacy) (Judge
& Bono, 2001), Big Five traits (openness to experience, conscientiousness,
extraversion, agreeableness, neuroticism) (Judge et al., 2002), and dysfunctional
thought processes (Judge & Locke, 1993), trait mindfulness appears to be another
dispositional attribute associated with job satisfaction (Reb et al. 2013).

Mindfulness provides an individual with the ability to decouple one’s self-
worth, self-concept, and ego from the inner and outer experiences, creating an
objective meta-awareness (Glomb, Duffy, Bono, and Yang, 2011). Since ego and
self-worth are decoupled from the events, negative inner or outer experiences are
less likely to threaten the individual’s self-view. This could explain the already
established relationships between mindfulness and decreased rumination (Chambers
et al., 2008), decreased negative affect (Creswell et al., 2007), decreased emotional
exhaustion (Hiilsheger et al., 2013), higher self-esteem (Pepping et al., 2013), higher
general self-efficacy (St. Charles, 2010), enhanced general well-being (Howell et al.,
2010), and engagement in more benign stress appraisals (Weinstein et al., 2009).
Since job satisfaction is an attitudinal work outcome, it is very much likely to be

16



affected by these emotional, attitudinal, and personality variables. Consistently,
literature reports a positive association between mindfulness and job satisfaction in
service sector (Hiilsheger et al., 2013). Taking these associations into consideration,
in the present study, it was expected that trait mindfulness would be directly related

to increased job satisfaction.

1.4.2. Job Performance

Job performance is one of the most critical outcome variables in both
research and practice of 1/0 Psychology. It is most often conceptualized as a multi-
dimensional construct (e.g., Murphy & Shiarella, 1997; Sonnentag & Frese, 2002;
Sonnentag, Volmer, & Spychala, 2008). Most popular and frequently examined
dimensions of job performance are task performance, OCB, and CWB (e.g.,
Hoffman, Blair, Meriac, & Woehr, 2007; Rotundo & Sackett, 2002; Spector & Fox,

2010), which were also the outcome variables of interest in the present study.

1.4.2.1. Task Performance

Task performance is related to execution and maintenance of technical
processes in an organization such that it includes activities of raw material
transformation into goods and services or activities of service and maintenance
(Motowidlo et al., 1997). Examples for such activities are teaching in a school,
operating a production machine, distributing finished products, or providing
supervision. In-role performance is also used interchangeably with task performance
to refer to an employee’s performance on the technical aspects of a job (Jex & Britt,
2008). This type of performance is particularly important for organizations since it is
an assessment of how well employees perform the tasks that are already defined in
their job descriptions.

In order to execute goal-directed behavior, mental resources should be
effectively allocated, and in order to do so, cognitive control is needed (Mackie, Van
Dam, & Fan, 2013). When performing a task, people require different cognitive
control components such as executive control, executive attention, and working
memory (Butler, Arrington, & Weydadt, 2011). As previously noted, mindfulness
was found to enhance these cognitive mechanisms and attentional resources (Teper
et al., 2013; Walsh et al., 2009; Zeidan et al., 2010). In addition, literature suggests
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an association between mindfulness and intention-behavior, such that, increased
attention and awareness to present moment can help intentions effectively translating
into actions (Chatzisarantis & Hagger, 2007). That association could also be related
to accomplishment of goals. Mindfulness was also reported to reduce automatic
responding, enhance attentional functions, increase cognitive flexibility (Moore &
Malinowski, 2009), and increase persistence (Evans et al., 2009), which all in turn
could affect task performance positively. Consistently, it was suggested that
individuals with higher trait mindfulness would display better task performance. This
positive association was expected to operate through enhanced self-regulation
capability. As previously noted, mindfulness was found to enhance self-regulation
(Holzel et al., 2011a) and dispositional self-control (Fetterman et al., 2010). Positive
correlations between self-regulation and job performance were also established (Gol
& Royaei, 2013; Porath & Bateman, 2006). Self-regulation is also considered as a
mechanism to translate intentions into actions via planning and goal striving
(Gollwitzer & Oettingen, 2011). Consistently, in the present study, it was assumed
that trait mindfulness would be related to increased self-monitoring, which should be
associated with better self-regulation ability, and better self-regulation ability was, in
turn, expected to be related to higher task performance. A conceptually similar
model was tested by Joseph and Newman (2010) in their meta-analysis. These
researchers found support for a cascading model of emotional intelligence where
emotion perception precedes emotion understanding, which in turn predicts emotion
regulation (which is a form of self-regulation), eventually leading to increased job
performance. Given the already established relationships and supportive findings
from the literature, in this study, the effects of trait mindfulness on task performance

was expected to be mediated by self-regulation.

1.4.2.2. Organizational Citizenship Behavior

Unlike task performance, organizational citizenship behaviors (OCBs), go
beyond employees’ job descriptions. They are defined as “individual contributions in
the workplace that go beyond role requirements and contractually rewarded job
achievements” (Organ & Ryan, 1995, p.775). Examples of such behaviors include
helping others and cooperating with them, following even personally inconvenient
organizational procedures and rules, and defending organizational objectives
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(Borman & Motowidlo, 1993). The terms extra-role performance and contextual
performance are used interchangeably with OCB. OCB was found to contribute to
organizational effectiveness via its effects on individual-level outcomes (e.g.,
absenteeism, turnover intentions, and actual turnover) and organizational-level
outcomes (e.g., reduced costs, efficiency, productivity, customer satisfaction)
(Podsakoff, Whiting, Podsakoff, & Blume, 2009; Yen & Niehoff, 2004). Although
OCB and task performance are highly related, OCB emerges as a distinct variable
(Hoffman et al., 2007) and it contributes to overall performance independently from
task performance (Conway, 1999; Motowidlo & Van Scotter, 1994).

Glomb et al. (2011) suggested that mindfulness could lead to OCB as a
function of increased empathy. It is reasonable to assume that mindfulness would be
related to engagement in OCBs since it is related to an overall positive state and
OCB is more likely a function of attitudes and social processes. Mindfulness is
associated with better communication quality (Barnes et al., 2007), positive affect
(Jha et al., 2010), increased perspective taking (Holzel et al., 2011b), and more
frequent use of approach coping strategies (Weinstein et al., 2009), all of which
could in turn increase engagement in OCB in work settings. Consistently, a positive
relationship between trait mindfulness and OCB was expected in the present study.
Taking a self-regulation approach to understanding OCB in organizations, Bolino,
Harvey, and Bachrach (2012) noted that employees go through some phases of self-
regulation when engaging in OCBs. Accordingly, employees first set goals reflecting
their self-concept and their organizational citizenship motives. When making these
plans, their information processing is shaped by their self-concept. In the next phase,
they act on their plans and engage in OCBs. In the last phase, employees make
evaluations regarding the goals they had set and try to decide on whether to continue,
stop, or change their behavior. In brief, since employees would have to regulate their
behaviors in order to better adapt and beneficially respond to their work environment
by engaging in OCBs, the positive association between mindfulness and OCB was

expected to be mediated by self-regulation capacity of the employees.

1.4.2.3. Counterproductive Work Behavior
In contrast to task performance and OCB, counterproductive work behavior
(CWB) is a negative form of performance. CWBs are “volitional acts that harm or
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intend to harm organizations and their stakeholders” (Spector & Fox, 2005, p.220).
An important key feature of CWBSs is that the actions are intentional rather than
accidental. As their definition implies, an employee either aims to cause harm and
behaves accordingly or engages in a purposeful action that, even if unintentionally,
brings harm. These behaviors could either target the organization or the individuals
within the organization (Berry, Ones, & Sackett, 2007; Mount, llies, & Johnson,
2006). CWBs are categorized under five dimensions, namely, abuse against others,
production deviance, sabotage, withdrawal (e.g., lateness, absence, turnover), and
theft (Spector et al., 2006). Actions falling under these categories might have
devastating consequences for organizations. Concepts closely related to CWB, some
of which are often used interchangeably with CWB and some of which are
categorized under CWBs, are noncompliant behaviors (Puffer, 1987), deviant
workplace behaviors (Robinson & Bennett, 1995), employee deviance (Warren,
2003), organizational misbehavior (Vardi & Wiener, 1996), organizational
retaliation behavior (Skarlicki & Folger, 1997), and insidious workplace behavior
(Edwards & Greenberg, 2010). Despite convergence between OCB and CWB,
researchers suggest that one should be cautious before considering these constructs
as opposite poles of one single dimension (Sackett, 2002; Sackett, Berry, & Laczo,
2006) and should not assume that circumstances that prevent a person from engaging
in CWB would necessarily promote OCB (Puffer, 1987). Hafidz, Hoesni, and
Fatimah (2012) reported moderate negative correlations (ranging from -.14 to -.35)
between OCB and CWB dimensions indicating that they are related but distinct
constructs.

As previously noted, mindful individuals were found to report higher ethical
standards and engagement in less ethical violations (Ruedy & Schweitzer, 2010). In
addition, mindfulness was found to be negatively related to a couple of variables that
can lead to CWBs or themselves are CWBs. The following variables that are
negatively associated with mindfulness can be categorized as CWBs: substance use
behaviors (Karyadi et al., 2014), pathological gambling (Lakey et al., 2008), alcohol
preoccupation (Ostafin et al., 2013), and employee deviance (Reb et al., 2013). The
variables that are negatively associated with mindfulness and can lead to CWBs
include dispositional impulsivity (Fetterman et al., 2010), self-reported
aggressiveness, (Heppner et al., 2008), and verbal defensiveness (Lakey et al., 2008)
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all of which could be avoided by effective self-regulation. Self-regulation itself was
also found to be negatively related to CWB (Kuster et al., 2013). Consistently, in the
present study, it was expected that employees who are high on trait mindfulness
would be less likely to engage in CWBs, and this relationship would be mediated by
the self-regulation ability of these individuals.

To sum up, as a personality trait, mindfulness was expected to demonstrate
associations with task performance, OCB, and CWB in this study. Self-regulation
was proposed as the mediating mechanism since it was assumed that behavioral
outcomes would require a control mechanism in addition to an attentive, aware, and

nonjudging mindset.

1.5. Purpose of the Present Study and the Research Hypotheses

The main purpose of the present study was to investigate whether trait
mindfulness is related to certain work outcomes and the mechanism through which it
operates in work settings. Different components of job performance as behavioral
outcomes and job satisfaction as an attitudinal outcome were the work-related
outcomes of interest. In the present study, three critical components of job
performance, namely, task performance, OCB, CWB, were focused. Specifically,
self-regulation was suggested and investigated as a potential mechanism that would
mediate the relationship between trait mindfulness and the outcome variables of job
performance.

As reviewed in detail in the above sections, trait mindfulness has been
associated with an overall positive state in addition to many positive cognitive and
psychological outcomes. Considering the established literature findings and
previously explained potential associations between variables of interest, in this
study, dispositional mindfulness level of the employees was expected to be
positively related to their job satisfaction, task performance, and OCB whereas it
was expected to be negatively associated with their CWB. Since job satisfaction is
an attitudinal outcome variable, employees’ mindfulness levels were expected to
directly affect their job satisfaction. On the other hand, since performance outcomes
are behavioral in nature, a positive state and an attentive mind that is assumed to
come with mindfulness was not expected to be adequate to directly affect

21



employees’ task performance, OCB and CWB, but rather an extra control
mechanism, namely, self-regulation, was expected to work as the mechanism
through which mindfulness would exert its effects on job performance. Consistently,
the following hypotheses were tested:

H1: Trait mindfulness would be positively related to job satisfaction.

H2: Positive effects of trait mindfulness on task performance would be
mediated by self-regulation.

H3: Positive effects of trait mindfulness on OCB would be mediated by self-
regulation.

H4: Negative effects of trait mindfulness on CWB would be mediated by
self-regulation.

Most mindfulness definitions in academic literature are conceptually
consistent. Still, there is a disagreement regarding the component structure of
mindfulness scales. Regardless of how mindfulness is defined, mostly, mindfulness
is studied as a single factor. However, a detailed examination of the relevant scales
and the literature suggests existence of at least two mindfulness factors, namely
awareness and acceptance. Consistently, in the present study, two widely used
measures of mindfulness (i.e., Mindful Attention Awareness Scale (MAAS) by
Brown & Ryan, 2003; Five Facet Mindfulness Questionnaire (FFMQ) by Baer,
Smith, Hopkins, Krietemeyer, & Toney, 2006) were combined. As its name implies,
MAAS is a single factor scale measuring mindful attention and awareness. On the
other hand, FFMQ comprises of five subscales namely, observing, acting with
awareness, describing, nonjudging of inner experience, and nonreactivity to inner
experience. Since the former three subscales of FFMQ and the items of MAAS
conceptually overlap, the questions from nonjudging of inner experience and
nonreactivity to inner experience subscales of FFMQ were added to the questions of
MAAS to form the new mindfulness assessment. The examination of nonjudging
and nonreactivity subscales revealed that the items were conceptually quite similar.
That is why, the items constituting these two subscales were expected to merge to
form an acceptance factor whereas since the items of MAAS were all measuring
mindful attention and present awareness, they were expected to form an awareness
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factor. This expected two-factor structure of trait mindfulness was tested in an
exploratory basis in this study. Moreover, again in an exploratory fashion, the pattern
of the relationships between the expected mindfulness factors and the outcome
variables of job satisfaction, task performance, OCB, and CWB were explored.

Consistently, the following research questions were investigated:

Q1: Does the generated comprehensive mindfulness assessment break down
into two components, namely, awareness and acceptance?

Q2: Given the emergence of two underlying mindfulness factors, does each
component of mindfulness have a differential relationship with the outcome

variables of interest? (i.e., job satisfaction, task performance, OCB, CWB)

To sum up, this study was expected to contribute to the 1/0 Psychology
literature via assessing the role of trait mindfulness in predicting some critical work-
related outcomes and testing one of the potential mechanism through which
mindfulness operates to predict those outcomes (See Figure 1 for the proposed
model). In addition, on an exploratory basis, this study aimed to examine a) the
component structure of mindfulness and b) the differential effects of each component

on work outcomes.

Task Performance

— — Counterproductive
Trait mindfulness Self-regulation Work Behavior

Organizational
Citizenship Behavior

Job-satisfaction

Figure 1. The proposed model
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CHAPTER 2

METHOD

2.1. Overview

In this chapter, the sample, measures and procedures of the study are
described in detail. The study was carried out in two phases. First, a pilot study was
conducted to assess the psychometric qualities of the scales that were translated into
Turkish. After the completion of the pilot study, the main study was conducted with
the aim of testing the hypotheses. More specifically, the effects of trait mindfulness
on job performance and job satisfaction were investigated on a sample of working
adults. Some additional analyses were conducted to examine the factor structure of
the mindfulness measure, to test the hypotheses in one full model, and to test some
alternative models. Moreover, exploratory analyses were run to investigate whether
different components of mindfulness would contribute to work outcomes (i.e., task

performance, OCB, CWB, and job satisfaction) differently.

2.2. Pilot Study

2.2.1. Participants and procedure

Questionnaire data were gathered from 350 participants who voluntarily
filled the online survey containing six sections with 74 items in total. No criterion
was set for the participants who filled mindfulness and self-regulation scales except
a minimum age limit of 18 (N = 350). For job performance and job satisfaction
scales, working adults were reached (N = 245). All participants were gathered via
convenience sampling. The ages of the participants ranged from 18 to 80 years with
a mean of 35.56 and standard deviation of 13.02. Of the participants 54% were
women and 45.7% were men, one participant did not specify gender. As for the
education levels of the participants, 1.7% of them were primary school graduates,
6% of them were high school graduates, 18.9% were undergraduate students, 43.2%
had a college degree, 14.9% were graduate students, 15.2% had a graduate degree,
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and one participant did not provide education level information. Seventy percent of
the participants were employed at the moment.

Data collection was started after receiving the approval of the Institutional
Review Board of the University. Participants were first asked to read the informed
consent form and to provide their consent to participate in the study. For those
participants who gave their consent to participate, an online questionnaire package
was made available. The first part in this online package was a demographic
information form requesting information regarding participant’s gender, age,
education status, and employment status. Following the demographic information
form, the trait mindfulness scale, the SSRQ, the CWB-C, and the job satisfaction
scale were administered (See Appendix A for the online questionnaire package). The
online questionnaire was developed and administered using Qualtrics program
(Quialtrics Labs, Provo, USA). Participation in the study was on a voluntary basis.
The CWB and job satisfaction scales were administered to the employed participants
only.

After the data were collected, psychometric qualities of the translated scales

were assessed and they were all found to be satisfactory to be used in the main study.

2.2.2. Measures

Trait mindfulness. Two scales, one of which is Mindful Attention
Awareness Scale (MAAS) by Brown and Ryan (2003) and the other is Five Facet
Mindfulness Questionnaire (FFMQ) constructed by Baer et al. (2006), were used to
assess the participants’ dispositional mindfulness.

The MAAS is a 15-item, self-report, single-factor scale measuring day-to-day
experiences of being attentive and aware of the present moment. The items are rated
on a 6-point scale (1 = Almost always; 5 = Almost never). Internal consistency
estimate of the MAAS was reported to be .82 by Brown and Ryan (2003). In the
pilot study, alpha coefficient of the scale was .85. A sample item is “I rush through
activities without being really attentive to them.”

The FFMQ is a 39-item, self-report, multi-faceted scale developed by factor-
analyzing previously published mindfulness scales. The items are originally rated on
a 5-point scale (1 = Never or very rarely true; 2 = Very often or always true). The
scale consists of five subscales namely, observing, describing, acting with
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awareness, nonjudging of inner experience, and nonreactivity to inner experience.
The original alpha coefficients reported for these subscales were .83, .91, .87, .87,
and .75, respectively (Baer et al., 2006). Only two of these subscales, nonjudging of
inner experience and nonreactivity to inner experience, were used in this study. In
the present study, internal consistency estimates of these two subscales were .85 and
.15, respectively. A sample item from the former subscale is “I criticize myself for
having irrational or inappropriate emotions” whereas a sample item from the latter
one is “I perceive my feelings and emotions without having to react to them.”

Items of the MAAS (15) and the two subscales (i.e., nonjudging of inner
experience and nonreactivity to inner experience) of the FFMQ (15) were translated
to Turkish first. This translation aimed to assure conceptual equivalence of the
English and the Turkish version of the items. More specifically, two advanced
English speakers translated the scales independent from one another, and then, one
bilingual speaker compared the two translations and the original item, and chose the
translation that best reflected the original item meaning-wise. In cases where neither
of the translations reflected the conceptual meaning of the original item, the bilingual
expert provided her own translation. In the pilot study, internal consistency estimate
of the combined measure was found to be .84. Although the MAAS and the FFMQ
are normally rated on different Likert-type of scales, since they were combined into
a single scale in this study, they were rated on a common five-point scale ranging
from 1 = Almost always to 5 = Almost never. After recoding the reverse items, the
average of 30 items was computed in order to derive a mindfulness score for each
participant. See Appendix B for the combined measure of trait mindfulness.

Self-regulation. Participants’ self-regulation capacity was measured by the
short version of the Self-Regulation Questionnaire (SSRQ; Carey, Neal, & Collins,
2004). This short version is composed of 31 items selected from the original version
of the Self-Regulation Questionnaire (SRQ; Brown, Miller, & Lawendowski, 1999
as cited in Carey et al., 2004), which originally consists of 63 items rated on a 5-
point scale (1 = Strongly disagree; 5 = Strongly agree). The original coefficient
alpha reported for the SSRQ was .92 (Carey et al., 2004). In the present pilot study,
internal consistency score was found to be .94. A sample item from SSRQ is “I set
goals for myself and keep track of my progress.” The SSRQ was translated to
Turkish using the procedure used for translating the mindfulness scales. After
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recoding the reverse items, the average of 31 items was calculated in order to
determine the self-regulation score of each participant. See Appendix C for the
Turkish version of self-regulation scale.

CWB. To assess the probability of each employee engaging in CWBs, they
were asked to fill the 10-item Short Version of the Counterproductive Work
Behavior Checklist (CWB-C) (Spector, Bauer, & Fox, 2010) rated on a 5-point scale
ranging from 1 = Never to 5 = Everyday. The CWB-C was administered to the
employed participants only. The original internal consistency score reported for the
scale was .78 for employee forms and .89 for supervisor forms (Spector et al., 2010).
Cronbach’s alpha reported for the employee form was .71 in the pilot study. The
scale was translated to Turkish using a procedure similar to the one used in the
translation of the other scales described above. Starting with a general question of
“How often have you done each of the following things on your present job?” a
sample item from the scale is “Purposely wasted your employer’s
materials/supplies.” An average score was calculated for the 10 items in order to
derive a CWB score for each participant. See Appendix D for the Turkish version of
the CWB-C.

Job satisfaction. Three items that were adapted to Turkish by Bilgic (1999)
from the global job satisfaction subscale of the Job Diagnostic Survey (Hackman &
Oldham, 1975) were used in order to assess the job satisfaction of the employees.
Items were rated on a 5-point scale ranging from 1 = Strongly disagree to 5 =
Strongly agree. Job satisfaction questions were only displayed to the employed
participants. In the pilot study, Cronbach’s alpha reported for the job satisfaction
scale was .86. A sample item from this scale is “In general, I am satisfied with my
job.” The average of the three items were calculated in order to determine the job
satisfaction score of each participant. See Appendix E for the job satisfaction

measure.

2.3. Main Study

2.3.1. Participants
The sample consisted of 213 working adults and the supervisors of 108 of
them. In total, 39 supervisors participated in the study. Participation to the study was
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completely voluntary for both the employees and the supervisors. Employees from a
variety of jobs (e.g., psychologist, computer engineer, lawyer, biologist, human
resources specialist, flight attendant) in different organizations and sectors were
reached using a convenience sampling approach. The ages of the employees ranged
from 22 to 59 years (M = 35.30; SD = 9.31), whereas the age range of the
supervisors was between 26 and 60 years (M = 45.34, SD = 9.55). Of the employee
and supervisor participants, 49.8% (N = 106) and 55.6% (N = 60) were women,
respectively. With regard to education level, 6.6% of the employees were high
school graduates, 7% of them were undergraduate students, 52.1% had a college
degree, 18.8% were graduate students, and 15% had a graduate degree, and one
respondent did not indicate education level. Of the supervisors, 0.9% of had a high
school degree, 1.9% were undergraduate students, 66.6% had a college degree, and
30.6% had a graduate degree. Total job tenure of the employees ranged from 6 to
720 months (M = 143.01, SD = 120.57), whereas it ranged from 72 to 578 months
for the supervisors (M = 282.89, SD = 144.55).

2.3.2. Measures

Trait mindfulness. In order the measure dispositional mindfulness levels of
the employees, the combined measure of trait mindfulness that had been translated to
Turkish in the pilot study was used in the main study (See Appendix B). Internal
consistency estimate for the MAAS (Brown & Ryan, 2003) was .85, whereas for the
FFMQ (Baer et al., 2006) it was .80 for the nonjudging of inner experience subscale
and .75 for the nonreactivity to inner experience subscale. For the overall
mindfulness scale, an alpha coefficient of .83 was reported.

Self-regulation. To assess self-regulation capacities of the employees, the
SSRQ (Carey et al., 2004) that was translated to Turkish in the pilot study was used
(See Appendix C). Cronbach’s alpha reported for this scale was .92 in the main
study.

Task performance and OCB. Two dimensions of performance that were
assessed in this study were task performance and OCB. The 11-item scale that
measures both of these dimensions was developed by Karakurum (2005) and was
rated on a five-point scale ranging from 1 = Does not reflect me/(him/her) at all to 5
= Completely reflects me/(him/her). The task performance measure included four
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items from Beffort and Hattrup’s (2003) scale and two items developed by
Karakurum herself. The contextual performance measure included five items
developed by Karakurum, and these five items correspond to five dimensions of
contextual performance as defined by Borman and Motowidlo (1993). Although
Karakurum developed the items in self-report format, since the performance
measures of employees in this study were provided by both the employees
themselves and their supervisors, the wording of the items were changed accordingly
in order to create an additional supervisory form. The author did not report a
coefficient alpha value for this scale. The coefficient alpha reported in the present
study for task performance measure was .83 for the self-report form and .90 for the
supervisory form. For the OCB measure, the internal consistency scores were.67 and
.88 for the self-report form and the supervisory form, respectively. A sample item for
the task performance measure is “Proficiently completes all duties central to the
job.” A sample item for the OCB measure is “Volunteers to carry out task activities
that are not formally a part of the job.” Average of the respective items were
calculated to obtain task performance and OCB scores. See Appendix F for the self-
report performance measure and Appendix G for the supervisory form of employee
job performance assessment.

CWB. To assess the probability of each employee engaging in CWBs, the
CWB-C (Spector et al., 2010) that was translated to Turkish in the pilot study was
used in the main study (See Appendix D). Although the original scale is in self-
report format, since the performance measures of employees were also provided by
their supervisors in this study, the wording of the items were changed accordingly in
order to create an additional supervisory form (See Appendix H). Like self-report
forms, supervisory forms were also rated on a 5-point scale ranging from 1 = Never
to 5 = Everyday. To prevent lenient answers from the supervisors, not the current
behavior of the employees, but the supervisors’ expectations regarding their
subordinates’ behaviors were asked in the supervisory form. Cronbach’s alpha
reported for the employee form was .76 in the main study, whereas it was .88 for the
supervisory form. Starting with a question of “How often would you expect your
subordinate to engage in the following behavior?”” a sample item from the
supervisory form is “Complaining about insignificant things at work.” An average
score was calculated for the 10 items to derive a CWB score for each participant.
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Job satisfaction. Job satisfaction of the employees was assessed by the three
items that were adapted to Turkish by Bilgic (1999) from the global job satisfaction
subscale of the Job Diagnostic Survey (Hackman & Oldham, 1975) and revised in
the pilot study (See Appendix E). Cronbach’s alpha was found to be .88 for this scale
in the main study.

In addition to these three items, Kunin’s (1955) one-item Faces Scale was
used. The employees were asked to indicate the facial impression that best reflected
their satisfaction with their job on a 7-point scale (After the scores were reverse
coded; M =5.35, SD = 1.24). See Appendix | for this job satisfaction measure.

Given the high correlation between Job Diagnostic Survey and Kunin’s Faces
Scale (r =.73, p <.01), the two scales were combined to compute an overall score
for job satisfaction. In order to do so, Kunin’s Faces Scale scoring was reversed and
an average score on the two satisfaction scales was calculated for each participant.
The scores for this overall job satisfaction measure ranged from 1 to 6 with higher

scores indicating higher job satisfaction.

2.3.3. Procedure

After receiving the approval of the Institutional Review Board, two
questionnaire packages, one for employees and the other for supervisors, were
prepared. The employee questionnaire package was prepared in both online format
and in paper-and-pencil format. The online form was made available to the
participants who read the informed consent form and gave their consent for
participation. The form consisted of the demographic information form, the trait
mindfulness scale, the SSRQ, the task performance and OCB scales, the CWB-C,
and the job satisfaction measures (See Appendix J). The online form was
administered using Qualtrics program (Qualtrics Labs, Provo, USA). For the paper-
and-pencil version, the questionnaire package was administered after the participants
signed the informed consent form. In both versions, the demographic information
part included a question asking for the permission of the employees for supervisory
data collection. Supervisory data were collected from supervisors for whom the

employee consent was obtained.
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Data collection from supervisors were also done using two medium: online
and paper-and-pencil format. See Appendix K for the questionnaire package for the

SUpervisors.
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CHAPTER 3

RESULTS

3.1. Overview of the Analyses

After the data were collected, data screening and assumption testing were
carried out first. Then, descriptive analyses were conducted. Following these
analyses, hypotheses of the study were tested. Before testing the hypothesized
mediations, direct relationships between the study variables were assessed. In order
to identify the demographic variables that needed to be controlled for in hypothesis
testing, a series of multiple regression analyses had been conducted beforehand. In
cases where none of the demographic variables had significant effects on the
dependent variable of interest, the effect of mindfulness on that outcome variable
was tested by conducting simple linear regression analyses. The hypothesized
mediations were tested using Preacher and Hayes (2008) Multiple Mediation
Procedure.

After the hypotheses were tested, some additional analyses were conducted.
In order to test all hypotheses by one model, a path analysis was conducted using
LISREL 8.8 (Joreskog & Sorbom, 2006). Taking the modification suggestions into
account, an alternative model was also tested. The fits of these models were assessed
and revisions were made when convenient.

Analyses were also conducted in order to examine the factor structure of the
mindfulness scale, and to test for the fit of a two-factor model for mindfulness. To
this end, a principal component analysis and a confirmatory factor analysis were
conducted. After identifying the components of mindfulness, an exploratory analysis
was conducted to investigate whether these components had differential effects on
the dependent variables of the study by using multiple regression analyses and

Preacher and Hayes (2008) Multiple Mediation Procedure.
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3.2. Data Screening

As described in the Method section, the questionnaire package was
administered in both online format and in paper-and-pencil format. Out of 75 paper-
and-pencil version returned, 24 were excluded for mainly two different reasons. In 22
cases, the survey package was either completely empty or only partially filled such
that the respondents did not fill out at least one scale making the missing values non-
random. Tabachnick and Fidell (2012) argue that non-randomly missing values distort
the generalizability of the findings, thus, these cases were also deleted. In addition,
two cases were deleted because their respondents were found to engage in random
responding such that they selected the same rating point on the scales for all items in a
given page. As for the online surveys, 163 responses were recorded. On this version,
since participants were not allowed to skip items without responding, there were no
missing data.

Concerning supervisory ratings, although 119 respondents gave permission for
their performance measures to be obtained from their supervisors (N = 42), 109 of
these measures could be taken since in 10 cases, supervisors (N = 3), failed to respond.
In total, the final data set included 214 cases, 109 of which had matched supervisor
ratings of job performance.

Normality of the study variables was assessed using histograms. The
histograms revealed that all study variables, except counterproductive work behavior,
were normally distributed. As expected, both self-report and supervisory ratings of
counterproductive work behavior were positively skewed. In order to assess the
univariate outliers, data regarding variables of interest were transformed into
standardized z scores. Four cases were found to be potential outliers in
counterproductive work behavior variable as their standardized values were higher
than the critical value of 3.29 (p < .001, two-tailed test). However, based on the
suggestions made by Tabachnick and Fidell (2012), a decision was made to retain
these four cases in the data because of the expected non-normal nature of the
distribution of counterproductive work behaviors.

In order to detect multivariate outliers, Mahalanobis distance was used, which
revealed one outlier. This case was removed from the data set, decreasing the sample
to 213 cases, 108 of which had matched supervisor ratings of job performance.
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3.3. Descriptive Statistics

Descriptive statistics concerning demographic variables and variables of
interest (i.e., trait mindfulness, self-regulation capacity, job satisfaction, task
performance, OCB, and CWB) are presented in Table 1.

Bivariate correlations among the study variables are presented in Table 2. To
begin with the intercorrelations among demographic variables, age was found to be
significantly and negatively correlated (r = -.16, p < .05) with education level of
employees. As expected, employees’ age was significantly and positively correlated
with their tenure in their current position (r = .52, p <.01), tenure in their current
organization (r = .60, p < .01), and their tenure in total (r = .85, p <.01). Education
level of the employees was found to be significantly and negatively correlated with
their tenure in their current position (r =-.17, p < .05) and their tenure in total (r = -
.19, p <.01). Since supervisors were not the primary sample of this study, supervisor
demographics were only assessed in terms of their relationship with variables of
interest.

The relationship between demographic variables and variables of interest
were also examined. Employee gender was found to be significantly and positively
correlated with mindfulness (r = .16, p < .05) indicating a higher mindfulness level
among men compared to women. Age of the employees was significantly and
positively correlated with job satisfaction (r = .16, p < .05), indicating an
enhancement in job satisfaction with increasing age. Job satisfaction was also found
to be significantly related to education level of the employees but this correlation
was negative (r = -.20, p <.01), implying a decrease in satisfaction with one’s job, as
one’s education level gets higher. Employees’ tenure in their current position was
significantly and positively correlated with their job satisfaction (r = .21, p <.01),
task performance as reported by themselves (r =.19 p <.01), and again their self-
report OCB (r =.20, p <.01). Similarly, employees’ tenure in their current
organization was also significantly and positively correlated with their job
satisfaction (r = .14, p <.05), self-report task performance (r = .16, p < .05), and
self-report OCB (r = .14, p <.05). Their total tenure on the other hand, was found to
be significantly and positively correlated with trait mindfulness (r = .15, p <.05),
their job satisfaction (r = .19, p <.01) and self-report OCB (r = .16, p < .05).
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Table 1.

Means, standard deviations, minimum and maximum values of the study variables

Variable Mean Std. dev. Min. Max.
Age 35.3 9.31 22 59
Tenure in current position 83.08 98.19 1 720
Tenure in current organization 96.28 106.47 2 720
Total tenure 143.01 120.57 6 720
Supervisor's age 45.34 9.55 26 60
Supervisor's tenure in current position 133.96 104.47 6 420
Supervisor's tenure in current organization 249.71 163.15 7 578
Supervisor's total tenure 282.89 144.55 72 578
Trait mindfulness 3.43 A4 2.33 4.57
Self-regulation capacity 3.78 51 1.74 4.97
Job satisfaction 4.54 .98 1 6
Task performance (Self-report) 4.03 .55 2.33 5
OCB (Self-report) 3.92 .6 2.4 5
CWB (Self-report) 1.35 .38 1 3.3
Task performance (Supervisory rating) 3.9 .68 1.83 5
OCB (Supervisory rating) 3.96 75 1.6 5
CWB (Supervisory rating) 1.27 A4 1 3.1

Note. OCB = Organizational citizenship behavior, CWB = Counterproductive work behavior. Tenure is calculated in

months. Trait mindfulness, self-regulation capacity, task performance, OCB, and CWB are rated on a 5-point scale with
higher scores indicating higher levels of the variable. Job satisfaction is rated in two scales, which are combined to have
an overall satisfaction measure with values ranging from 1-6, with higher scores indicating more satisfaction with one’s

job.
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Table 2

Intercorrelations among the study variables

1 2 3 4 5 6 7 8 9 10
1. Gender -
2. Age .05 -
3. Education level -.06 -.16* -
4. Tenure (position) -.08 B52** 1T -
5. Tenure (organization) -.07 60** -.10 J1** -
6. Total tenure .05 85** - 19**  70**  76** -
7. Supervisor's (SV) gender 52** -15 .01 -01 -12 -15 -
8. SV age -43**  36** .06 23* 30**  31** - 44%*
9. SV education level 29%* .08 .05 24* .20% A1 A3F* -.18 -
10. SV tenure (position) -43*%*  27** -.08 23% 19* 18 -33**  70**  -23* -

Note. p <.05, p <.01, OCB = Organizational citizenship behavior, CWB = Counterproductive work behavior, gender codings: 0 = female, 1 = male.
Internal consistency reliability estimates (i.e., alpha values) for the scales are presented in bold at the diagonal.



LE

Table 2 (cont’d)

Intercorrelations among the study variables

1 2 3 4 5 6 7 8 9 10
11. SV tenure (organization) -51*%*  21* .04 18 21* 18 -53**  85**  -24*  70**
12. SV total tenure -A8F*  27** .06 16 .20* 20%  -B0**  92**  _25**  G7**
13. Trait mindfulness 16* A1 13 01 .05 15%* .05 .09 .20* -.10
14. Self-regulation capacity .09 .08 .09 .08 10 A3 20* .01 .16 -.09
15. Job satisfaction 12 A16*  -.20%*  21%* 14* 19** 23* -.25* 23*  -30%*
16. Task performance (self-report) -.05 .06 .07 19** 16* 13 -.05 .03 A1 .00
17. OCB (self-report) .03 .06 -08  .20%*  14*  16* 12 S21% 34 J11
18. CWB (self-report) -.08 -.07 .08 .04 .04 -.03 -.05 .07 -11 .06
19. Task performance (SV rating) -12 .02 14 .09 .01 .07 -.06 -.03 -.01 .03
20. OCB (SV rating) -.02 -.10 .07 .06 -.04 .00 .08 -.16 .09 -.06
21. CWB (SV rating) .04 14 -17 .02 10 .09 .01 .07 -.16 -12

Note. p <.05, "p <.01, OCB = Organizational citizenship behavior, CWB = Counterproductive work behavior, gender codings: 0 = female, 1 = male.
Internal consistency reliability estimates (i.e., alpha values) for the scales are presented in bold at the diagonal.
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Table 2 (cont’d)
Intercorrelations among the study variables

11 12 13 14 15 16 17 18 19 20 21
11. SV tenure (organization) -
12. SV total tenure 93** -
13. Trait mindfulness .03 .03 .83
14. Self-regulation capacity -.05 -01  .46** .92
15. Job satisfaction -32%*%  -26%* 20*%*  26** .89
16. Task performance (self-report) .05 .05 27%* A3k 27 .83
17. OCB (self-report) -19  -23*  24**  31**  50**  49** 67
18. CWB (self-report) .07 04 -27*%* -22%* -35**  -11 -33** 76
19. Task performance (SV rating) .02 -.01 -12 -.06 .00 .16 .07 -.03 .90
20. OCB (SV rating) -.13 -.14 -.03 .07 12 .06 17 -14 77 .88
21. CWB (SV rating) -.04 .03 -.03 -.01 01 -.06 -12 33** -53** -61** 88

Note.’p <.05, "p <.01, OCB = Organizational citizenship behavior, CWB = Counterproductive work behavior, gender codings: 0 = female, 1 = male.

Internal consistency reliability estimates (i.e., alpha values) for the scales are presented in bold at the diagonal.



An examination of the relationship between supervisor demographics and
variables of interest revealed a positive significant correlation between supervisor
gender and employee job satisfaction (r = .23, p <.05), indicating higher job
satisfaction among subordinates of male supervisors compared to the subordinates of
female supervisors. Supervisor’s age was a significant and negative correlate of job
satisfaction (r = -.25, p < .05) and self-report OCB of the employees (r = -.21, p <
.05). Supervisor’s education level was significantly and positively related to job
satisfaction (r = .23, p <.05) and self-report OCB of the employees (r = .34, p <.01).

Assessment of the bivariate correlations among study variables revealed that
employees’ level of mindfulness was significantly and positively correlated with
their self-regulation capacity (r = .46, p <.01), job satisfaction (r = .29, p < .01),
self-report task performance (r = .28, p <.01), and self-report OCB (r = .24, p <.01).
In addition, it was significantly and negatively correlated with employees’ self-report
CWB (r =-.27, p<.01). Employees’ self-regulation capacity was significantly and
positively correlated with their job satisfaction (r = .26, p <.01), self-report task
performance (r = .43, p <.01), and self-report OCB (r = .31, p <.01), whereas it was
significantly and negatively correlated with their self-report CWB (r = -.22, p <.01).
Unlike, the positive correlation between self-report CWB and supervisory rated
CWB of the employees (r = .33, p <.01), no significant correlations were reported
neither between self-rated task performance and supervisory-rated task performance

nor between self-rated OCB and supervisory-rated OCB.

3.4. Hypothesis Testing

The main purpose of this study was to investigate whether trait mindfulness is
related to crucial work outcomes namely, job performance and job satisfaction, and to
test self-regulation as a mechanism through which trait mindfulness operates in work
settings. In order to control for the common method bias, performance measures were
gathered from immediate supervisors of the employee participants. Out of 213
participants, 108 gave permission for the collection of performance data from their
supervisors. Specifically, supervisors of these 108 employees rated task performance,
OCB, and CWB of the participants. In addition to the supervisory ratings, self-report

measures of job performance were also collected.
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In order to control for the demographic variables that could have an effect on
the dependent variables of the study (i.e., task performance, OCB, CWB, and job
satisfaction) while testing for the direct effects of mindfulness on them, a multiple
regression analysis was conducted for each dependent variable first, and the
demographic variables that appeared to explain a significant portion of the variance in
the dependent variable of interest were controlled for in hypothesis testing (i.e., in the
following hierarchical regression analysis). Mediating role of self-regulation was
tested using Preacher and Hayes (2008) Multiple Mediation Procedure.

Hypotheses of the study were tested using two sets of data. The first set was
from 108 employees for whom the supervisory ratings of task performance, OCB, and
CWB were available. The second data set consisted of 213 employees for whom self-
report measures of both independent and dependent variables were available.

3.4.1. Hypothesis Testing Using Supervisory Ratings of Performance

Before testing the hypotheses, the demographic variables were examined to
check whether there were any that needed to be controlled for. Since none of the
demographic variables had significant correlations with self-regulation capacity and
supervisor reports of task performance, OCB, and CWB, the effects of trait
mindfulness on these variables were tested without controlling for any of the
demographic variables.

Hypothesis 1 was not tested with this data set, as it involved the relationship
between trait mindfulness and job satisfaction.

Hypothesis 2 stated that self-regulation would mediate the relationship
between trait mindfulness and task performance. Hypothesis 3 stated that self-
regulation would mediate the relationship between trait mindfulness and OCB.
Lastly, Hypothesis 4 stated that self-regulation would mediate the relationship
between trait mindfulness and CWB. Results of the simple linear regression analyses
revealed that trait mindfulness accounts for a significant variance in self-regulation
capacity, F(1, 108) = 56.48, p < .001, R*=.21. However, no significant relationships
were found between trait mindfulness and performance measures (i.e., task
performance, OCB, and CWB) gathered from the supervisors. Therefore, further
mediation analyses were not conducted for these variables and second, third, and

fourth hypotheses were rejected for this data set.
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3.4.2. Hypothesis Testing Using Self-Ratings of Performance and Job

Satisfaction

The dependent variables assessed for this data set were self-report measures of
job satisfaction, task performance, OCB, and CWB. Since all the measures were
gathered from the employees themselves, using LISREL 8.8 (Joreskog & Sorbom,
2006), a confirmatory factor analysis was conducted first to be able to eliminate the
possibility of common method bias. All 86 items of the six study variables (i.e. trait
mindfulness, self-regulation capacity, job satisfaction, self-report task performance,
self-report OCB, and self-report CWB) were included in the analyses. Considering the
large number of indicators, parceling technique was used for mindfulness, self-
regulation, and CWB scales consisting of 30, 31, and 10 items respectively.
Mindfulness and self-regulation items were each aggregated into four parcels, whereas
CWB items were aggregated into three parcels. As a result, total indicator number was
decreased from 86 to 26, making it more appropriate for the given sample size (N =
213). Firstly, a one-factor solution was tested where all indicators loaded on a single
factor, ¥2(299, N = 213) = 2701.87, p <.001. Then, a six-factor solution was tested
where all indicators loaded onto their own factor, ¥2(284, N = 213) = 645.70, p < .001.
The six-factor solution showed better fit to the data. In order to test whether this fit
difference was significant, the differences in the chi-squares of the two models were
tested. The results indicated that the difference was significant, Ax2(15, N = 213) =
2056.17, p <.001, meaning that the six-factor model was a significantly better fitting
one than the single-factor solution, extenuating the concerns related to potential

common method bias.

3.4.2.1. Control variables

In order to control for the demographic variables that could have an effect on
the dependent variables (i.e., task performance, OCB, CWB, and job satisfaction)
while testing for the direct effects of mindfulness on them, a multiple regression
analysis was conducted for each dependent variable first, and the demographic
variables that appeared to explain a significant portion of the variance in the dependent
variable of interest were controlled for in hypothesis testing (i.e., in the following
hierarchical regression analysis). Since none of the demographic variables had

significant correlations with self-regulation and CWB, no control variables were used
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when testing the effects of trait mindfulness on these variables. A multiple regression
analysis was conducted, regressing task performance on the two demographic
variables that were found to have significant correlations with it (i.e. employee tenure
in current position and employee tenure in current organization). Since none of these
demographic variables were found to significantly predict task performance, they were
not controlled for in further analyses. Another multiple regression analysis was
conducted by regressing OCB on six demographic variables that were found to have
significant correlations with it (i.e. employee tenure in current position, employee
tenure in current organization, total employee tenure, supervisor’s age, supervisor’s
education level, and supervisor’s tenure in organization). Since supervisor’s age and
education level were found to have significant effects on employees” OCB, (ff = -.35, t
=-1.98,p<.05and 3 =.25,t = 2.58, p < .05 respectively), a hierarchical regression
analysis was conducted entering these demographic variables as control variables in
the first step followed by trait mindfulness in the second step. Estimations revealed
that these demographics had a significant effect on OCB, F(2, 213) = 8.50, p < .001,
R?=.12. Adding trait mindfulness to the model in the second step caused a 4%
increase in the explained variance, indicating that mindfulness still predicts OCB after
controlling for the effects of supervisor’s age and education level, F(3, 213) = 7.49, p
<.001, R*= .16.

3.4.2.2. Direct and indirect relationships between trait mindfulness, self-

regulation, and work outcomes

Pearson correlation coefficients among trait mindfulness and other study
variables of interest revealed that they are significantly related (See Table 2).
However, to test whether these relationships would remain significant after controlling
for the demographic variables, hierarchical regression analyses were computed.

Hypothesis 1 stated that trait mindfulness would be positively related to job
satisfaction. Before testing this hypothesis, a multiple regression analysis was
conducted in order to identify demographic variables that need to be controlled for. In
this analysis, job satisfaction was regressed on the 11 demographic variables (i.e. age
and education level of both the employees and supervisors, supervisors’ gender,
employee tenure in current position, employee tenure in current organization, total
tenure of the employee, supervisor tenure in current position, supervisor tenure in

current organization, and total tenure of the supervisor) that had significant
42



correlations with it. Results revealed that none of these demographic variables
significantly predicted job satisfaction, thus, none of them were controlled for in
further analyses and the effect of trait mindfulness on job satisfaction was assessed
using simple linear regression. As a result, trait mindfulness was found to predict job
satisfaction, F(1, 213) = 19.30, p < .001, R? = .08, and this relationship was found to
be positive (5 = .29, t = 4.39, p <.001), confirming the first hypothesis of the study
using self-report measures.

Hypothesis 2 stated that the effect of trait mindfulness on task performance
would be mediated by self-regulation. Before testing for this hypothesis, whether there
were significant direct relationships between mindfulness and self-regulation and
between mindfulness and task performance were tested on an exploratory basis.
Results revealed that trait mindfulness accounted for a significant variance in self-
regulation capacity, F(1, 213) = 56.48, p < .001, R? = .21 and the direction of the
relationship was positive (5 = .46, t = 7.52, p <.001). In addition, trait mindfulness
explained a significant variance in task performance, F(1, 213) = 16.71, p < .001, R*=
.07 and the relationship between the two variables was positive (5 =.27,t=4.09, p <
.001). Overall, the findings revealed mindfulness is directly related to both self-
regulation and task performance. In order to test for the proposed mediation, Preacher
and Hayes (2008) Multiple Mediation Procedure was conducted with 5000 bootstrap
replicates. By bootstrapping, thousands of different samples are derived from a given
data set and the indirect effect (the mediation) is estimated in each resampled data set
by using confidence intervals (CI) (Preacher & Hayes, 2008). As expected, the path
from trait mindfulness to self-regulation (b = .58, SE = .08, p < .001), the path from
self-regulation to task performance (b = .42, SE = .08, p <.001), and the direct path
from trait mindfulness to task performance (b = .37, SE = .09, p < .001) were all
significant (See Figure 2). However, when the mediator, self-regulation, was included
in the model, the path between trait mindfulness and task performance lost its
significance suggesting existence of full mediation. For a 95% CI [1330, 4118], the
scores did not include zero confirming that the mediation was significant, supporting

Hypothesis 2.
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Self-regulation
58* 42*

Trait mindfulness > Task performance
37* (.13)

Figure 2. Self-regulation as the mediator of the trait mindfulness-task performance
relationship. *p < .001. Unstandardized regression coefficient from trait mindfulness

to task performance after controlling for self-regulation is in the parenthesis.

Hypothesis 3 stated that the effect of trait mindfulness on OCB would be
mediated by self-regulation. Before testing this hypothesis, the direct relationship
between mindfulness and OCB were tested on an exploratory basis. Since supervisor’s
age and education level were found to have significant effects on employees’ OCB,
they were treated as control variables and mindfulness was found to predict OCB after
controlling for these variables’ effects, F(3, 213) = 7.49, p <.001, R?=.16. Overall,
the results revealed that trait mindfulness positively predicted OCB (5 = .20, t = 2.21,
p <.05). In order to test the proposed hypothesis, again Preacher and Hayes (2008)
Multiple Mediation Procedure was conducted. As expected, the path from trait
mindfulness to self-regulation (b = .58, SE = .08, p <.001), the path from self-
regulation to OCB (b = .29, SE = .09, p <.01), and the direct path from trait
mindfulness to OCB (b = .36, SE = .10, p <.001) were all significant (See Figure 3).
However, when the mediator, self-regulation, was included in the model, the path
between trait mindfulness and OCB was no longer significant, supporting presence of
a full mediation effect. For a 95% CI [0770, 2878], the scores did not include zero

confirming the mediation’s significance and the third hypothesis.
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Self-regulation
58** 29*

Trait mindfulness > OoCB
.36** (.19)

Figure 3. Self-regulation as the mediator of the trait mindfulness-OCB relationship.
*p <.01, **p < .001. Unstandardized regression coefficient from trait mindfulness to

OCB after controlling for self-regulation is in the parenthesis.

Hypothesis 4 stated that the effect of trait mindfulness on CWB would be
mediated by self-regulation. Before testing this hypothesis, the direct relationship
between mindfulness and CWB was tested on an exploratory basis. Trait mindfulness
was found to explain a significant variance in CWB, F(1, 213) = 16.83, p < .001, R*=
.07 and as expected, the direction of the relationship between two variables was
negative (5 = -.27, t =-4.10, p < .001). In order to test for the fourth hypothesis,
mediation analysis was conducted. As expected, the path from trait mindfulness to
self-regulation (b = .58, SE = .08, p <.001) and the direct path from trait mindfulness
to CWB (b = -.26, SE = .06, p < .001) were significant. However, contrary to
expectations, the path from self-regulation to CWB failed to achieve significance.
Thus, it can be concluded that trait mindfulness significantly and negatively predicted
CWB but self-regulation did not mediate this relationship, failing to provide support
for Hypothesis 4.

To summarize, trait mindfulness was found to be related to all four work
outcomes of interest (i.e., job satisfaction, task performance, OCB, CWB) drawing
attention to how valuable it might be in work settings. Moreover, two of the
hypotheses suggesting mediation were confirmed indicating the potential of self-
regulation as a mediating mechanism among mindfulness and performance outcomes
except CWB.
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3.5. Additional Analyses

A number of exploratory analyses were conducted in this study. First of all, as
described in the introduction section, the factor structure of the mindfulness measure
used in this study and differential relationships of the emerging components/factors
with the outcome variables of interest were explored. Second, all hypotheses of the
study were tested as a single model and was compared to alternative models. It is
important to note that in all of these analyses self-report measures were employed.

3.5.1. Examining the factor structure of the Mindfulness Scale and

differential relationships of the components with outcome variables

One of the purposes of this study was to explore the factor structure of the
Mindfulness Scale used in this study, which was a combination of the MAAS and two
subscales of the FFMQ (nonjudging of inner experience and nonreactivity to inner
experience), and to investigate the fit of a two-factor model for this scale. It was
expected that the most distinguishable components of mindfulness would be
awareness and acceptance, such that the 15 items of the MAAS would load onto the
factor of awareness, and the remaining 15 items would load onto the factor of
acceptance.

In order to assess the factor structure of the Mindfulness Scale, first, a
Principal Component Analysis was conducted. The Kaiser-Meyer-Olkin adequacy
(KMO = .80) was found to be suitable for factor analysis. To decide on the number of
factors, eigenvalue > 1 criterion and O’Connor’s (2000) parallel analysis were taken
into account. Although eigenvalue >1 criterion suggested nine factors, parallel
analysis revealed that only three of these eigenvalues were statistically significant.
Consistently, a varimax rotation resulted in too many cross-loadings for nine factors.
Thus, the analysis was repeated by forcing to solution to three factors. Cumulative
variance accounted for by these factors was 39.79%. As expected, 15 items of MAAS
loaded onto the same factor, which was labeled as awareness. Although, 15 items of
the FFMQ were expected to load onto the same factor, they decomposed into two
factors, exactly as in the original scale, eight items loading onto one factor, which was
labeled as nonjudging, and 7 items loading onto another factor, which was labeled as
nonreactivity. For item loadings, eigenvalues, proportions of explained variance, and

Cronbach’s alpha reliability scores see Table 3.
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Table 3.

Factor Analysis of the Mindfulness Scale Items

Loadings

Items Factor 1: Factor 2: Factor 3:

Awareness  Nonjudging  Nonreactivity
1. I could be experiencing some emotion
and not be conscious of it until some time 504
later.
2. | break or spill things because of
carelessness, not paying attention, or 617
thinking of something else.
3. I find it difficult to stay focused on 619
what’s happening in the present. '
4. 1 tend to walk quickly to get where I’'m
going without paying attention to what | 433
experience along the way.
5. | tend not to notice feelings of physical
tension or discomfort until they really 401
grab my attention.
6. I forget a person’s name almost as soon 382
as I’ve been told it for the first time.
7. It seems I am “running on automatic,”
without much awareness of what I’'m 701
doing.
8. l'rush thr(_)ugh activities without being 621
really attentive to them.
9. | get so focused on the goal | want to
achieve that I lose touch with what I’'m 449
doing right now to get there.
10. I do jobs or tasks automatically, 669
without being aware of what I'm doing.
11. 1 find myself listening to someone
with one ear, doing something else at the 598
same time.
12. I drive places on ‘automatic pilot’ and 663
then wonder why | went there.
13. | find myself preoccupied with the 485
future or the past.
14. 1 find mygelf doing things without 732
paying attention.
15._1 snack without being aware that I’'m 468
eating.
16. | criticize myself for having irrational 601

or inappropriate emotions.
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Table 3 (cont’d)

Factor 1: Factor 2: Factor 3:
ltems Awareness  Nonjudging  Nonreactivity

19. I tell myself'I shouldn’t be feeling the 599
way ’m feeling.

20. | believe some of my thoughts are

abnormal or bad and I shouldn’t think that 722
way.

21. I make judgments about whether my 604
thoughts are good or bad.

25. | tell myself that I shouldn’t be 728
thinking the way [’m thinking.

27. | think some of my emotions are bad 722
or inappropriate and I shouldn’t feel them.
29. When | have distressing thoughts or
images, | judge myself as good or bad,
depending what the thought/image is
about.

.559

30. I disapprove of myself when | have 460
irrational ideas.

17. 1 perceive my feelings and emotions 630
without having to react to them.

18. 1 watch my feelings without getting 678
lost in them.

22. When | have distressing thoughts or
images, | “step back” and am aware of the
thought or image without getting taken
over by it.

711

23. In difficult situations, | can pause 684
without immediately reacting.

24. When | have distressing thoughts or 603
images, | feel calm soon after.

26. When | have distressing thoughts or

images, | am able just to notice them 549
without reacting.

28. When | have distressing thoughts or 490
images, | just notice them and let them go.

Cronbach's alpha .85 .80 75

Eigenvalue 6.22 341 2.31
% of variance explained 20.74 11.35 7.69
Total variance 39.79
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In order to assess the fit of this three-factor structure of the Mindfulness Scale,
and to test whether this fit differs significantly from the fit of the proposed two-factor
structure, a number of confirmatory factor analyses were conducted using LISREL 8.8
(Joreskog & Sorbom, 2006). To assess the fit of the models, chi-square significance,
chi-square to degrees of freedom (df) ratio, root mean square error of approximation
(RMSEA), goodness of fit index (GFI), adjusted goodness of fit index (AGFI), and
comparative fit index (CFI) were used as criteria. For the model to be a good fit to a
given data, chi-square should not be significant, chi-square to df ratio should be
smaller than 3, RMSEA should be below .10, GFI should be above .90, CFI should be
above .95, and AGFI should be above .85 (Tabachnick & Fidell, 2012).

First, the proposed two-factor structure for the Mindfulness Scale, in which the
MAAS and the FFMQ items are expected to load onto their respective factors, was
tested. The analysis revealed that this model did not provide a good fit to data, x*(404,
N = 213) = 1203.64, p < .001, x*/df = 2.98, RMSEA = .10 GFI = .73, AGFI = .68, CFI
= .83. The results are displayed in Figure 4.

The second model tested was a three-factor solution for the Mindfulness Scale.
Consistent with the results of the previously conducted Principal Component Analysis,
15 items were expected to load onto the first factor, labeled as awareness; eight items
onto the second factor, labeled as nonjudging; and seven items loading onto the third
factor, labeled as nonreactivity. Fit of the three-factor model was acceptable, x*(402, N
=213) = 791.41, p < .001, y*/df = 1.97, RMSEA = .07 GFI = .80, AGFI = .77, CFl =
.89. The results are displayed in Figure 5.

In order to test whether this fit difference was significant, the differences in the
chi-squares of the two models were tested. The results indicated that the difference
was significant, Ay2(2, N = 213) = 330.1, p < .001, meaning that the three-factor
model was a significantly better fit to data.

Another purpose of this study was to examine whether different components of
mindfulness would contribute differentially to work outcomes (i.e., job performance
and job satisfaction). Although two components of mindfulness were suggested at the
beginning of the study, the analyses revealed that mindfulness consisted of three
components (i.e., awareness, nonjudging, and nonreactivity). For the following
analyses, these components were treated as the new independent variables of the study
and their direct relationships to self-report job satisfaction, task performance, OCB,

and CWB were investigated using multiple regression analyses. Mediating role of
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self-regulation was also tested for these variables using Preacher and Hayes (2008)
Multiple Mediation Procedure with 5000 bootstrap replicates.

The first hypothesis of the study stating that trait mindfulness would be
positively related to job satisfaction was confirmed in the hypothesis testing section.
When the effects of three mindfulness components were assessed by multiple
regression analysis, the results revealed that both awareness and nonreactivity had
significant positive relationships with job satisfaction (5 = .21, t=2.96, p < .01 and /3
=.18,t=2.73, p <.01 respectively), whereas nonjudging did not have a significant
effect on job satisfaction.

Hypothesis 2 stating that the effect of trait mindfulness on task performance
would be mediated by self-regulation was also confirmed, and a full-mediation was
concluded. In order to assess the differential effects of the three components of
mindfulness, a multiple regression analysis was conducted. Results of the analysis
revealed that awareness and nonreactivity predicted self-regulation (5 = .34, t=5.54, p
<.001 and 3 =.43,t=7.49, p <.001 respectively), whereas nonjudging failed to do
so. When the direct relationships between components of mindfulness and task
performance were examined, it was found that awareness had a marginally significant
effect (5 = .15, t = 2.10, p <.05), nonreactivity had a significant effect (5 = .21, t =
3.07, p < .01 respectively), and nonjudging had no effect on task performance.

As the next step, two separate mediation analyses for awareness and
nonreactivity were conducted since nonjudging failed to demonstrate any significant
effects. Firstly, a mediation was tested in which self-regulation mediated the
relationship between awareness and task performance. As expected, the path from
awareness to self-regulation (b = .38, SE = .06, p < .001), the path from self-regulation
to task performance (b = .44, SE = .07, p <.001), and the direct path from awareness
to task performance (b = .22, SE = .07, p <.01) were all significant (See Figure 6).
However, when the mediator, self-regulation, was included in the model, the path
between awareness and task performance was no longer significant, suggesting a full
mediation. For a 95% CI [0748, 2961], the scores did not include zero confirming the
mediation’s significance. The results indicated that the awareness level of the

employees affected their task performance via self-regulation.
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Self-regulation
.38** A4**

Awareness > Task performance
.22* (.05)

Figure 6. Self-regulation as the mediator of the awareness-task performance
relationship. *p <.01, **p < .001. Unstandardized regression coefficient from
awareness to task performance after controlling for self-regulation is in the

parenthesis.

In the second mediation analysis, self-regulation was tested as a mediating
mechanism between nonreactivity and task performance. In accordance with the
expectations, the path from nonreactivity to self-regulation (b = .39, SE = .05, p <
.001), the path from self-regulation to task performance (b = .45, SE = .08, p <.001),
and the direct path from nonreactivity to task performance (b =.19, SE = .06, p < .01)
were all significant (See Figure 7). However, when the mediator, self-regulation, was
included in the model, the path between nonreactivity and task performance was no
longer significant, suggesting a full mediation. For a 95% CI [1089, 2695], the scores
did not include zero revealing that the mediation was significant. The results indicated

that employees’ nonreactivity effected their task performance via self-regulation.

Self-regulation

Nonreactivity To~ (02) > Task performance

Figure 7. Self-regulation as the mediator of the nonreactivity-task performance
relationship. *p < .01, **p < .001. Unstandardized regression coefficient from
nonreactivity to task performance after controlling for self-regulation is in the

parenthesis.
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Hypothesis 3 stating that the effect of trait mindfulness on OCB would be
mediated by self-regulation was confirmed, and a full-mediation was concluded. To
examine the effects of awareness, nonreactivity, and nonjudging on OCB separately, a
multiple regression analysis was conducted. Results of the analysis revealed that only
awareness significantly predicted OCB ( = .18, t = 2.48, p <.05), whereas
nonreactivity and nonjudging failed to do so. Thus, a mediation was tested only for the
awareness component, in which self-regulation mediated the relationship between
awareness and OCB. As expected, the path from awareness to self-regulation (b = .38,
SE = .06, p <.001), the path from self-regulation to OCB (b = .31, SE =.08, p < .001),
and the direct path from awareness to OCB (b = .24, SE = .08, p <.01) were all
significant (See Figure 8). When the self-regulation was included in the model as the
mediator, the path between awareness and OCB was no longer significant, suggesting
a full mediation. For a 95% CI [0551, 2072], the scores did not include zero
confirming that the mediation was significant. The results indicate that the awareness

level of the employees effect their engagement in OCBs via self-regulation.

Self-regulation

Awareness > OCB
24* (.13)

Figure 8. Self-regulation as the mediator of the awareness-OCB relationship. *p < .01,
**p < .001. Unstandardized regression coefficient from awareness to OCB after

controlling for self-regulation is in the parenthesis.

Hypothesis 4 stating that the effect of trait mindfulness on CWB would be
mediated by self-regulation failed to find support although a direct negative
relationship between CWB was confirmed. Consistently, only the direct effects of
mindfulness components on CWB were tested. The results of a multiple regression
analysis revealed that only awareness significantly predicted CWB (5 =-.30, t = -4.17,
p <.001), whereas nonreactivity and nonjudging failed to do so.

Overall, the results indicated that awareness component of mindfulness had

significant effects on all dependent variables of the study (i.e., job satisfaction, task
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performance, OCB, and CWB). The nonreactivity component predicted two of the
work outcomes of interest (i.e., job satisfaction and task performance). The previously
confirmed mediations for trait mindfulness were replicated with both awareness and
nonreactivity components. However, nonjudging component of mindfulness failed to

predict any of the dependent variables.

3.5.2. Full model and alternative model testing

In order to test all hypotheses by one model and to assess the fit of this
proposed model to data, a path analysis was conducted using LISREL 8.8 (Joreskog &
Sorbom, 2006). A necessary condition to estimate a model is the model to be
identified. This means that there should be a unique numerical solution for each
parameter in the model (Tabachnick & Fidell, 2012). In other words, there should be
either more data points than parameters, which is the case in an overidentified model,
or there should be the same number of data points as parameters, which is the case in a
just identified model. The proposed model in this study involved 21 data points and 11
free parameters, making the model an overidentified one, which means that it met the
criteria to proceed with the analysis (See Figure 1). Another assumption of path
analysis is that exogenous variables-in this case; trait mindfulness-are measured
without their errors, meaning that they are assumed to be perfectly reliable. Thus,
reliability measure for these variables is important. With a considerably high
coefficient alpha of .83, the mindfulness measure used in this study met this
assumption as well.

To assess the fit of the model, chi-square significance, chi-square to degrees of
freedom (df) ratio, root mean square error of approximation (RMSEA), goodness of fit
index (GFI), adjusted goodness of fit index (AGFI), and comparative fit index (CFI)
were used as the criteria. For the model to be a good fit to a given data, chi-square
should not be significant, chi-square to df ratio should be smaller than 3, RMSEA
should be below .10, GFI should be above .90, CFI should be above .95, and AGFI
should be above .85 (Tabachnick & Fidell, 2012).

Examination of the path analysis results revealed that the model provided a
poor fit to data, x*(10, N = 213) = 130.98, p < .001, y*/df = 13.10, RMSEA = .24, GFI
= .83, AGFI = .64, CFI = .65. Taking into the results of the hypothesis testing into
consideration, the model was revised. Previous analyses had revealed that; 1) trait

mindfulness directly predicted job satisfaction, 2) self-regulation capacity fully
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mediated the relationship between trait mindfulness and task performance, 3) self-
regulation capacity fully mediated the relationship between trait mindfulness and
OCB, and 4) trait mindfulness directly predicted CWB and mediator role of self-
regulation capacity for this relationship was not confirmed. To re-test for these
findings with path analysis, direct paths from trait mindfulness to task performance,
OCB, and CWB were added and the model was tested again. Consistent with the
previous findings; 1) the direct path between mindfulness and job satisfaction
remained significant (# = .29, t = 4.39), 2) mindfulness significantly predicted self-
regulation (5 = .46, t = 7.52), and self-regulation in turn significantly predicted task
performance (5 = .38, t = 5.51), whereas the direct path between mindfulness and task
performance was not significant, confirming the full mediation, 3) mindfulness
significantly predicted self-regulation (8 = .46, t = 7.52), self-regulation in turn
significantly predicted OCB (f = .24, t = 3.34), whereas the direct path between
mindfulness and OCB was not significant, confirming the full mediation, and 4)
mindfulness significantly predicted self-regulation (# = .46, t = 7.52) and it directly
predicted CWB (5 = -.22, t = -2.93), however, the path between self-regulation and
CWB was not significant, again rejecting the mediation. Consistent with these
findings, the direct path between mindfulness and task performance, the direct path
between mindfulness and OCB, and the path between self-regulation and CWB were
trimmed to test for a revised model.

Although the revised model was still a poor fit to data, ¥*(10, N = 213) = 126.1,
p <.001, xz/de 12.61, RMSEA = .24, GFI = .83, AGFI = .65, CFI = .67, the fit
indices were relatively better compared to the initial model. The modification indices
suggested adding an error covariance between task performance and OCB, and
another one between OCB and CWB. This suggestion was highly relevant considering
the sizable correlations among those variables (r =.49, p<.0l1andr =-.33,p< .01
respectively). Thus, the error covariances were added and the model was tested again.
Although the fit indices were still beyond acceptable levels, ¥*(8, N = 213) = 58.9, p <
.001, x*/df = 7.36, RMSEA = .17, GFI = .92, AGFI = .78, CFI = .83, the differences in
the chi-squares of the two models revealed that the modified model had a significantly
better fit to the data, Ax*(2, N = 213) = 67.2, p < .001. The results are displayed in
Figure 9.

Overall, both the initial model and the revised versions of this model failed to

provide good fit to data. The modification indices suggested adding paths from job
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satisfaction to all three of the performance outcomes, making job satisfaction another
mediator. This suggestion was theoretically relevant since significant associations
between job satisfaction and task performance (Bagci, 2014; Edwards, Bell, Arthur Jr.,
& Decuir, 2008; Miao, 2011; Yvonne, Rahman, & Long, 2014), job satisfaction and
OCB (Bagci, 2014; Edwards et al., 2008; Miao, 2011; Swaminathan & Jawahar, 2013;
Yvonne et al., 2014), and job satisfaction and CWB (Lau, Au, & Ho, 2003; Mount et
al., 2006) were confirmed by many studies. Since these relationships were not
proposed, they were added to be tested in an alternative model.
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Examination of the path analysis results revealed that the model provided
excellent fit to the data, ¥*(5, N = 213) = 7.27, p > .05, y’/df = 1.45, RMSEA = .05,
GFI = .99, AGFI = .95, CFI = .99. Thus, it seems fair to conclude that there are two
mediating mechanisms (i.e., self-regulation and job satisfaction) in mindfulness-job
performance outcomes relationships. Standardized coefficients for the alternative

model are displayed in Figure 10.
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CHAPTER 4

DISCUSSION

4.1. Overview

Despite growing research interest especially in the clinical area, mindfulness is
still a considerably novel and fertile topic for 1/0 Psychology. The present study
aimed to contribute to this emerging literature by investigating whether trait
mindfulness is related to employee task performance, OCB, CWB, and job
satisfaction. Self-regulation was considered to be the mechanism through which
mindfulness would affect performance outcomes and analyses were conducted to test
this assumption. Exploratory analyses suggested that, in addition to self-regulation, job
satisfaction might be another mediating mechanism in the mindfulness-performance
relationships. Furthermore, in the present study, how different components of
mindfulness (i.e., awareness, nonreactivity, nonjudging) contribute to different work
outcomes was also investigated. The results of these investigations are expected to
have important theoretical and practical contributions and implications.

In this chapter, first a discussion of the major findings of the study along with
the relevant literature is presented. Second, practical implications of the findings are
discussed. Third, potential contributions/strengths and limitations of the study are

commented on. Finally, some suggestions for future research are made.

4.2. Understanding Major Findings of the Study

Findings of the present study indicated that dispositional mindfulness was
related to higher self-regulation capacity and job satisfaction of the employees, a
finding that is in line with previous research findings (e.g., Holzel et al., 20113,
Frank et al., 2015; Hiilsheger et al., 2013, Reb et al., 2013). Although no significant
relationships were found between trait mindfulness and performance measures (i.e.,
task performance, OCB, and CWB) when performance measures were collected

from supervisors, these relationships all achieved significance when self-report
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performance measures were used. The difference between these two parties’
evaluations might be explained by the lack of observation opportunity of the
supervisors for certain performance indicators. When especially more personal items
like “Approves, supports, and defends organizational goals” (see Appendix G) are
being evaluated, employees would be expected to provide more precise ratings
compared to their supervisors. Although not all the supervisors that participated in
the study evaluated more than one employee, most of them did so. Thus, another
explanation could be that these supervisors were not able to distinguish effectively
among different employees and provided lenient ratings. A different possibility is
that the supervisors could have suffered from halo effect and gave biased ratings on
all items of performance scales based on their overall impression of an employee.

Job performance being behavioral in nature, it apparently requires more than
an attentive and positive mindset that comes with mindfulness. Consistently in the
present study, self-regulation emerged as the control mechanism through which
mindfulness exerts its effects on this behavioral work outcome. To be more precise,
people with higher dispositional mindfulness seem to be better at regulating their
emotions and behaviors, which is a finding consistent with existing literature (e.g.,
Holzel et al., 2011a; Holzel et al., 2011b; Keng et al., 2011). This better capacity to
regulate one’s emotions and behaviors in turn seems to be related to higher task
performance and OCBs. These findings are in line with mindfulness and self-
regulation literature since increased attention and awareness to present moment,
which accompany mindfulness, help intentions (in this case, performance goals) to
effectively translate into actions (Chatzisarantis & Hagger, 2007) and they do so by
self-regulation, which works as a behavioral control mechanism in this process
(Gollwitzer & Oettingen, 2011).

Considering the non-adaptive nature of CWB and its potential relationship to
impulsivity, the negative relationship between trait mindfulness and CWB was
expected to be mediated by effective self-regulation. However, unlike mindfulness-
task performance and mindfulness-OCB relationships, which were mediated by self-
regulation, CWB was found to be only directly affected by trait mindfulness. This
direct association could be explained by the positive and less stressful mindset
accompanying mindfulness, which would eliminate the need to regulate one’s

behaviors since the person might not feel the urge to engage in any kind of deviant
62



behaviors at all. Existing literature supports this theory since mindfulness was
associated with higher ethical standards and engagement in less ethical violations
(Ruedy & Schweitzer, 2010).

As previously mentioned in the introduction section, there is a disagreement
on the definition of mindfulness. While Jon Kabat-Zinn (2003), includes a non-
judging component in his definition, Brown et al. (2009) and Langer and
Moldoveanu (2000) leave this component out in theirs. In this study, the broader
definition was adapted in order to see a more comprehensive picture and to further
investigate the differential effects of each component. Therefore, mindfulness was
considered to include non-judging of one’s experiences in its definition. Although a
two-factor structure was expected to emerge for the mindfulness scale, a three-factor
solution emerged, which still made sense conceptually. The distinguished factors
were named as awareness, nonreactivity, and nonjudging. The hypothesis testing
was repeated with these components separately in order to see their individual
effects on outcome variables of interest. Overall, the results indicated that awareness
component of mindfulness had significant effects on all dependent variables of the
study (i.e., job satisfaction, task performance, OCB, and CWB). This finding was no
surprise for job performance outcomes, since goal directed behaviors require
enhanced awareness and attention (Chatzisarantis & Hagger, 2007). However, its
link to job satisfaction was not expected since job satisfaction was expected to be
more likely to be related to attitudinal and emotional components like the other two
components of mindfulness (i.e., nonreactivity and nonjudging). As expected, the
nonreactivity component predicted job satisfaction. It was also found to be positively
related to task performance, which also made sense, since being nonreactive towards
one’s inner experiences helps a person not to get lost in thoughts or feelings and
thus, leaves more personal resources for effective performance. Full mediations were
observed for awareness-task performance, nonreactivity-task performance, and
awareness-OCB relationships, for all which self-regulation was the mediator (which
replicated the results of hypothesis testing). However, whether nonjudging
component should be included when defining mindfulness or not is still open to
discussion, the findings of the present study revealed that this component does not
seem to have an effect on job satisfaction, task performance, OCB, and CWB. Being

nonjudgmental towards one’s inner and outer experiences, in other words accepting
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one’s emotions, thoughts and other experiences as they are without criticizing them
can be assumed to be the softest component of mindfulness, which is most likely to
be related to overall positivity. That is why it is surprising that it did not show any
associations with an attitudinal outcome like job satisfaction, which is very much
likely to be affected by positive mood.

In additional analyses, all findings were incorporated for a full model testing
and findings revealed that job satisfaction emerged as the second mediating
mechanism in trait mindfulness-performance outcomes relationships. More
specifically, the model in which self-regulation was mediating the mindfulness-task
performance and mindfulness-OCB relationships, and job satisfaction was mediating
the relationship between mindfulness and all three performance outcomes (i.e., task
performance, OCB, CWB) provided excellent fit to the data. These findings are
critical in the sense that they provide an understanding of how and why mindfulness
affects employee performance in work settings.

Although it was not hypothesized, the emergence of job satisfaction as
another mediating mechanism between trait mindfulness and job performance was
no surprise. The dispositional side of job satisfaction was already reported (e.g.,
Bouchard Jr., 1992; Dormann & Zapf, 2001). In addition, considering the attitudinal
outcomes associated with being mindful such as higher general self-efficacy (St.
Charles, 2010), decreased emotional exhaustion (Hiilsheger et al., 2013), or
engagement in more benign stress appraisals (Weinstein et al., 2009), it was not
surprising that mindfulness predicted job satisfaction. Higher job satisfaction, in turn
predicted better employee performance in all dimensions (i.e., task performance,
OCB, CWB). This finding theoretically makes sense since job satisfaction and job
performance relationship has been well established by previous research (e.qg.,
Gunavathy & Ayswarya, 2011; Judge et al., 2001; Olusola, 2011).

Why these findings are important and how they contribute to literature are

further discussed in the following sections.

4.3. Practical Implications

Organizations need high performers in order to succeed in the competitive

work environment, making the job performance one of the most critical work
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outcomes. Employees being their most valuable resource for success, obviously
another important consideration of the organizations is employees’ job satisfaction.
Given the established relationships between these two work outcomes and
mindfulness, perhaps it is time that employers pay even more attention to this
concept. Although the variable that predicted job performance and job satisfaction in
this study was mindfulness as a personality trait, research indicates that enhancing
state mindfulness by repeated practice contributes to trait mindfulness such that
people who practice are inclined to become more dispositionally mindful (Kiken et
al., 2015). This means that mindfulness interventions are not just likely to enhance
employees’ state mindfulness, but also to enhance their dispositional mindfulness.
An example to such interventions is Jon Kabat-Zinn’s Mindfulness-Based Stress
Reduction (MBSR) program, which has already been proved to reduce stress
symptoms, increase focus on everyday activities (Hommes et al., 2013), improve
self-regulation, self-compassion, and sleep quality (Frank et al., 2015). Even a brief
10-day self-guided mindfulness intervention was found to enhance daily mindfulness
levels of the employees in addition to their sleep quality and sleep duration
(Hiilsheger et al., 2015), which could encourage the organizations to use mindfulness
interventions at least as supplements to health promotion activities at work.

Given the dispositional nature of the construct, mindfulness may also be
worth considering in personnel selection decisions as long as its predictive validity is
well-established by further research. Apparently, trait mindfulness is associated with
important work outcomes including task performance, OCB, CWB, and job
satisfaction. Considering the attentiveness and awareness that comes with
mindfulness and consequentially enhanced self-regulation capacity, one might
suggest that mindfulness could be especially worth assessing in selection processes

of the jobs that require advanced self-regulation skills and focused attention.

4.4. Potential Contributions and Limitations of the Study

An important strength of the present study was that a comprehensive definition
for mindfulness was used in order to see different components’ effects on work
outcomes of interest (i.e., job satisfaction, task performance, OCB, CWB). In order to

include different components of mindfulness in the study, two measures of
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mindfulness (i.e., MAAS and FFMQ) were combined. An alpha coefficient of .83 was
reported for the translated scale. Increasing the confidence in the mindfulness ratings,
all items loaded onto their own factors (i.e., awareness, nonreactivity, nonjudging)
exactly as in their original scales. This means that the mindfulness measure was a solid
one, which is a potential contribution of this study to Turkish literature since it paves
the way to future studies that may adapt this scale to Turkish culture. In addition,
multidimensional approach to this mindfulness scale helped seeing the differential
contributions of awareness, nonreactivity, and nonjudging components to job
performance and job satisfaction.

The sample was another strength of the current study. Enhancing the
generalizability of the findings, the sample constituted of real life employees and was
not limited to a certain sector but rather consisted of employees holding a broad range
of jobs from different organizations and sectors. Moreover, gender was quiet balanced
with a women ratio of 49.8% for the employees and 55.6% for the supervisors.

Although the positive association of mindfulness with job satisfaction, task
performance, and OCB, and its negative association with employee deviance were
already established (Reb et al., 2013), mechanisms explaining how mindfulness is
related to those outcomes were missing in the existing literature. In the present study,
the role of self-regulation as a mediating mechanism between mindfulness and
performance outcomes was investigated and confirmed for two of those outcomes
(i.e., task performance and OCB). Moreover, job satisfaction emerged as another
mediating mechanism in mindfulness and performance outcomes relationships.
Considering the scarce literature on mindfulness and related work outcomes, these
findings are substantial for the development of a theoretical framework, which might
tell how and why mindfulness impacts critical work outcomes such as job
performance. Overall, findings of this study would contribute to both the local
literature since mindfulness has not been studied much in Turkey and to the worldwide
emerging mindfulness literature in the field of I-O Psychology.

Despite the mentioned strengths and potential contributions, limitations of the
present study need to be acknowledged. Common method bias is a potential limitation
of this study. Although performance measures were gathered from both the employees
themselves and their immediate supervisors, only self-report measures of performance

yielded support for the hypothesis of the study. That is, significant relationships were
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found between trait mindfulness and performance measures (i.e., task performance,
OCB, and CWB) only when employees evaluated their own performance. Hence,
because of the use of self-report measures in both collecting predictor and criterion
data, common method bias poses a threat to the validity of the reported findings.
However, there seems to be evidence suggesting that common method bias may not be
a threat in the present findings. First, it is important to note that supervisory ratings
and corresponding self-ratings of all three measures of performance correlated
positively (see Table 2) although only for CWB ratings the observed correlation
reached significance (r = .33, p <.01). Second, results of a confirmatory factor

analysis further extenuated the concerns related to common method bias problem.

4.5. Directions for Future Research

Although mindfulness training programs have been consistently proved to
induce positive outcomes (e.g., Hiilsheger et al., 2013; Gregoire & Lachance, 2015),
the efficacy of these programs for organizations in terms of time and money spent
might be questioned. That is why in future studies, optimal designs and time frames
for such programs could be investigated. Perhaps, mindfulness programs could be
adapted to different jobs or sectors as Frank et al. (2015) did for educators in their
study. In addition, sustainability of the training results should be investigated in order
to be able to make a statement about the true worth of the mindfulness training
programs.

In the present study, three components of mindfulness (i.e., awareness,
nonreactivity, nonjudging) emerged and were examined in terms of their differential
effects on self-regulation, task performance, OCB, CWB, and job satisfaction. An area
for future studies could be the improvement of this mindfulness scale considering the
relatively low level of variance (39.79%) explained by these three components.
Moreover, further research could be conducted to examine emerging mindfulness
components’ effects on different critical work outcomes like organizational
commitment or work engagement. Depending on the established relationships between
different components and work outcomes, training programs could be tailored, by
focusing specifically on some components or leaving some out, in order to achieve

specific goals or outcomes. For instance, considering that nonjudging component of
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mindfulness failed to predict task performance in this study unlike awareness
component, when the aim is to enhance task performance, the mindfulness training
could be tailored to focus on enhancing participants’ awareness levels rather than
trying to teach them not to judge their inner experiences.

The current study revealed self-regulation and job satisfaction as two different
mechanisms through which mindfulness affects performance outcomes. Although
these findings are critical, future research should both attempt to replicate the present
findings and investigate other mechanisms that might underlie the mindfulness-

outcome relationships.
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Appendix A: Pilot Study - Questionnaire Package

BOLUM 1 - GONULLU KATILIM FORMU

Bu calisma, ODTU Endiistri Orgiit Psikolojisi yiiksek lisans dgrencisi Sila
Catalsakal tarafindan, Prof. Dr. H. Canan Stimer danismanliginda yiiriitiilmektedir.
Yiiksek lisans tezi icin yiirtitiilecek olan bir arastirmanin 6n agsamasi olan bu
caligmada, arastirmada kullanilmak iizere Tiirk¢e’ye adapte edilen 6lgeklerin
gecerlik ve giivenilirlik analizlerinin yapilmasi hedeflenmektedir.

Calisma dahilinde sizden herhangi bir kimlik bilgisi istenmemektedir.
Cevaplariniz tamamen gizli tutulacak, sadece arastirmacilar tarafindan
degerlendirilecektir; elde edilecek bilgiler anonim olarak bilimsel yayimlarda
kullanilacaktir.

Anket genel olarak giinliik hayatinizdaki ve is hayatinizdaki tutum ve
davranislarinizi aragtiran maddeleri icermektedir. Anket sorulart arasinda kisisel
rahatsizlik verecek bilgiler istenmemektedir. Ancak, katilim sirasinda sorulardan ya
da herhangi bagka bir nedenden 6tiirii kendinizi rahatsiz hissederseniz cevaplama
isini yarida birakip, ¢aligmaya katilmamakta serbestsiniz.

Bu calismaya katildiginiz i¢in simdiden tesekkiir ederiz. Calisma hakkinda

daha fazla bilgi almak i¢in asagidaki isimlere danigabilirsiniz.

Arastirmaci: Sila Catalsakal (Tel: 0 536 390 38 23, E-posta:
silacatalsakal@hotmail.com)

Tez Damismani: Prof. Dr. H. Canan Siimer (Tel: 0 312 210 31 32, E-posta:
hcanan@metu.edu.tr)

Asagidaki ""Kabul ediyorum' butonuna basarak 18 yasindan biiyiik
oldugunuzu, bu calismaya goniillii olarak katildiginmizi, istediginiz zaman yarida
kesip cikabileceginizi bildiginizi ve verdiginiz bilgilerin bilimsel amach
yayimlarda kullanilabilecegini onayhyorsunuz. Once "Kabul ediyorum"
butonuna sonra da diger sayfaya gecis butonuna basarak ankete

baslayabilirsiniz.
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QO Kabul ediyorum

BOLUM 2 - DEMOGRAFIK BiLGI
Cinsiyetiniz
Q Kadin
Q Erkek
QO Diger (Liitfen belirtiniz)

Yasiniz

Egitim durumunuz
[Ikdgretim mezunu
Lise mezunu
Universite dgrencisi
Universite mezunu
Lisansiistii 6grencisi

Lisansiisti mezunu

©C 0000 0O

Diger (Liitfen belirtiniz)

Gelir elde ettiginiz herhangi bir iste ¢alistyor musunuz?
O Evet
QO Hayir

BOLUM 3 - MAAS & FFMQ
Asagidaki sorularin dogru ya da yanlis cevaplar1 yoktur. Liitfen sorulari
dikkatlice okuyup size en uygun oldugunu diisiindiigiiniiz cevabi veriniz.
Liitfen siralanan her bir maddenin mevcut isiniz i¢in gegerliligini
degerlendiriniz ve bu degerlendirmeyi agagida sunulan 5 basamakli 6l¢ek tizerinde

en uygun gordiigliniiz say1y1 isaretleyerek belirtiniz.
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Neredeyse

1=

her zaman

Cok siklikla

2=

Bazen

3=

Nadiren

4=

Neredeyse

5=

hicbir zaman

1. Bir duyguyu yasadigim ancak belli bir siire
gegene kadar bu duyguyu yasadigimin farkina
varmadigim olur.

2. Ozensizlikten, dikkatsizlikten veya baska bir
sey diistinmekten bir seyler kirip dokerim.

3. Su anda yasananlara odaklanmakta giiglitk
cekerim.

4. Gidecegim yere varmak i¢in, yol boyunca neler
tecriibe ettigime dikkat etmeden hizlica yiiriiriim.

5. Gergekten dikkatimi ¢ekene kadar fiziksel
gerginligimin ya da rahatsizligimin farkina
varmam.

6. Bir insanin ismini neredeyse bana ilk
soylendigi anda unuturum.

7. Ne yaptigimin ¢ok fazla farkinda olmadan,
‘otomatikte calistyormus’ gibiyim.

8. Cok fazla dikkatimi vermeden bir aktiviteden
oObiirtine hizla gegerim.

9. Ulagmaya c¢alistigim hedefe dylesine
odaklanirim ki, o hedefe ulagmak i¢in su an
yapmakta oldugum seylerle baglantim kopar.

10. Is veya gorevleri ne yaptigimin farkinda
olmadan otomatik olarak yaparim.

11. Kendimi, bir kisiyi yarim kulakla dinlerken
ayn1 zamanda bagka seyler yaparken bulurum.

12. ‘Otomatik pilotta’ bir yerlere gider, sonra
oraya neden gittigimi merak ederim.

13. Kendimi ge¢gmise veya gelecege takilmis
halde buldugum olur.

14. Kendimi, dikkatimi vermeden bir seyler
yaparken bulurum.

15. Herhangi bir sey yedigimin farkinda olmadan
atistiririm.

16. Kendimi mantiga aykir1 veya uygunsuz
duygular yasadigim i¢in elestiririm.

86



17. Hislerimi ve duygularimi, onlara tepki vermek
zorunda kalmadan algilarim.

18. Hislerimi, i¢lerinde kaybolmadan izlerim.

19. Kendime, hissettigim sekilde hissetmemem
gerektigini soylerim.

20. Bazi1 diisiincelerimin anormal ya da kotii
olduguna ve bu sekilde diistinmemem gerektigine
inanirim.

21. Diisiincelerimin iyi veya kotii olduguna dair
yargilara varirim.

22. Sikint1 veren diisiincelere veya imgelere sahip
oldugumda, “bir adim geri ¢ekilir” ve o diisiince
veya imgelerin esiri olmadan, onlarin farkina
varirim.

23. Zor durumlarda, aninda tepki vermeden 6nce
duraksayabilirim.

24. Sikint1 veren diisiincelere veya imgelere sahip
oldugumda, ¢ok gecmeden kendimi sakin
hissederim.

25. Kendime, diislindiigiim sekilde diisiinmemem
gerektigini sdylerim.

26. Sikint1 veren diisiincelere veya imgelere sahip
oldugumda, bunlara tepki gostermeksizin yalnizca
farkindalik yasayabilirim.

27. Baz1 duygularimin koétii veya uygunsuz
oldugunu ve bunlar1 hissetmemem gerektigini
diisiintirtim.

28. Sikint1 veren diisiincelere veya imgelere sahip
oldugumda, onlarin yalnizca farkina varirim ve
kafama takmam.

29. Sikint1 veren diislincelere veya imgelere sahip
oldugumda, diisiincenin/imgenin ne olduguna
bagli olarak kendimi 1yi ya da kétii olarak
degerlendiririm.

30. Mantiga aykir fikirlerim oldugunda kendimi
onaylamam.
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BOLUM 4 - SSRQ
Asagidaki sorularin dogru ya da yanlis cevaplar1 yoktur. Liitfen sorulari
dikkatlice okuyup size en uygun oldugunu diisiindiigiiniiz cevabi veriniz.
Liitfen siralanan her bir maddenin sizin i¢in gegerliligini degerlendiriniz ve
bu degerlendirmeyi asagida sunulan 5 basamakli 6lgek tizerinde en uygun

gordiigliniiz say1yi isaretleyerek belirtiniz.
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katiliyorum

1. Genellikle, hedeflerime yonelik gelisimimi takip
ederim.

2. Bazi seyler ile ilgili karar vermekte zorlanirim.

3. Dikkatim planladiklarimdan kolayca uzaklasir.

4. Davraniglarimin etkilerini ¢ok geg¢ olana kadar
fark etmem.

5. Kendim i¢in belirledigim hedeflere ulasabilirim.

6. Karar vermeyi ertelerim.

7. Bir seyden (6rn. alkol, yemek, tatl) yeterli
miktarda tiikkettigimi fark etmek benim i¢in zordur.

8. Eger degismek istersem, bunu yapabilecegim
konusunda kendime giiveniyorum.

9. Konu degisim hakkinda karar vermeye gelince,
secenekler karsisinda bunalmis hissederim.

10. Bir sey yapmaya karar verdikten sonra isi takip
edip tamamlamak konusunda sikint1 yasarim.

11. Hatalarimdan ders almiyor gibiyim.

12. lyi isleyen bir plana sadik kalabilirim.

13. Genelde ders ¢ikarmam i¢in bir hatay1 bir kez
yapmam yeterlidir.

14. Gergeklestirmeye calistigim kisisel
standartlarim vardir.

15. Bir durum veya zorlu bir durumla karsilastigim
anda, olasi ¢oziimler aramaya baglarim.
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16. Kendime hedefler koymakta ¢ok zorlanirim.

17. iradem oldukga yiiksektir.

18. Bir seyi degistirmeye calisirken nasil
ilerledigime ¢ok dikkat ederim.

19. Hedeflerime ulasmama yardimei1 olacak planlar
yapmakta giicliik ¢cekerim.

20. Ayartilmaya/bastan ¢ikartilmaya kars1
koyabilirim.

21. Kendim i¢in hedefler belirler ve gelisimimi
takip ederim.

22. Cogu zaman yaptigim ige dikkatimi vermem.

23. Ise yaramasa da ayn1 seyi yapmaya devam etme
egilimindeyimdir.

24. Bir seyi degistirmek istedigimde, genelde farkl
segenekler diistinebilirim.

25. Bir hedefim oldugunda, genellikle ona nasil
ulasacagimi planlayabilirim.

26. Bir seyi degistirmek i¢in karar verdigimde,
nasil ilerledigime ¢ok dikkat ederim.

27. Biri dikkatimi ¢ekene kadar ne yaptigimin
cogunlukla farkinda olmam.

28. Genellikle harekete gegcmeden 6nce diigiiniirim.

29. Hatalarimdan ders alirim.

30. Nasil olmak istedigimi bilirim.

31. Cabuk pes ederim.
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BOLUM 5 - CWB-C
Asagidaki sorularin dogru ya da yanlis cevaplar1 yoktur. Liitfen sorulari
dikkatlice okuyup size en uygun oldugunu diisiindiigiiniiz cevabi veriniz.

Mevcut isinizde asagidakilerden her birini ne siklikta ger¢eklestirdiniz?
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1. Kasitl olarak isvereninizin

malzemelerini/gereclerini bosa harcamak

2. Is yerinizdeki 6nemsiz seyler hakkinda

sikayet etmek

3. Is yeriniz disindaki insanlara calistiginiz

yerin ¢ok kotii bir yer oldugunu sdylemek

4. Izin almadan ise ge¢ gelmek

5. Hasta olmadiginiz halde dyle oldugunuzu

sOylemek ve ise gitmeyip evde kalmak

6. Is yerinizden birini is performansi

hakkinda asagilamak

7. Is yerinizden birinin 6zel hayatiyla ilgili

dalga gegcmek

8. Is yerinizden birinin varligin1 gérmezden

gelmek

9. Is yerinizden biriyle miinakasa baslatmak

10. Is yerinizden birini asagilamak ve

onunla dalga gegmek
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BOLUM 6 - JS

Asagidaki sorularin dogru ya da yanlis cevaplar1 yoktur. Liitfen sorulari
dikkatlice okuyup size en uygun oldugunu diisiindiigiiniiz cevabi veriniz.

Liitfen siralanan her bir maddenin mevcut iginiz i¢in gegerliligini
degerlendiriniz ve bu degerlendirmeyi asagida sunulan 5 basamakli 6l¢ek lizerinde

en uygun gordiigiiniliz say1y1 isaretleyerek belirtiniz.
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katiliyorum

1. Isim beni tatmin ediyor.

2. Isimde yaptigim calismalar beni

tatmin ediyor.

3. Isimi seviyorum.

CALISMAYA KATILDIGINIZ iCiN TESEKKUR EDERIZ!
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Appendix B: Combined Trait Mindfulness Scale (MAAS & FFMQ)

Asagidaki sorularin dogru ya da yanlis cevaplari yoktur. Liitfen sorulari

dikkatlice okuyup size en uygun oldugunu diisiindiigiiniiz cevabi veriniz.

Liitfen siralanan her bir maddenin mevcut isiniz i¢in gegerliligini

degerlendiriniz ve bu degerlendirmeyi asagida sunulan 5 basamakl 6l¢ek lizerinde

en uygun gordiigliniiz say1y1 isaretleyerek belirtiniz.
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1. Bir duyguyu yasadigim ancak belli bir siire
gegene kadar bu duyguyu yasadigimin farkina
varmadigim olur.

2. Ozensizlikten, dikkatsizlikten veya baska bir
sey diisiinmekten bir seyler kirip dokerim.

3. Su anda yasananlara odaklanmakta giiglitk
cekerim.

4. Gidecegim yere varmak icin, yol boyunca
neler tecriibe ettigime dikkat etmeden hizlica

5. Gergekten dikkatimi ¢cekene kadar fiziksel
gerginligimin ya da rahatsizligimin farkina
varmam.

6. Bir insanin ismini neredeyse bana ilk
soylendigi anda unuturum.

7. Ne yaptigimin ¢ok fazla farkinda olmadan,
‘otomatikte ¢alistyormus’ gibiyim.

8. Cok fazla dikkatimi vermeden bir
aktiviteden Obiiriine hizla gecerim.

9. Ulagmaya calistigim hedefe dylesine
odaklanirim ki, o hedefe ulagmak i¢in su an
yapmakta oldugum seylerle baglantim kopar.

10. Is veya gérevleri ne yaptigimin farkinda
olmadan otomatik olarak yaparim.

11. Kendimi, bir kisiyi yarim kulakla dinlerken
ayni zamanda bagka seyler yaparken bulurum.
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12. ‘Otomatik pilotta’ bir yerlere gider, sonra
oraya neden gittigimi merak ederim.

13. Kendimi ge¢mise veya gelecege takilmis
halde buldugum olur.

14. Kendimi, dikkatimi vermeden bir seyler
yaparken bulurum.

15. Herhangi bir sey yedigimin farkinda
olmadan atigtiririm.

16. Kendimi mantiga aykir1 veya uygunsuz
duygular yasadigim i¢in elestiririm.

17. Hislerimi ve duygularimi, onlara tepki
vermek zorunda kalmadan algilarim.

18. Hislerimi, i¢lerinde kaybolmadan izlerim.

19. Kendime, hissettigim sekilde hissetmemem
gerektigini sOylerim.

20. Bazi1 diisiincelerimin anormal ya da koti
olduguna ve bu sekilde diisiinmemem
gerektigine inanirim.

21. Diislincelerimin iyi veya kotii olduguna
dair yargilara varirim.

22. Sikint1 veren diisiincelere veya imgelere
sahip oldugumda, “bir adim geri ¢ekilir” ve o
diisiince veya imgelerin esiri olmadan, onlarin
farkina varirim.

23. Zor durumlarda, aninda tepki vermeden
once duraksayabilirim.

24. Sikint1 veren diisiincelere veya imgelere
sahip oldugumda, ¢ok gegmeden kendimi sakin
hissederim.

25. Kendime, diislindiigiim sekilde
diistinmemem gerektigini soylerim.

26. Sikint1 veren diisiincelere veya imgelere
sahip oldugumda, bunlara tepki gostermeksizin
yalnizca farkindalik yasayabilirim.
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27. Bazi1 duygularimin kotli veya uygunsuz
oldugunu ve bunlar1 hissetmemem gerektigini
diistiniirtim.

28. Sikint1 veren diisiincelere veya imgelere
sahip oldugumda, onlarin yalnizca farkina
varirim ve kafama takmam.

29. Sikint1 veren diisiincelere veya imgelere
sahip oldugumda, diisiincenin/imgenin ne
olduguna bagli olarak kendimi iyi ya da kotii
olarak degerlendiririm.

30. Mantiga aykart fikirlerim oldugunda
kendimi onaylamam.
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Appendix C: SSRQ

Asagidaki sorularin dogru ya da yanlis cevaplar1 yoktur. Liitfen sorulari
dikkatlice okuyup size en uygun oldugunu diisiindiigiiniiz cevabi veriniz.

Liitfen siralanan her bir maddenin sizin i¢in gegerliligini degerlendiriniz ve
bu degerlendirmeyi asagida sunulan 5 basamakli 6l¢ek lizerinde en uygun

gordiigliniiz say1y1 isaretleyerek belirtiniz.
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katiliyorum

1. Genellikle, hedeflerime yonelik gelisimimi takip
ederim.

2. Bazi seyler ile ilgili karar vermekte zorlanirim.

3. Dikkatim planladiklarimdan kolayca uzaklasir.

4. Davranislarimin etkilerini ¢ok ge¢ olana kadar
fark etmem.

5. Kendim i¢in belirledigim hedeflere ulasabilirim.

6. Karar vermeyi ertelerim.

7. Bir seyden (6rn. alkol, yemek, tatl) yeterli
miktarda tiikettigimi fark etmek benim i¢in zordur.

8. Eger degismek istersem, bunu yapabilecegim
konusunda kendime giiveniyorum.

9. Konu degisim hakkinda karar vermeye gelince,
secenekler karsisinda bunalmis hissederim.

10. Bir sey yapmaya karar verdikten sonra isi takip
edip tamamlamak konusunda sikint1 yagarim.

11. Hatalarimdan ders almiyor gibiyim.

12. lyi isleyen bir plana sadik kalabilirim.

13. Genelde ders ¢ikarmam i¢in bir hatay1 bir kez
yapmam yeterlidir.

14. Gergeklestirmeye ¢alistigim kisisel
standartlarim vardir.

15. Bir durum veya zorlu bir durumla karsilastigim
anda, olas1 ¢oziimler aramaya baglarim.
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16. Kendime hedefler koymakta ¢ok zorlanirim.

17. Iradem oldukga yiiksektir.

18. Bir seyi degistirmeye calisirken nasil
ilerledigime ¢ok dikkat ederim.

19. Hedeflerime ulasmama yardimeci olacak planlar
yapmakta giicliik ¢ekerim.

20. Ayartilmaya/bastan ¢ikartilmaya kars1
koyabilirim.

21. Kendim i¢in hedefler belirler ve gelisimimi
takip ederim.

22. Cogu zaman yaptigim ige dikkatimi vermem.

23. Ise yaramasa da ayn1 seyi yapmaya devam etme
egilimindeyimdir.

24. Bir seyi degistirmek istedigimde, genelde farkli
secenekler diistinebilirim.

25. Bir hedefim oldugunda, genellikle ona nasil
ulagacagimi planlayabilirim.

26. Bir seyi degistirmek i¢in karar verdigimde,
nasil ilerledigime ¢ok dikkat ederim.

27. Biri dikkatimi ¢ekene kadar ne yaptigimin
cogunlukla farkinda olmam.

28. Genellikle harekete gegmeden Once diistiniirim.

29. Hatalarimdan ders alirim.

30. Nasil olmak istedigimi bilirim.

31. Cabuk pes ederim.
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Appendix D: Self-Report CWB-C

Asagidaki sorularin dogru ya da yanlis cevaplari yoktur. Liitfen sorulari
dikkatlice okuyup size en uygun oldugunu diisiindiigiiniiz cevabi veriniz.

Mevcut isinizde asagidakilerden her birini ne siklikta gergeklestirdiniz?
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1. Kasith olarak isvereninizin

malzemelerini/gereglerini bosa harcamak

2. Is yerinizdeki 6nemsiz seyler hakkinda

sikayet etmek

3. Is yeriniz disindaki insanlara galistiginiz

yerin ¢ok kotii bir yer oldugunu sdylemek

4. Izin almadan ise ge¢ gelmek

5. Hasta olmadiginiz halde 6yle oldugunuzu

sOylemek ve ige gitmeyip evde kalmak

6. Is yerinizden birini is performansi

hakkinda asagilamak

7. Is yerinizden birinin 6zel hayatiyla ilgili

dalga ge¢gmek

8. Is yerinizden birinin varligin1 gérmezden

gelmek

9. Is yerinizden biriyle miinakasa baslatmak

10. Is yerinizden birini asagilamak ve

onunla dalga gegcmek
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Appendix E: JDS — Global Job Satisfaction Subscale

Asagidaki sorularin dogru ya da yanlis cevaplari yoktur. Liitfen sorulari
dikkatlice okuyup size en uygun oldugunu diisiindiigiiniiz cevabi veriniz.
Liitfen siralanan her bir maddenin mevcut isiniz i¢in gegerliligini

degerlendiriniz ve bu degerlendirmeyi asagida sunulan 5 basamakl 6l¢ek lizerinde

en uygun gordiigliniiz say1y1 isaretleyerek belirtiniz.
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1. Isim beni tatmin ediyor.

2. Isimde yaptigim ¢alismalar beni
tatmin ediyor.

3. Isimi seviyorum.
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Appendix F: Self-Report Task Performance & OCB Scale

Asagidaki climleler calistiginiz kurumda sergilediginiz
performans hakkindaki goriislerinizi yansitmaktadir. Asagida sunulan her bir

ifadenin sizin performansinizi ne derece yansittigini verilen 6lgek {izerinde

isaretleyiniz.
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1. Yiiksek kalitede is ortaya koymaktayim.

2. Isimin esasin1 olusturan ana gérevlerimi
basariyla yerine getirmekteyim.

3. Isimi yaparken zamani verimli bir sekilde
kullanabilmekte ve is planlarina bagl
kalmaktayim.

4. Isi basaril1 bir sekilde yapabilmek icin
gerekli teknik bilgiyi, gérevlerimi yerine
getirirken etkili bir sekilde
kullanabilmekteyim.

5. Gorevlerimi yerine getirirken sozlIi iletisim
becerisini etkili bir sekilde
kullanabilmekteyim.

6. Gorevlerimi yerine getirirken yazili iletisim
becerisini etkili bir sekilde
kullanabilmekteyim.

7. Kendi isimin bir parcast olmayan isleri de
yapmak i¢in goniillii olmaktayim.

8. Kendi islerimi yaparken biiyiik bir heves ve
gayret icerisindeyim.

9. Gerektiginde ¢alisma arkadaglarima yardim
etmekte ve onlarla isbirligi icerisinde
calismaktayim.

10. Kurum kurallarini ve prosediirlerini
onaylamakta ve bunlara uyum gostermekteyim.

11. Kurum hedeflerini onaylamakta,
desteklemekte ve savunmaktayim.
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Appendix G: Task Performance & OCB Scale (Supervisory Form)

Asagidaki climleler astinizin kurumunuzda sergiledigi performans
hakkindaki goriislerinizi yansitmaktadir. Asagida sunulan her bir ifadenin astinizin

performansini ne derece yansittigini verilen 6lgek {izerinde isaretleyiniz.
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1. Yiiksek kalitede is ortaya koymaktadir.

2. Isinin esasin1 olusturan ana gorevlerini
basariyla yerine getirmektedir.

3. Isini yaparken zamani verimli bir sekilde
kullanabilmekte ve is planlarina bagl
kalmaktadir.

4. Isi basaril1 bir sekilde yapabilmek icin
gerekli teknik bilgiyi gorevlerini yerine
getirirken etkili bir sekilde kullanabilmektedir.

5. Gorevlerini yerine getirirken sozlIi iletisim
becerisini etkili bir sekilde kullanabilmektedir.

6. Gorevlerini yerine getirirken yazili iletisim
becerisini etkili bir sekilde kullanabilmektedir.

7. Kendi isinin bir parcasi olmayan isleri de
yapmak i¢in goniillii olmaktadir.

8. Kendi islerini yaparken biiyiik bir heves ve
gayret icerisindedir.

9. Gerektiginde ¢alisma arkadaslarina yardim
etmekte ve onlarla isbirligi icerisinde
caligmaktadir.

10. Kurum kurallarini ve prosediirlerini
onaylamakta ve bunlara uyum gostermektedir.

11. Kurum hedeflerini onaylamakta,
desteklemekte ve savunmaktadir.
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Appendix H: CWB-C (Supervisory Form)

Asagidaki sorularin dogru ya da yanlis cevaplari yoktur. Liitfen maddeleri
dikkatlice okuyunuz ve astinizdan bekleyeceginiz davranis bi¢imini diisiinerek en

uygun cevabi veriniz.
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1. Kasithi olarak isvereninin
malzemelerini/gereglerini bosa harcamasi

2. Isyerindeki énemsiz seyler hakkinda sikayet
etmesi

3. Isyeri disindaki insanlara ¢alistig1 yerin ¢ok
kotii bir yer oldugunu sdylemesi

4. izin almadan ise gec gelmesi

5. Hasta olmadig1 halde 6yle oldugunu
sOylemesi ve ise gitmeyip evde kalmasi

6. Is yerinden birini is performans: hakkinda
asagilamasi

7. Is yerinden birinin 6zel hayatiyla ilgili dalga
gecmesi

8. Is yerinden birinin varligini1 gdrmezden
gelmesi

9. Is yerinden biriyle miinakasa baslatmasi

10. Is yerinden birini asagilamasini ve onunla
dalga gecmesi
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Appendix I: Kunin’s Faces Scale of Job Satisfaction

Liitfen asagidaki ifadelerden genel olarak isinizden ne derece memnun

oldugunuzu en iyi temsil eden yliz ifadesini belirleyerek altinda yazan rakami

isaretleyiniz.
LOLOOOOX
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Appendix J: Main Study- Questionnaire Package For The Employees

BOLUM 1 - GONULLU KATILIM FORMU

Bu calisma, ODTU Endiistri Orgiit Psikolojisi yiiksek lisans dgrencisi Sila
Catalsakal tarafindan, Prof. Dr. H. Canan Siimer danigsmanliginda
yiritilmektedir. Yiksek lisans tezi olarak yiiriitiilen bu ¢alisma, ¢alisan yetiskinlerin
bilingli farkindaliklarinin is performans ve is tatminleri iizerine etkisini
arastirmaktadir.

izleyen béliimlerde onay verdiginiz takdirde amirinizden is performansiniz
hakkinda bir degerlendirmeniz alinacak ve bu degerlendirme siz de dahil olmak
izere kimseyle paylasilmayacaktir. Amirinizden sizinle ilgili bilgi alinmas1 i¢in onay
verirseniz kimlik bilgileriniz ve amirinizin kimlik bilgileri istenecektir. Bu kimlik
bilgisi, yalnizca amirinizden alinacak olan performans verilerinizi cevaplarinizla
eslestirmek amaciyla kullanilacaktir. Eslestirme islemi tamamlandiktan sonra kimlik
bilgileriniz silinecektir. Cevaplariniz tamamen gizli tutulacak, ne amirinizle ne de bir
baska katilimciyla kesinlikle paylasilmayacak ve sadece arastirmacilar tarafindan
degerlendirilecektir; elde edilecek bilgiler anonim olarak bilimsel yayimlarda
kullanilacaktir.

Anket genel olarak giinliik hayatinizdaki ve is hayatinizdaki tutum ve
davranislarinizi arastiran maddeleri igermektedir. Anket sorular1 arasinda kisisel
rahatsizlik verecek bilgiler istenmemektedir. Ancak, katilim sirasinda sorulardan ya
da herhangi bagka bir nedenden &tiirii kendinizi rahatsiz hissederseniz cevaplama
isini yarida birakip, caligmaya katilmamakta serbestsiniz.

Bu ¢alismaya katildiginiz i¢in simdiden tesekkiir ederiz. Calisma hakkinda

daha fazla bilgi almak i¢in asagidaki isimlere danisabilirsiniz.

Arastirmaci: Sila Catalsakal (Tel: 0 536 390 38 23, E-posta:
silacatalsakal@hotmail.com)
Tez Damismani: Prof. Dr. H. Canan Stimer (Tel: 0 312 210 31 32, E-posta:

hcanan@metu.edu.tr)
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Asagidaki ""Kabul ediyorum'" butonuna basarak 18 yasindan biiyiik
oldugunuzu, bu calismaya goniillii olarak katildigimiz, istediginiz zaman yarida
kesip cikabileceginizi bildiginizi ve verdiginiz bilgilerin bilimsel amach
yayimlarda kullanilabilecegini onayhyorsunuz. Once "Kabul ediyorum"
butonuna sonra da diger sayfaya gecis butonuna basarak ankete
baslayabilirsiniz.

Q Kabul ediyorum

BOLUM 2 - DEMOGRAFIK BiLGi

Cinsiyetiniz

O Kadin

QO Erkek

QO Diger (Liitfen belirtiniz)

Yasiniz

Egitim durumunuz
[kdgretim mezunu

Lise mezunu

Universite dgrencisi
Universite mezunu
Lisansiistii 6grencisi
Lisansiistii mezunu
Diger (Liitfen belirtiniz)

CO0000O0

Mesleginiz

Unvamnlz

Calistiginiz sektor

Calistiginiz kurumun adi

Calistiginiz pozisyondaki tecriibeniz (Ay veya yil cinsinden belirtebilirsiniz)

Calistiginiz kurumdaki tecriibeniz (Ay veya yil cinsinden belirtebilirsiniz)
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Toplam tecriibeniz (Ay veya yil cinsinden belirtebilirsiniz)

Amirinizden sizinle ilgili bilgi alinmasin1 onayliyor musunuz?
QO Evet
QO Hayir

Evet ise;
Admiz ve soyadiniz

Amirinizin ad1 ve soyadi

BOLUM 3 - MAAS & FFMQ
Asagidaki sorularin dogru ya da yanlis cevaplari yoktur. Liitfen sorulari
dikkatlice okuyup size en uygun oldugunu diisiindiigiiniiz cevabi veriniz.
Liitfen siralanan her bir maddenin mevcut isiniz i¢in gecerliligini
degerlendiriniz ve bu degerlendirmeyi agsagida sunulan 5 basamakli 6l¢ek tizerinde

en uygun gordiigiiniliz say1y1 isaretleyerek belirtiniz.
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1. Bir duyguyu yasadigim ancak belli bir siire
gecene kadar bu duyguyu yasadigimin farkina
varmadigim olur.

2. Ozensizlikten, dikkatsizlikten veya baska bir

sey diisiinmekten bir seyler kirip dékerim.

3. Su anda yasananlara odaklanmakta giicliik
cekerim.
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4. Gidecegim yere varmak i¢in, yol boyunca
neler tecriibe ettigime dikkat etmeden hizlica

5. Gergekten dikkatimi ¢ekene kadar fiziksel
gerginligimin ya da rahatsizli§imin farkina
varmam.

6. Bir insanin ismini neredeyse bana ilk
sOylendigi anda unuturum.

7. Ne yaptigimin ¢ok fazla farkinda olmadan,
‘otomatikte calisiyormus’ gibiyim.

8. Cok fazla dikkatimi vermeden bir
aktiviteden Obiiriine hizla gecerim.

9. Ulasmaya calistigim hedefe dylesine
odaklanirim ki, o hedefe ulasmak i¢in su an
yapmakta oldugum seylerle baglantim kopar.

10. Is veya gorevleri ne yaptigimin farkinda
olmadan otomatik olarak yaparim.

11. Kendimi, bir kisiyi yarim kulakla dinlerken
ayn1 zamanda bagka seyler yaparken bulurum.

12. ‘Otomatik pilotta’ bir yerlere gider, sonra
oraya neden gittigimi merak ederim.

13. Kendimi ge¢gmise veya gelecege takilmig
halde buldugum olur.

14. Kendimi, dikkatimi vermeden bir seyler
yaparken bulurum.

15. Herhangi bir sey yedigimin farkinda
olmadan atistiririm.

16. Kendimi mantiga aykiri veya uygunsuz
duygular yasadigim i¢in elestiririm.

17. Hislerimi ve duygularimi, onlara tepki
vermek zorunda kalmadan algilarim.

18. Hislerimi, i¢lerinde kaybolmadan izlerim.

19. Kendime, hissettigim sekilde hissetmemem
gerektigini soylerim.
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20. Baz1 diisiincelerimin anormal ya da koti
olduguna ve bu sekilde diislinmemem
gerektigine inanirim.

21. Diistincelerimin 1yi veya kotii olduguna
dair yargilara varirim.

22. Sikint1 veren diisiincelere veya imgelere
sahip oldugumda, “bir adim geri ¢ekilir” ve 0
diisiince veya imgelerin esiri olmadan, onlarin
farkina varirim.

23. Zor durumlarda, aninda tepki vermeden
once duraksayabilirim.

24. Sikint1 veren diisiincelere veya imgelere
sahip oldugumda, ¢ok gecmeden kendimi sakin
hissederim.

25. Kendime, diistindiigiim sekilde
diistinmemem gerektigini soylerim.

26. Sikint1 veren diislincelere veya imgelere
sahip oldugumda, bunlara tepki gostermeksizin
yalnizca farkindalik yasayabilirim.

27. Baz1 duygularimin kotii veya uygunsuz
oldugunu ve bunlar1 hissetmemem gerektigini
diisiintirtim.

28. Sikint1 veren diisiincelere veya imgelere
sahip oldugumda, onlarin yalnizca farkina
varirim ve kafama takmam.

29. Sikint1 veren diislincelere veya imgelere
sahip oldugumda, diisiincenin/imgenin ne
olduguna bagli olarak kendimi iyi ya da kotii
olarak degerlendiririm.

30. Mantiga aykir fikirlerim oldugunda
kendimi onaylamam.
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BOLUM 4 - SSRQ
Asagidaki sorularin dogru ya da yanlis cevaplar1 yoktur. Liitfen sorulari
dikkatlice okuyup size en uygun oldugunu diisiindiigiiniiz cevabi veriniz.
Liitfen siralanan her bir maddenin sizin i¢in gegerliligini degerlendiriniz ve
bu degerlendirmeyi asagida sunulan 5 basamakli 6lgek tizerinde en uygun

gordiigliniiz say1yi isaretleyerek belirtiniz.
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1. Genellikle, hedeflerime yonelik gelisimimi takip
ederim.

2. Bazi seyler ile ilgili karar vermekte zorlanirim.

3. Dikkatim planladiklarimdan kolayca uzaklasir.

4. Davraniglarimin etkilerini ¢ok geg¢ olana kadar
fark etmem.

5. Kendim i¢in belirledigim hedeflere ulasabilirim.

6. Karar vermeyi ertelerim.

7. Bir seyden (6rn. alkol, yemek, tatli) yeterli
miktarda tiikettigimi fark etmek benim i¢in zordur.

katiliyorum

8. Eger degismek istersem, bunu yapabilecegim
konusunda kendime giiveniyorum.

9. Konu degisim hakkinda karar vermeye gelince,
secenekler karsisinda bunalmis hissederim.

10. Bir sey yapmaya karar verdikten sonra isi takip
edip tamamlamak konusunda sikint1 yasarim.

11. Hatalarimdan ders almiyor gibiyim.

12. Iyi isleyen bir plana sadik kalabilirim.

13. Genelde ders ¢ikarmam igin bir hatay1 bir kez
yapmam yeterlidir.

14. Gergeklestirmeye calistigim kisisel
standartlarim vardir.

15. Bir durum veya zorlu bir durumla karsilastigim
anda, olas1 ¢6ziimler aramaya baglarim.
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16. Kendime hedefler koymakta ¢ok zorlanirim.

17. iradem oldukga yiiksektir.

18. Bir seyi degistirmeye calisirken nasil
ilerledigime ¢ok dikkat ederim.

19. Hedeflerime ulasmama yardimei1 olacak planlar
yapmakta giicliik ¢cekerim.

20. Ayartilmaya/bastan ¢ikartilmaya kars1
koyabilirim.

21. Kendim i¢in hedefler belirler ve gelisimimi
takip ederim.

22. Cogu zaman yaptigim ige dikkatimi vermem.

23. Ise yaramasa da ayn1 seyi yapmaya devam etme
egilimindeyimdir.

24. Bir seyi degistirmek istedigimde, genelde farkl
segenekler diistinebilirim.

25. Bir hedefim oldugunda, genellikle ona nasil
ulasacagimi planlayabilirim.

26. Bir seyi degistirmek i¢in karar verdigimde,
nasil ilerledigime ¢ok dikkat ederim.

27. Biri dikkatimi ¢ekene kadar ne yaptigimin
cogunlukla farkinda olmam.

28. Genellikle harekete gegmeden 6nce diistiniirim.

29. Hatalarimdan ders alirim.

30. Nasil olmak istedigimi bilirim.

31. Cabuk pes ederim.
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Katilmiyorum
Kararsizim
Katillyorum
Kesinlikle
katiliyorum
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BOLUM 5 - TP & OCB
Asagidaki climleler ¢alistiginiz kurumda sergilediginiz
performans hakkindaki goriiglerinizi yansitmaktadir. Asagida sunulan her bir
ifadenin sizin performansinizi ne derece yansittigini verilen dlgek tizerinde

isaretleyiniz.

Calistigim kurumda;

Orta derecede
Biiyiik olciide

Hi¢ yansitmiyor
Az yansitiyor
yansitiyor

lyansitiyor

4

1
2
3

1. Yiiksek kalitede is ortaya koymaktayim.

2. Isimin esasin1 olusturan ana gorevlerimi
basariyla yerine getirmekteyim.

3. Isimi yaparken zamani1 verimli bir sekilde
kullanabilmekte ve is planlarina bagl
kalmaktayim.

4. Isi basaril1 bir sekilde yapabilmek icin
gerekli teknik bilgiyi, goérevlerimi yerine
getirirken etkili bir sekilde
kullanabilmekteyim.

5. Gorevlerimi yerine getirirken sozlii iletisim
becerisini etkili bir sekilde
kullanabilmekteyim.

6. Gorevlerimi yerine getirirken yazili iletisim
becerisini etkili bir sekilde
kullanabilmekteyim.

7. Kendi isimin bir parcasi olmayan isleri de
yapmak i¢in goniillii olmaktayim.

8. Kendi islerimi yaparken biiylik bir heves ve
gayret icerisindeyim.

9. Gerektiginde calisma arkadaslarima yardim
etmekte ve onlarla isbirligi icerisinde
caligmaktayim.

10. Kurum kurallarini ve prosediirlerini
onaylamakta ve bunlara uyum gostermekteyim.

11. Kurum hedeflerini onaylamakta,
desteklemekte ve savunmaktayim.
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BOLUM 6 - CWB-C
Asagidaki sorularin dogru ya da yanlis cevaplar1 yoktur. Liitfen sorulari
dikkatlice okuyup size en uygun oldugunu diisiindiigiiniiz cevabi veriniz.

Mevcut isinizde asagidakilerden her birini ne siklikta gergeklestirdiniz?
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1. Kasith olarak isvereninizin

malzemelerini/gereclerini bosa harcamak

2. Is yerinizdeki 6nemsiz seyler hakkinda

sikayet etmek

3. Is yeriniz disindaki insanlara calistiginiz

yerin ¢ok kotii bir yer oldugunu sdylemek

4. izin almadan ise ge¢ gelmek

5. Hasta olmadiginiz halde 6yle oldugunuzu

sOylemek ve ise gitmeyip evde kalmak

6. Is yerinizden birini is performansi

hakkinda asagilamak

7. Is yerinizden birinin 6zel hayatiyla ilgili

dalga gecmek

8. Is yerinizden birinin varligin1 gérmezden

gelmek

9. Is yerinizden biriyle miinakasa baslatmak

10. Is yerinizden birini asagilamak ve

onunla dalga gecmek
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BOLUM 7 - JS
Asagidaki sorularin dogru ya da yanlis cevaplari yoktur. Liitfen sorulari
dikkatlice okuyup size en uygun oldugunu diisiindiigiiniiz cevabi veriniz.
Liitfen siralanan her bir maddenin mevcut isiniz i¢in gegerliligini

degerlendiriniz ve bu degerlendirmeyi asagida sunulan 5 basamakl 6l¢ek lizerinde

en uygun gordiigliniiz say1y1 isaretleyerek belirtiniz.
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1. Isim beni tatmin ediyor.

2. Isimde yaptigim calismalar beni

tatmin ediyor.

3. Isimi seviyorum.

Liitfen asagidaki ifadelerden genel olarak isinizden ne derece memnun
oldugunuzu en iyi temsil eden yiiz ifadesini belirleyerek altinda yazan rakami
isaretleyiniz.
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CALISMAYA KATILDIGINIZ iCiN TESEKKUR EDERIZ!
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Appendix K: Main Study - Questionnaire Package For The Supervisors

BOLUM 1 - GONULLU KATILIM FORMU

Bu calisma, ODTU Endiistri Orgiit Psikolojisi yiiksek lisans dgrencisi Sila
Catalsakal tarafindan, Prof. Dr. H. Canan Siimer danismanliginda
yiritiilmektedir. Yiksek lisans tezi olarak yiiriitiilen bu ¢alisma, ¢alisan yetiskinlerin
bilingli farkindaliklarinin is performans ve is tatminleri iizerine etkisini
arastirmaktadir.

Calisma dahilinde sizden herhangi bir kimlik bilgisi istenmemekle birlikte,
verdiginiz yanitlari astlarinizdan toplanan verilerle esleyebilmek adina astlarinizin
ismini belirtmeniz beklenmektedir. Tarafinizdan verilen yanitlar ne astinizla ne de
bir bagka katilimciyla kesinlikle paylasilmayacak ve sadece arastirmacilar tarafindan
degerlendirilecektir; elde edilecek bilgiler anonim olarak bilimsel yayimlarda
kullanilacaktir.

Anket astinizin is hayatindaki tutum, davranis ve performansini arastiran
maddeleri igermektedir. Anket sorular arasinda kisisel rahatsizlik verecek bilgiler
istenmemektedir. Ancak, katilim sirasinda sorulardan ya da herhangi bagka bir
nedenden 6tiirii kendinizi rahatsiz hissederseniz cevaplama isini yarida birakip,
calismaya katilmamakta serbestsiniz.

Bu ¢alismaya katildiginiz i¢in simdiden tesekkiir ederiz. Calisma hakkinda

daha fazla bilgi almak i¢in asagidaki isimlere danisabilirsiniz.

Arastirmaci: Sila Catalsakal (Tel: 0 536 390 38 23, E-posta:
silacatalsakal@hotmail.com)
Tez Damismani: Prof. Dr. H. Canan Siimer (Tel: 0 312 210 31 32, E-posta:

hcanan@metu.edu.tr)

Asagidaki ""Kabul ediyorum' butonuna basarak 18 yasindan biiyiik
oldugunuzu, bu ¢caliymaya goniillii olarak katildigimizi, istediginiz zaman yarida
kesip cikabileceginizi bildiginizi ve verdiginiz bilgilerin bilimsel amach
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yaymmlarda kullanilabilecegini onayhyorsunuz. Once "Kabul ediyorum"
butonuna sonra da diger sayfaya gecis butonuna basarak ankete
baslayabilirsiniz.

Q Kabul ediyorum

BOLUM 2 - DEMOGRAFIK BiLGIi

Cinsiyetiniz

O Kadm

QO Erkek

Q Diger (Liitfen belirtiniz)

Yasiniz

Egitim durumunuz

[k gretim mezunu
Lise mezunu
Universite dgrencisi
Universite mezunu
Lisansiistii 6grencisi

Lisansiisti mezunu

©C 0000 0O

Diger (Liitfen belirtiniz)

Mesleginiz

Unvamnlz

Calistiginiz sektor

Calistiginiz kurumun adi

Calistiginiz pozisyondaki tecriibeniz (Ay veya yil cinsinden belirtebilirsiniz)
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Calistiginiz kurumdaki tecriibeniz (Ay veya yil cinsinden belirtebilirsiniz)

Toplam tecriibeniz (Ay veya yil cinsinden belirtebilirsiniz)

Degerlendireceginiz astinizin ad1 ve soyadi

BOLUM 3 -TP & OCB
Asagidaki climleler astinizin kurumunuzda sergiledigi performans
hakkindaki goriislerinizi yansitmaktadir. Asagida sunulan her bir ifadenin astinizin
performansini ne derece yansittigini verilen dlgek iizerinde isaretleyiniz.
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1. Yiksek kalitede is ortaya koymaktadir.

2. Isinin esasin1 olusturan ana gorevlerini
basariyla yerine getirmektedir.

3. Isini yaparken zamani verimli bir sekilde
kullanabilmekte ve is planlarina bagl
kalmaktadir.

4. Isi basaril1 bir sekilde yapabilmek i¢in
gerekli teknik bilgiyi gérevlerini yerine
getirirken etkili bir sekilde kullanabilmektedir.
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5. Gorevlerini yerine getirirken sozlii iletisim
becerisini etkili bir sekilde kullanabilmektedir.

6. Gorevlerini yerine getirirken yazili iletisim
becerisini etkili bir sekilde kullanabilmektedir.

7. Kendi isinin bir par¢asi olmayan isleri de
yapmak i¢in goniillii olmaktadir.

8. Kendi islerini yaparken biiyiik bir heves ve
gayret igerisindedir.

9. Gerektiginde calisma arkadaglarina yardim
etmekte ve onlarla isbirligi igcerisinde
calismaktadir.

10. Kurum kurallarini ve prosediirlerini
onaylamakta ve bunlara uyum gostermektedir.

11. Kurum hedeflerini onaylamakta,
desteklemekte ve savunmaktadir.

BOLUM 4 - CWB-C
Asagidaki sorularin dogru ya da yanlis cevaplar1 yoktur. Liitfen maddeleri
dikkatlice okuyunuz ve astinizdan bekleyeceginiz davranis bicimini diisiinerek en
uygun cevabi veriniz.
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1. Kasitli olarak igvereninin
malzemelerini/gereclerini bosa harcamasi

2. Isyerindeki 6nemsiz seyler hakkinda sikayet
etmesi
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1= Asla

Bir veya iki defa

2=

3= Ayda bir veya iki

defa

Haftada bir veya

4=
iki defa

5= Her giin

3. Isyeri disindaki insanlara ¢alistig1 yerin ¢ok
kotii bir yer oldugunu sdylemesi

4. izin almadan ise gec gelmesi

5. Hasta olmadig1 halde 6yle oldugunu
sOylemesi ve ige gitmeyip evde kalmasi

6. Is yerinden birini is performans: hakkinda
asagilamasi

7. Is yerinden birinin 6zel hayatiyla ilgili dalga
gecmesi

8. Is yerinden birinin varligini gérmezden
gelmesi

9. Is yerinden biriyle miinakasa baslatmasi

10. Is yerinden birini asagilamasini ve onunla
dalga ge¢mesi

CALISMAYA KATILDIGINIZ iCiN TESEKKUR EDERIZ!
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Appendix L: Tezin Tiirk¢e Ozeti / Turkish Summary

Son yillarda yapilan arastirmalar, bilingli farkindaligin, duygusal, psikolojik
ve sosyal refahta artis (Howell, Digdon, & Buro, 2010; Weinstein, Brown, & Ryan,
2009) ve psikolojik sikint1 ve stres seviyesinde diisiis (Bowlin & Baer, 2012; Kiken
& Shook, 2012) gibi olumlu sonuglarina dikkat ¢ekiyor. Bilingli farkindalik
konseptine gdsterilen aragtirma ilgisi artmis olsa da, bu ilgi ¢ogunlukla klinik
psikoloji alaninda kisitli kalmig durumda (6r., Bowlin & Baer, 2012; Kiken &
Shook, 2012). Bilingli farkindaligin is degiskenleri ile iligkisini incelemis olan bazi
aragtirmalar olsa da (0r., Reb, Narayanan, & Chaturvedi, 2014; Roche, Haar, &
Luthans, 2014), genel olarak bu konseptin is yasamindaki yeri hakkinda yapilan
aragtirma sayist sinirli. Hedeflerinden biri bu kisitli yazina katki saglamak olan bu
calisma, bir kisilik 6zelligi olarak bilingli farkindaligin is yasamindaki yerini
aragtirmay1 hedeflemekte ve bu dogrultuda bilingli farkindaligm, Endiistri Orgiit
Psikolojisi igin kritik olan is degiskenleri {izerindeki etkisini incelemektedir.

Is doyumu ve is performansinin, kurumlar i¢in en énemli degiskenlerden ikisi
oldugu sodylenebilir (Bono & Judge, 2003; Dormann & Zapf, 2001). Bu ¢alismada,
bilingli farkindaligin, kurumlar i¢in gergekten dikkate almaya deger olup olmadigini
arastirmak iizere, bu degiskenin is doyumu ve ii¢ performans ¢iktis1 olan gorev
performansi, drgiitsel vatandaslik davranis1 (OVD) ve iiretkenlik karsiti is davranis
(UKID) iizerine etkisi incelenmistir. Bilingli farkindaligin bilissel, psikolojik ve
fiziksel faydalarini ortaya koyan ¢aligsmalarm (6r., Schutte & Malouff, 2011; Howell
ve ark., 2010; Rasmussen & Pidgeon, 2011) yaninda, kisitli da olsa, is yasaminda da
faydalarini ortaya koyan ¢alismalar (6r., Frank ve ark., 2015; Hiilsheger ve ark.,
2013) baz alindiginda, bu ¢alismada bilingli farkindaligin, is tatmini, gérev
performans1 ve OVD ile pozitif bir iliski gdstermesi, UKID ile ise negatif bir iligki
gostermesi beklentisi ortaya ¢ikmistir.

Bilingli farkindalik, bireylerin 6zsaygilarini, 6z-degerlendirmelerini ve
egolarini, i¢sel ve digsal tecriibelerinden ayri tutmalarini saglayarak objektif bir iist-
farkindalik yaratir (Glomb ve ark., 2011). Bireyin egosu ve 6zsaygisi tecriibelerinden
ayr1 tutuldugu i¢in, yasanan negatif i¢csel ve dissal olaylarin, kisinin kendine bakigini
tehdit etme olasilig1 daha diisiik olacaktir. Bunu destekler nitelikteki bulgular,

bilingli farkindaligin negatif duygudurum (Creswell ve ark., 2007) ve duygusal
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tilkkenme (Hilsheger ve ark., 2013) ile olan negatif iligkisini ve yapici stres
degerlendirmelerinde bulunma davranisi (Weinstein ve ark., 2009), 6zsayg1 (Pepping
ve ark., 2013), 6zyeterlik (St. Charles, 2010) ve genel refah (Howell ve ark., 2010)
ile pozitif iliskisini ortaya koymaktadir. Is doyumu, tutuma ydnelik bir is ¢iktisi
oldugundan, bu duygusal, tutumsal ve kisilikle alakali degiskenler tarafindan
etkilenmesi olduk¢ca muhtemeldir. Bu varsayimla tutarli olarak, hizmet sektoriinde
yapilan bir ¢alisma, bilingli farkindalik ve is doyumu arasindaki pozitif iliskiyi
ortaya koymaktadir (Hiilsheger ve ark., 2013). Literatiir bulgular1 ve ortaya konan
baglantilar dikkate alindiginda, bu ¢alismada bilingli farkindaliin ¢alisanlarin is
doyumu ile direkt bir iligski gostermesi beklentisi ortaya ¢ikmuistir.

Is doyumumun aksine, dogas1 geregi davranissal bir is ¢iktis1 olan is
performansini etkilemek i¢in kiginin, bilingli farkindaliga eslik ettigi varsayilan
dikkatli ve pozitif bir zihin yapisindan daha fazlasina, davraniglarini diizenleyecek
bir kontrol mekanizmasina ihtiyaci olacaktir. Bu arastirmada, 6z-diizenlemenin,
bilingli farkindaligin is performansi tizerindeki etkisini gostermesinde etkili bir araci
degisken olacagi Onerisi getirilmistir. Kisiler, diisiince ve davranislarini, bir standart,
norm, ideal ya da hedefle uyumlu hale getirmek igin 6z-diizenleme kapasitelerini
kullanirlar. Oz-diizenlemenin énemli bir bileseni olan gézlemleme, bireyin yasadig
i¢sel ve digsal tecriibelere dikkatini vermesini gerektirir (Forgas ve ark., 2009).
Bilingli farkindalik, yiiksek dikkat ve farkindalik ile alakali oldugundan, bu
calismada, bilingli farkindalig: yiiksek olan kisilerin, 6z-diizenleme kapasitelerinin
de daha yiiksek olacagi varsayiminda bulunulmustur. Bu varsayim var olan yazin
tarafindan da desteklenmekte, arastirmalar iki olgunun iliskisini ortaya koymaktadir
(or., Holzel ve ark., 2011a; Teper ve ark., 2013; Jimenez ve ark., 2010).

Hedefe yonelik davraniglarda bulunabilmek i¢in zihinsel kaynaklar etkili bir
bicimde kullanilmalidir ve bunu yapabilmek i¢in biligsel kontrol gerekir (Mackie ve
ark., 2013). Bir gorevi yerine getirirken, insanlar yonetici kontrol, yonetici dikkat ve
calisma bellegi gibi farkli biligsel kontrol degiskenlerine ihtiya¢ duyar (Butler ve
ark., 2011). Bilingli farkindaligin bu kontrol mekanizmalarini ve dikkat kaynaklarini
tyilestirdigi var olan bulgular arasindadir (6r., Teper ve ark., 2013; Walsh ve ark.,
2009; Zeidan ve ark., 2010). Bunlara ek olarak ¢alismalar bilingli farkindaligin
otomatik tepkileri azalttigi, dikkat fonksiyonlarini iyilestirdigi, bilissel esnekligi

(Moore & Malinowski, 2009) ve sebat etmeyi arttirdigini (Evans ve ark., 2009)
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gostermektedir. Tiim bu ¢iktilar, bireylerin gorev performansini olumlu yonde
etkileyebilecek degiskenlerdir. Bu dogrultuda, bilingli farkindalig: yiiksek bireylerin,
gorev performanslarinin daha iyi olmasi beklentisi dogmustur. Uzun vadeli planlar
yapmak ve onlar siirdiirmek (Baumeister & Vohs, 2003), basarisizlik durumunda
dahi vazifeye devam etmek (Baumeister, 2000), hedef koymak, 6nceliklendirme
yapmak ve zamani etkin yonetmek (Leach ve ark., 2005) gibi is performansi
etkileyecek degiskenler bir kontrol mekanizmasi olan 6z-diizenlemeyi gerektirir. Bu
yiizden bu ¢alismada, bilingli farkindalik — gérev performanst iliskisinin 6z-
diizenleme araciligiyla gerceklesecegi onerilmistir.

Glomb ve arkadaglar1 (2011), bilingli farkindaliin artan empati araciligiyla
orgiitsel vatandaslik davranisina yol agacagi dnerisinde bulunmuslardir. Bilingli
farkindaligin, genel bir pozitif durum iginde olmay1 getirmesi ve OVD’yi etkileyen
degiskenlerin kisinin tutumu ve sosyal siirecler olmasi, bu iki degiskenin birbirleriyle
alakal1 olma ihtimalini arttirmaktadir. Bilingli farkindaligin, daha yiiksek iletisim
kalitesi (Barnes ve ark., 2007), farkli bakis agilariyla bakabilme yetisi (Holzel ve
ark., 2011b) ve yikict degil, yapici bas etme stratejilerini daha sik kullanma
(Weinstein ve ark., 2009) ile alakali oldugu literatiir bulgular1 arasindadir. Tiim bu
degiskenler, is yerlerinde OVD’yi arttirabilecek degiskenlerdir. Kurumlarda OVD’yi
anlamlandirmaya yonelik ¢alismalarinda 6z-diizenlemeyi temel alan Bolino ve
arkadaslar1 (2012), calisanlarin orgiitsel vatandaslik davraniglarinda bulunurken bazi
0z-diizenleme agsamalarindan gegtiklerine dikkat ¢ekmislerdir. Yazarlara gore,
caliganlar 6nce benlik algilarini1 ve orgiitsel vatandaslik motivasyonlarini yansitan
hedefler belirlerler. Ikinci asamada, bu hedefler iizerine aksiyona gecer ve drgiitsel
vatandaglik davranislarinda bulunurlar. Son asamada calisanlar, belirledikleri hedefe
yonelik degerlendirmeler yapar ve devam etmek mi, durmak m1 yoksa davraniglarini
degistirmek mi istediklerine karar vermeye calisirlar. Kisacasi ¢alisanlar is
cevrelerine daha 1yi adapte olmak ve daha faydali tepkiler vermek iizere orgiitsel
vatandaglik davraniglarinda bulunmak i¢in davranislarini diizenlemek zorundadirlar.
Bu dogrultuda, bu ¢alismada bilingli farkindalik ve OVD arasinda pozitif bir iliski
bulunacagi ve 6z-diizenlemenin bu iliskide araci degisken olacagi 6nerilmistir.

Bilingli farkindalig: yiiksek insanlarin digerlerine kiyasla daha yiiksek etik
standartlara sahip olduklari ve daha az etik ihlalinde bulunduklari literatiir bulgulari

arasindadir (Ruedy & Schweitzer, 2010). Bilingli farkindalik ayn1 zamanda, etkin 6z-
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diizenleme ile engellenebilecek olan, diirtiisellik (Fetterman ve ark., 2010) ve
saldirganlik (Heppner ve ark., 2008) gibi tiretkenlik karsit1 is davraniglarina sebep
olabilecek degiskenlerle ya da madde kullanimi (Karyad, ve ark., 2014), kumar
bagimlilig1 (Lakey ve ark., 2008), alkol bagimliligi (Ostafin ve ark., 2013) gibi
iiretkenlik karsit1 is davranislarinin kendileriyle negatif iliskiler gostermektedir. Oz-
diizenleme ve UKID arasindaki negatif iliski de arastirma bulgularinin arasindadir
(Kuster ve ark., 2013). Bu bulgular 1s181inda, bu ¢alismada bilingli farkindalig
yiiksek olan ¢alisanlar, UKID’de bulunma ihtimalinin daha diisiik olacag: ve 6z-
diizenlemenin bu iligkide araci1 degisken olacagi dnerilmistir.

Literatiirdeki ¢ogu bilingli farkindalik taniminin kavramsal tutarlilig
olmasina ragmen, bilingli farkindaligi olusturan 6geler konusunda bir anlagmazlik
vardir. Bilingli farkindaligin nasil tanimlandigindan bagimsiz olarak, cogu ¢alismada
bu konsept tek faktorlii bir degisken olarak ele alinmistir. Ilgili 8lceklerin ve
literatiirlin detayli incelenmesi sonucunda bu ¢alismada, bilingli farkindaligi
olusturan en az iki faktor (farkindalik ve kabullenme) ortaya ¢ikacagi dnerisi
getirilmistir. Kapsamli bir bilingli farkindalik tanimi elde etmek amaciyla iki sikga
kullanilan bilingli farkindalik 6l¢egi Mindful Attention Awareness Scale (Brown &
Ryan, 2003) ve Five Facet Mindfulness Questionnaire (Baer ve ark., 2006),
birlestirilmistir. Yeni olusturulan 6lgegin faktdr yapisi ve ortaya ¢ikacak bilingli
farkindalik bilesenlerinin, arastirmanin bagimh degiskenleriyle iliskileri kesifsel

amagcla incelenmistir.

Yontem

On Cahsma

Ana ¢alisma Oncesi yliriitiilen 6n ¢alismada kullanilan 6l¢eklerin Tiirkce
uyarlamalarinin giivenirligi test edilmistir. Pilot calismaya goniillii olarak katilan 350
kisi, 74 maddeden olusan ¢evrimigi anketi doldurmuslardir. Oz-diizenleme ve
bilingli farkindalik 6lgeklerini dolduran katilimeilar igin 18 yasini doldurmus olmak
disinda herhangi bir kriter belirlenmezken, is performansi ve is doyumu 6lgeklerini
calisiyor olmak 6n kosulunu saglayan 245 katilimci doldurmustur. Katilimcilarin
yaslar1 18 — 80 yas arasinda olup ortalamasi 35,56 (SS = 13,02) olarak bulunmustur.

Katilimcilarin %54’{inii kadinlar olusturmaktadir.
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Katilimcilarin Qualtrics programini (Qualtrics Labs, Provo, USA) kullanarak
doldurdugu ¢evrimigi anket, demografik bilgiler, bilingli farkindalik 6l¢egi (Brown
& Ryan, 2003 ve Baer ve ark., 20006), 6z-diizenleme 6l¢egi (Carey ve ark., 2004),
UKID 6lgegi (Spector ve ark., 2010) ve is doyumu &lgegini (Bilgic, 1999)
icermektedir. Anket yalnizca calisma baslamadan gosterilen goniillii katilim formunu
onaylayan katilimcilara agilmistir. Veri toplandiktan sonra, Tiirk¢e ¢evirisi yapilan
Olceklerin psikometrik 6zellikleri test edilmis ve ana calismada kullanilmak i¢in

yeterli bulunmustur.

Ana Calisma
Katihmcilar

Calismaya, farkli meslek, kurum ve sektorlerden 213 ¢alisan yetiskin ve bu
yetiskinlerden 108’inin yoneticisi (N = 39) goniillii olarak katilmistir. Calisanlarin
yas araligi 22 — 59 olup ortalamasi 35,30 (SS = 9,31), yoneticilerin ise yas araligi 26
— 60 olup ortalamasi 45,34°tiir (SS = 9.55). Calisanlarin %49.8’1, yoneticilerin ise
%355.6’s1 kadindir. Calisanlarin toplam tecriibesi, 143,01 (SS = 120,57) ortalama ile 6
— 720 ay aras1 degisirken, yoneticilerin toplam tecriibesi 282,89 (S = 144,55)
ortalama ile 72 — 578 ay arasi degisiklik gostermektedir.

Olciim Araglari ve Islem

Calisanlarin doldurdugu anket paketi demografik bilgi formu, bilingli
farkindalik 6l¢egi (Brown & Ryan, 2003 ve Baer ve ark., 2006), 6z-diizenleme
olgegi (Carey ve ark., 2004), gorev performansi ve OVD &lgegi (Karakurum, 2005),
UKID 6lgegi (Spector ve ark., 2010) ve is doyumu dlgeklerinden (Bilgig, 1999 ve
Kunin, 1955) olusmaktadir. Demografik bilgi formu diginda anketin tamamu Likert
tipi Olgeklerden olugsmaktadir. Bu anket katilimcilarin tercihine gore hem Qualtrics
programi (Qualtrics Labs, Provo, USA) araciligiyla ¢cevrimigi formatta, hem de
kagit-kalem formatinda sunulmustur. Anketler, yalnizca goniillii katilim formu
araciligryla onayi alinan katilimeilara uygulanmistir. Demografik bilgi formu
kisminda katilimcilardan, yoneticilerinden kendilerine ait bir performans
degerlendirmesi alabilmek iizere izin istenmistir. Izin veren calisanlarin

yoneticilerine demografik bilgi formu, ¢alisanlarini degerlendirdikleri gorev
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performans1, OVD (Karakurum, 2005) ve UKID 6lgeklerini (Spector ve ark., 2010)
igeren bir anket paketi taleplerine gore ¢evrimici veya kagit-kalem formatinda

sunulmustur.

Bulgular

Performans 6l¢timleri hem ¢alisanlarin kendilerinden hem de
yoneticilerinden alindig1 i¢in hipotezler iki ayr1 veri seti i¢in ayrica
degerlendirilmistir. Yoneticilerin performans degerlendirmeleri ile yapilan
analizlerde, bilin¢li farkindaligin kisilerin 6z-diizenleme kapasitesini yordadigi
bulunmus, ancak hipotez edilenin aksine bilingli farkindalik ve is performansi
degiskenleri (gorev performansi, OVD, UKID) arasinda anlamli bir iliski
bulunamamustir.

Is performanst dahil tiim &lgiimlerin calisanlarin kendilerinden alindig1 veri
setinde oncelikle ortak yontem sapmasi ihtimalini eleyebilmek i¢in LISREL 8.8
(Joreskog & Sorbom, 2006) araciligiyla bir dogrulayici faktor analizi uygulanmistir.
Sonuglar her bir 6lcege ait maddelerin kendi faktorlerine ytiklendigi alt1 faktorli
modelin, tiim 6lgeklere ait maddelerin tek bir faktore yiiklendigi modelden daha iyi
sonug verdigini ortaya koymus, ortak yontem sapmasi ihtimali ortadan kaldirilmistir.

Bagimli degiskenler iizerinde etkisi olabilecek demografik degiskenleri
kontrol edebilmek i¢in ¢oklu regresyon analizi uygulanis, bu yolla bagiml
degiskenlerde 6nemli dlciide varyans agikladig tespit edilen degiskenler hipotezler
test edilirken kontrol edilmistir.

Calisma degiskenleri arasindaki korelasyonlar, bilingli farkindaligin 6z-
diizenleme, is doyumu, gorev performansi, OVD ve UKID ile iligkili oldugunu
gostermektedir. Bu iligkilerin, demografik degiskenleri kontrol ettikten sonra da
anlamli kalip kalmayacagini gérmek i¢in hiyerarsik regresyon analizleri
uygulanmustir.

Yapilan analizler sonucunda, bilingli farkindaligin kisilerin is doyumu ile
pozitif bir iligki gosterecegi hipotezi dogrulanmistir. Bilingli farkindalik — goérev
performansi iligkisinde 6z-diizenlemenin araci1 degisken olarak ortaya ¢ikacagi
hipotezi iki asamada test edilmistir. Oncelikle dolayimlama i¢in bilingli farkindaligin

0z-diizenlemeyi ve gorev performansini pozitif yonde yordamasi 6n kosullarinin
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saglandig1 bulunmustur. Bir sonraki asamada Coklu Dolayimlama Prosediirii
(Preacher & Hayes, 2008) uygulanarak, bilingli farkindalik — gérev performansi
iligkisinde araci degisken olarak 6z-diizenlemenin rolii ve dolayisiyla ikinci hipotez
dogrulanmustir. Ayni1 prosediir iigiincii hipotez olan, bilingli farkindalik — OVD
iliskisinde 6z-diizenlemenin araci degisken rolii oynayacagi 6nerisini test etmek i¢in
uygulanmis ve sonuclar bu hipotezin de dogrulandigini géstermistir. Dordiincii
hipotez olan, bilingli farkindalik ve UKID arasindaki negatif iliskide 6z-
diizenlemenin arac1 degisken rolii oynayacag1 onerisi test edilirken, bilingli
farkindalik ve UKID arasinda anlamli bir direkt negatif iliski oldugu bulunmus

ancak 6z-diizenlemenin bu iligskide araci degisken rolii oynadigi dogrulanamamastir.

Ek Analizler

Kullanilan bilingli farkindalik 6lgeginin faktor yapisini incelemek ve
beklenilen iki faktorlii (F1: Farkindalik, F2: Kabullenme) yapinin veriye
uygunlugunu test etmek amaciyla bazi faktor analizleri yapilmistir. Analizlerin
sonugclari bilingli farkindaligin ikiden ziyade {i¢ bilesenden (F1: Farkindalik, F2:
Tepkisizlik, F3: Yargilamama) olustugunu géstermistir. Hipotezler, her bir bilesen
i¢in tekrar test edilmis ve bu bilesenlerin farkli bagimli degiskenler {izerine etkileri
arastirilmistir. Sonuglar, bilingli farkindaligin farkindalik bileseninin ¢alismanin tiim
bagimli degiskenlerini (is doyumu, gérev performansi, OVD, UKID) yordadigini
gostermistir. Tepkisizlik bileseninin, bagiml degiskenlerden is doyumu ve gérev
performansini yordadigi bulunmustur. Farkindalik — gérev performans, tepkisizlik —
gorev performansi ve farkindalik — OVD iliskilerinde dz-diizenlemenin araci
degisken oldugu tam dolayimlama gézlemlenmistir. Bilingli farkindalig1 tanimlarken
vargilamama bilesenini dahil edip etmemek hala ¢aligmalar arasi fark gdsteren,
tartismaya acik bir mesele olsa da, bu ¢alismada bu bilesenin is doyumu, gorev
performansi, OVD ve UKID iizerine herhangi bir anlamli etkisi gézlemlenmemistir.

Tiim bulgular tek bir modelde test edildiginde, i doyumu, bilingli farkindalik
— performans ¢iktilari iliskilerinde ikinci bir arac1 degisken olarak ortaya ¢ikmistir.
Diger bir deyisle, 6z-dlizenlemenin bilingli farkindalik — goérev performansi ve

bilingli farkindalik — OVD iliskilerinde arac1 degisken oldugu, is doyumunun ise
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bilingli farkindaligin tiim performans ¢iktilartyla iligkilerinde arac1 degisken oldugu

model veriye miikkemmel uygunluk géstermistir.

Tartisma

Klinik Psikoloji alanindaki artan arastirma ilgisine karsin, bilingli
farkindaligim, Endiistri Orgiit Psikolojisi icin hala yeni ve bereketli bir arastirma
konusu oldugu goriilmektedir. Bu ¢alisma, yavas yavas ortaya ¢ikan bu bilingli
farkindalik yazinina katki saglamak amaciyla, bilingli farkindaligi calisan gorev
performansi, OVD, UKID ve is doyumuna etkisini arastirmistir. Oz-diizenlemenin,
bilingli farkindaligin performans ¢iktilari iizerindeki etkilerini gdstermesini saglayan
bir aract degisken rolii iistlenecegi onerilmis ve bu dogrultuda analizler yapilmistir.

Beklentilere ve ge¢cmis arastirma bulgularina uygun olarak (6r., Holzel ve
ark., 2011a; Frank ve ark., 2015; Hiilsheger ve ark., 2013; Reb ve ark., 2013)
arastirmanin sonuglari bilingli farkindaligin daha yiiksek 6z-diizenleme kapasitesi ve
is doyumu ile ilintili oldugunu gostermektedir. Yoneticilerin performans
degerlendirmeleri ile yapilan analizlerde, hipotez edilenin aksine bilingli farkindalik
ve is performansi degiskenleri (gorev performansi, OVD, UKID) arasinda anlamli
bir iligki bulunamamais, ancak bu iliskiler kisilerin kendilerinden alinan performans
Olctimleri kullanildig1 zaman anlam kazanmistir. Bu iki tarafin performans
degerlendirmeleri arasindaki fark, yoneticilerin belli performans gostergeleri
konusunda yeterince gdzlem yapamamis olma ihtimali ile agiklanabilir. Ornegin
“Kurum hedeflerini onaylamakta, desteklemekte ve savunmaktadir” gibi kisisel
maddeler degerlendirilirken, ¢alisanlarin kendileri i¢in yoneticilerinden daha dogru
degerlendirmeler yaptig1 savunulabilir. Calismaya katilan yoneticilerin ¢ogu birden
fazla calisani i¢in performans degerlendirmesi yapmistir. Bu ylizden, bir bagka
aciklama, bu yoneticilerin farkli ¢alisanlar arasi ayrimi iyi yapamamis ve tek yonli
degerlendirmelerde bulunmus olmasi olabilir. Bir bagka ihtimal ise, yonetici
degerlendirmelerinin hale etkisinden muzdarip olup ¢alisanlari, onlar hakkindaki
genel goriislerine uygun olarak yanli degerlendirmis olmasidir.

Is performansi dogas: geregi davranissal oldugu igin, onu yiikseltmek bilingli
farkindalik ile ortaya ¢ikan dikkatli ve pozitif bir zihin yapisindan fazlasini

gerektirmektedir. Bu goriisle uyumlu olarak bu ¢alismada 6z-diizenleme, bilingli
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farkindaligin bu davranigsal is ¢iktis1 lizerine etkisini gosterdigi aract mekanizma
olarak ortaya ¢ikmistir. Mevcut yazina uygun olarak, bilingli farkindalig yiiksek
olan insanlarin, duygu ve davranislarin1 daha iyi diizenleme kapasitesine sahip
oldugu ortaya ¢cikmistir (6r., Holzel ve ark., 2011a; Holzel ve ark., 2011b; Keng ve
ark., 2011). Bu kapasitenin ise, daha yiiksek gorev performansi ve OVD ile ilintili
oldugu bulunmustur. Bilingli farkindalik ile ortaya ¢ikan, simdiki zamana yo6nelik
artan dikkat ve farkindaligin, niyetlerin (bu durumda, performans hedeflerinin) etkili
olarak aksiyona doniismesine yardimci oldugu (Chatzisarantis & Hagger, 2007) ve
bunun davranigsal bir kontrol mekanizmasi olan 6z-diizenleme araciligiyla
gerceklestigi (Gollwitzer & Oettingen, 2011) daha 6nceki bulgular arasinda
oldugundan bu arastirmanin sonuglari, mevcut bilingli farkindalik ve 6z-diizenleme
yazini ile paralellik gdstermektedir.

Bilingli farkindaligin, UKID ile direkt negatif bir iliskisi oldugu bulunmus
fakat gorev performansi ve OVD ile iliskilerinde oldugunun aksine, UKID ile olan
iliskisinde 6z-diizenlemenin araci degisken olarak rolii dogrulanamamistir. Bu direkt
baglanti, bilingli farkindaliga eslik eden pozitif ve daha az stresli zihin yapist ile
aciklanabilir. Bu zihin yapisi, kisinin davraniglarini diizenleme ihtiyacini ortadan
kaldirabilir ¢linkii kisi zaten herhangi bir sapkin davranista bulunma diirtiistinii
hissetmeyebilir. Bilingli farkindaligin daha yiiksek etik standartlar1 ve daha az etik
ihlali ile iligkisini gosteren mevcut yazin bu goriisii destekler niteliktedir (Ruedy &
Schweitzer, 2010).

Bilingli farkindaligin tanim1 konusunda mevcut yazinda anlagmazlik vardir.
Jon Kabat-Zinn (2013) kendi tanimina yargilamama bilesenini dahil ederken, Brown
ve arkadaslar1 (2009) ve Langer ve Moldoveanu (2000) bu bileseni kendi
tanimlarinda kullanmamaktadir. Bu ¢alismada, daha kapsamli bir goriintii elde
edebilmek ve her bir bilesenin etkilerini ayr1 ayr1 test edebilmek i¢in daha genis
kapsamli tanim kullanilmis ve tanima yargilamama bileseni dahil edilmistir.
Arastirma basinda ki faktorli (F1: Farkindalik, F2: Kabullenme) bir yapinin ortaya
cikacagi 6n goriilmiis olsa, ortaya ¢ikan {i¢ faktorlii yap1 (F1: Farkindalik, F2:
Tepkisizlik, F3: Yargilamama) konsept olarak mantiga yatkindir. Hipotezler, her bir
bilesen i¢in tekrar test edilmis ve bu bilesenlerin farkli bagimli degiskenler {izerine
etkileri arastirilmistir. Sonuglar, bilingli farkindaligin farkindalik bileseninin

caligmanin tiim bagimli degiskenlerini (is doyumu, gérev performansi, OVD, UKID)
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yordadigini gostermistir. Tepkisizlik bileseninin, bagimli degiskenlerden is doyumu
ve gorev performansini yordadigi bulunmustur. Farkindalik — gorev performansi,
tepkisizlik — gorev performansi ve farkindalik — OVD iliskilerinde 6z-diizenlemenin
araci degisken oldugu tam dolayimlama gozlemlenmistir. Bilingli farkindaligi
tanimlarken yargilamama bilesenini dahil edip etmemek hala ¢aligmalar aras1 fark
gOsteren, tartismaya agik bir mesele olsa da, bu ¢alismada bu bilesenin is doyumu,
gorev performansi, OVD ve UKID iizerine herhangi bir anlaml1 etkisi
gozlemlenmemistir. Aksine, farkindalik bileseninin, is performansini arttirmadaki
etkisi gdz onilinde bulunduruldugunda, en kritik bilingli farkindalik bileseni oldugu
ortaya ¢ikmaistir.

Ek analizlerde tiim bulgular tek bir modelde test edildiginde, is doyumu,
bilingli farkindalik — performans ¢iktilari iligkilerinde 6z-diizenlemeye ek olarak
ikinci bir arac1 degisken olarak ortaya ¢ikmistir. Bu bulgular, bilingli farkindaligin
calisan performansini hangi mekanizmalar araciligiyla etkiledigini anlamak
acisindan 6nem tagimaktadir.

Bilingli farkindaligin is ¢iktilari ile anlamlr iligkileri géz 6niinde
bulunduruldugunda, bu konseptin isverenler i¢cin degerlendirmeye deger bir kavram
oldugu ortaya ¢ikmaktadir. Her ne kadar bu aragtirmada bilingli farkindalik bir
kisilik 6zelligi olarak ele alinip incelenmis ve faydalari ortaya konmus olsa da,
arastirmalar anlik bilingli farkindaligin pratik yaparak gelistirilebilecegi ve kisilik
0zelligi olan bilingli farkindaliga doniistiirtilebilecegini gdstermektedir (Kiken ve
ark., 2015). 10 giin gibi kisa siireli kiginin kendi kendine yaptig1 bilingli farkindalik
uygulamalarinin bile, ¢alisanlarin giinliik bilingli farkindalik seviyelerini yiikselttigi
ve uyku siire ve kalitelerini arttirdig1 bulunmustur (Hiilsheger ve ark., 2015). Bu
bulgular, kurumlarin bilingli farkindalik uygulamalarini, sagliga yonelik aktivitelere
takviye olarak kullanmasi i¢in ikna edici olabilir.

Bilingli farkindaligin bir kisilik 6zelligi olarak ele alindig1 g6z oniinde
bulunduruldugunda, gelecek calismalarda bu kavramin yordama gecerliligi ortaya
kondugu takdirde, 6zellikle odaklanma, dikkat ve 6z-diizenleme gibi bilingli
farkindaligin iligkilerinin tespit edildigi kavramlarin 6nem arz ettigi isler i¢in
personel segcme kararlarinda da dikkate alinmasi onerilebilir.

Bu arastirma giiclii yonleri ve mevcut yazina katkilar1 agisindan 6nem teskil

etmektedir. Bilingli farkindaliga dair kapsamli bir tanim kullanabilmek adina bu
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caligmada iki 6l¢ek birlestirilmis ve Tiirk¢eye cevrilen dlgegin alfa katsayisi .83
olarak bulunmustur. Olg¢iimiin giivenirligini arttirir nitelikte olarak, tim maddeler
orijinal 6l¢eklerindeki kendi faktorlerine (farkindalik, tepkisizlik, yargilamama)
yiiklenmistir. Bu bulgular, kullanilan bilingli farkindalik 6l¢eginin saglam ve
giivenilir bir 6l¢tim araci1 oldugunu gostermektedir. Bu da gelecek calismalarin bu
Olcegi Tiirk kiiltiiriine adapte edebilmesinin 6niinii agmasi agisindan Tiirk yazinina
onemli bir katkidir. Ayrica 6lgegin ¢ok-boyutlu olarak ele alinmasi, farkindalik,
tepkisizlik ve yargilamama bilesenlerinin, is performansi ve is doyumu {izerine farkli
etkilerini gérmeyi saglamistir. Arastirmanin bir baska giiglii yani ise, 6rneklemin
farkli meslek, sektor ve kurumlardaki gergek calisanlardan olugsmasi ve cinsiyetin
dengeli dagilmis olmasidir, ki bunlar sonuglarin genellenirligini arttirmaktadir.
Calismanin mevcut yazina bir bagka katkisi ise bilingli farkindaligin is ¢iktilarini
hangi mekanizmalar {izerinden etkilediginin arastirilmis olmasidir. Bilingli
farkindalik iizerine kisitli olan yazin g6z 6niinde bulunduruldugunda, 6z-diizenleme
ve i doyumunun aract mekanizmalar olarak ortaya ¢ikmis olmasi, bilingli
farkindalik i¢in teorik bir ¢ergceve olusturabilmek adina dnemli katkilar saglayacak,
hem Tiirkiye’de hem de genel olarak Endiistri Orgiit Psikolojisi literatiiriinde yeni
mekanizmalarin ¢alisilmasina 6n ayak olacaktir.

Bu arastirmanin gii¢lii yanlarinin yaninda, sinirliliklarini da géz 6niinde
bulundurmak gerekmektedir. Performans 6l¢timleri hem galisanlardan hem de
yOneticilerinden alinmis olsa da, hipotezlerin yalnizca ¢alisanlardan alinan
Olciimlerle desteklenmesi ve diger tiim dl¢iimlerin yalnizca ¢alisanlardan alinmis
olmasi, ortak yontem sapmasini potansiyel bir sinirlilik haline getirmektedir. Fakat,
tiim performans dl¢limlerinde kisilerin kendi degerlendirmelerinin, yoneticilerinin
degerlendirmeleri ile ayn1 trendde olmasi ve yapilan dogrulayici faktor analizinin

sonuglar1 ortak yontem sapmasina dair endiseleri ortadan kaldirir niteliktedir.
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Appendix M: TEZ FOTOKOPISI iZIN FORMU

ENSTITU

Fen Bilimleri Enstittsi

Sosyal Bilimler Enstitiisii -

Uygulamali Matematik Enstitiisti

Enformatik Enstitiisi

Deniz Bilimleri Enstitiisii I:I
YAZARIN

Soyadi : CATALSAKAL

Ad1 : SILA

Boliimii : ENDUSTRI ORGUT PSIKOLOJISI

TEZIN ADI (ingilizce) : HOW TRAIT MINDFULNESS IS RELATED TO
JOB PERFORMANCE AND JOB SATISFACTION: SELF-REGULATION
AS A POTENTIAL MEDIATOR

TEZIN TORU : Yiiksek Lisans [} Doktora

1. Tezimin tamamindan kaynak gosterilmek sartiyla fotokopi alinabilir

2. Tezimin igindekiler sayfasi, 6zet, indeks sayfalarindan ve/veya bir

boliimiinden kaynak gosterilmek sartiyla fotokopi aliabilir.

3. Tezimden bir (1) y1l siireyle fotokopi alinamaz. -

TEZIN KUTUPHANEYE TESLIM TARIHI:

129



