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Abstract

This study aimed to investigate the relationships between employee engagement,
mindfulness, and quality of work-life and examined the potential predictive nature of employee
engagement and mindfulness on quality of work life among academicians of Kolkata, India. A
correlational research design was employed, with data collected from academicians working in
colleges and universities. Standardized measures were used to assess employee engagement,
mindfulness, and quality of work-life. Correlation and regression analysis were conducted to
test the hypothesized relationships. The results revealed a significant positive relationship
between employee engagement and overall quality of work-life, as well as specific dimensions
such as general well-being, job-career satisfaction, and working conditions. Notably, the
emotional and cognitive aspects of engagement demonstrated strong associations with work-
life quality. Mindfulness exhibited a significant relationship with overall quality of work life
and with the general well-being dimension. Both employee engagement and mindfulness
emerged as a significant predictor of quality of work-life. The findings have practical
implications for academic institutions, highlighting the importance of fostering employee
engagement to enhance work-life quality and overall well-being among academicians. Tailored
interventions and organizational support systems that promote emotional and cognitive
engagement could contribute to a healthier and more productive academic workforce. This
study extends the understanding of the intricate relationships between employee engagement,
mindfulness, and quality of work-life within the academic population, a context that has been
relatively understudied. It also contributes to the existing literature by exploring the unique
challenges and demands faced by academicians, which may influence these relationships.
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Introduction

In contemporary organizational discourse, the twin imperatives of employee
engagement and quality of work-life have garnered significant attention owing to their pivotal
role in driving organizational success and fostering employee well-being. Mental health
emerges as a cornerstone issue, deeply intertwined with both employee engagement and the
quality of work life. The modern workplace, characterized by relentless competition, rapid
technological advancements, and ever-increasing demands, has become a fertile ground for the
proliferation of mental health challenges. Amidst the myriad challenges posed by the
contemporary work landscape, there exists a burgeoning field of research that offers promising
avenues for intervention and enhancement. Central to this discourse is the concept of
mindfulness— being in a state of profound awareness and willingness to embrace what is
happening in the current moment without passing judgments. The word "mindfulness" is
derived from the Pali word "sati," which means awareness, attentiveness, and remembering in
ancient scriptures. (Pali is the original language used to record the Buddha's teachings.) In
1921, sati was originally translated as "mindfulness" in a dictionary (Davids & Stede
1921/2001). A moment-by-moment awareness of one's thoughts, feelings, physical sensations,
and environment is called mindfulness. An individual's capacity to consciously focus on their
experiences in the current moment is referred to as mindfulness (Coffey & Hartman, 2008).
Trait mindfulness (or sometimes called dispositional mindfulness) refers to the innate capacity
of paying and maintaining attention to the present moment with an open and non-judgmental
attitude (Brown & Ryan, 2003). Being open, accepting, interested, kind, nonjudgmental, and
accepting are all associated with mindfulness. Buddhist teachings provide the foundation for
mindfulness (Garrison, 2021). Mindfulness is consciously concentrating on the here and now,
without thinking about the past or the future, entailing acceptance of present-moment
awareness and happenings. It promotes paying attention to ideas and emotions as they come to
pass without getting too caught up in them, enhancing emotional regulation, cultivating
attention to the present moment what they are, despite how difficult or uncomfortable they may
be. This is a readiness to accept reality without opposition, not a sign of surrender. Using the
Mindful Attention Awareness Scale (MAAS) and other measures for mindfulness, Baer, Smith,
Hopkins, Krietemeyer, and Toney (2006) also found negative correlations between
dispositional mindfulness and psychological distress and positive correlations between
dispositional mindfulness and measures of positive adjustment.

The management literature has seen a rise in the popularity of research on work
engagement, which is defined as "[...] a positive, fulfilling, work-related state of mind that is
characterized by vigour, dedication, and absorption" (Schaufeli, Salanova, Gonzalez-Roma &
Bakker, 2002, p. 74). Kahn (1990) introduced the notion of job engagement as a means of
gauging the degree of a worker's psychological presence or absence from the workplace.
Research conducted worldwide indicates that highly engaged employees can significantly
contribute to a company's success, often leading to significantly higher profit margins. This has
sparked a growing interest in employee engagement over the past decade (Bakker et al., 2012).
. While assessing employee satisfaction has long been a common practice, it's now understood
that engagement directly correlates with a company's business performance (Peter et al., 2014).
, companies with high levels of engagement demonstrate a turnover rate that is 40% lower than
those with low engagement levels (Gallup, 2019). These findings underscore the significant
impact of employee engagement on organizational success and performance.
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Work engagement is defined as “the simultaneous employment and expression of a
person’s ‘preferred self” in task behaviors that promote connections to work and to others,
personal presence (physical, cognitive, and emotional), and active, full performances” (Kahn,
1990, p. 700). Employees with a high level of job engagement, for example, are
psychologically present; fully there; and employ and present themselves physically,
cognitively, and emotionally throughout their role performance. Disengaged workers, on the
other hand, act defensively and withdraw when performing their roles. Furthermore, engaged
workers pay attention, connect, integrate, and accomplish tasks with emphasis. They are more
sociable, eager to build relationships with coworkers, and inclined to give their all when
performing their jobs (Kahn, 1992).

Quality of Work-Life (QWL) refers to the management of work and personal life in a
manner that effectively meets the needs of both spheres. QWL focuses on providing
opportunities for employees to participate in decision-making, enhancing job satisfaction, and
enriching job roles, among other aspects. Among the first to use the term "Quality of Work
Life" in research on how the workplace affects employees' performance was Mayo in 1960.
The goal of quality of work life management is to foster an environment where employees are
partners in sharing a common goal and other subjective indicators in a free, autonomous, and
participatory manner. Research over the last decade has consistently emphasized the pivotal
role of employee engagement and quality of work life (QWL) in organizational success, with
engaged employees significantly impacting profitability and productivity.

According to Bhende et al. (2020) there is a general understanding that when employees
have a higher quality work-life balance, they will be happier at work, which will positively
affect their work-life balance. Daniel (2019) discovered that employee work performance,
which in turn impacts organizational performance, is favourably and strongly correlated with
a quality work life. It implies, therefore, that sustainability and attrition can be effectively
controlled in an organization with strong Quality Work Life policies and systems. Employee
involvement in decision-making will strengthen their sense of belonging and support the
coherence's meaningfulness element. In their study, Kermansaravi et al. (2014) highlight the
crucial link between job satisfaction and the quality of work life among faculty members,
underscoring the potential for enhancing job satisfaction by manipulating various components
of work life quality. They establish a significant positive correlation between these two
constructs, indicating that an improved quality of work life is associated with heightened job
satisfaction in faculty members.

Lyddy et al. (2021) have found that mindfulness reduces surface acting, look into the
idea that mindful employees may be more prone to self-control depletion when they engage in
surface acting, which could lead to unfavorable performance outcomes. Aranega et al. (2020)
discussed the process of putting into practice a programme using an intrapreneurship approach,
like mindfulness, which enhances emotional intelligence. The goal is for employees to use
mindfulness to develop role self-awareness and enhance the workplace. Johnson et al. (2019)
noticed mindfulness training raises awareness of the work and psychological environment as
well as individual situations, it can help employees perform better at work and be more
productive, behave well, and be happier in their jobs. Positive experiences with mindfulness
training can help workers identify workplace-related problems, communicate with managers
and coworkers, and increase productivity to better manage and control stress, strain, and
conflict. The way that workers feel about their jobs and workplace can be impacted by
meditation. Specifically, mindfulness training was crucial in lowering employees' stress,
anxiety, burnout, and discomfort while raising their awareness, drive, positive emotions,
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resilience, and general well-being. Additionally, the integration of mindfulness practices in the
workplace has emerged as a promising strategy for enhancing employee well-being and
organizational performance, with mindfulness shown to improve cognitive flexibility,
emotional regulation, and overall health while reducing stress and anxiety. Together, these
findings highlight the imperative for organizations to prioritize initiatives that promote
employee engagement, support QWL dimensions, and integrate mindfulness practices to foster
environments conducive to sustained success and innovation
Objectives of the research:
e To determine whether there is a relationship between employee engagement and quality
of work-life among academicians.
e To determine whether there is a relationship between dispositional mindfulness and
quality of work-life among academicians.
e To determine whether employee engagement predicts quality of work-life in among
academicians.
e To determine whether dispositional mindfulness predicts quality of work-life among
academicians.

Method
This research aims to explore relationships among Dispositional Mindfulness,
Employee Engagement, Quality of Work-Life and their dimensions.
Hypothesis
- HO1: There is no significant relationship between employee
engagement and quality of work-life among academicians.
A. HO1.1: There is no significant relationship between physical
engagement and quality of work-life among academicians.
B. HO01.2: There is no significant relationship between emotional
engagement and quality of work-life among academicians.
C. HO01.3: There is no significant relationship between cognitive
engagement and quality of work-life among academicians.
D. HO1.4: There is no significant relationship between employee
engagement and general well-being among academicians.
E. HO1.5: There is no significant relationship between employee
engagement and home-work interface among academicians.
F. HO01.6: There is no significant relationship between employee
engagement and job-career satisfaction among academicians.
G. HO01.7: There is no significant relationship between employee
engagement and control at work among academicians.
H. HO01.8: There is no significant relationship between employee
engagement and working conditions among academicians.
L. HO01.9: There is no significant relationship between employee
engagement and stress at work among academicians.
- HO02: There is no significant relationship between dispositional
mindfulness and quality of work-life among academicians.
A. HO02.1: There is no significant relationship between dispositional
mindfulness and general well-being among academicians.
B. HO02.2: There is no significant relationship between dispositional
mindfulness and home-work interface among academicians.
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C. HO02.3: There is no significant relationship between dispositional
mindfulness and job-career satisfaction among academicians.

D. HO02.4: There is no significant relationship between dispositional
mindfulness and control at work among academicians.

E. HO02.5: There is no significant relationship between dispositional
mindfulness and working conditions among academicians.

F. HO02.6: There is no significant relationship between dispositional
mindfulness and stress at work among academicians.
- HO03: Employee engagement does not predict quality of work-life among

academicians.
- HO04: Dispositional Mindfulness does not predict quality of work-life
among academicians.
Operational definition of the variables:
> Employee Engagement:

The extent to which academicians actively participate in their job roles, exhibit
enthusiasm, commitment, and investment in their work, and are mentally absorbed in tasks
related to teaching, research, and other academic responsibilities. This includes physical
engagement in job tasks, emotional connection to their work and workplace, and cognitive
involvement in problem-solving, decision-making, and innovation.

> Quality of Work-Life:

The holistic assessment of "Quality of Work-Life" among academicians encompasses
their perceived satisfaction, well-being, and balance in both professional roles and personal
lives. It comprises several dimensions, including general well-being, reflecting their overall
physical, mental, and emotional health; the home-work interface, assessing the integration of
work and non-work responsibilities; job-career satisfaction, encompassing contentment with
current roles and prospects for career advancement; control at work, measuring autonomy and
influence over tasks and environment; working conditions, evaluating the quality of the
academic workplace; and stress at work, reflecting the impact of job-related pressures on well-
being and job satisfaction.

> Mindfulness:

The degree to which academicians maintain dispositional mindfulness i.e., moment-to-
moment awareness of their thoughts, feelings, bodily sensations, and surrounding environment
in a non-judgmental and accepting manner is what mindfulness is about. This includes the
capacity to focus attention, regulate emotions, and cultivate present-moment awareness in daily
activities, both within and outside the workplace.

A correlational research design has been used. Purposive sampling method has been
used and the sample of 72 individuals has been selected based on the following inclusion and
exclusion criteria. Participants were within the age range of 25 to 55 years currently working
in a school or a university.

The tools used for assessing the variables were:

. The Mindful Attention Awareness Scale (MAAS) by Ryan, R.M., and
K.W. Brown (2003).- It is a one-dimensional 15-item measure created to evaluate a
fundamental aspect of mindfulness (acting with awareness): a receptive mental state in
which attention simply observes what is happening in the present moment while being
guided by a sensitive awareness of what is happening.
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. Job Engagement Scale (JES) by Rich et al. (2010) - This 18-item scale
is based on the seminal work of Kahn (1990), who described engagement as an
employee's simultaneous and comprehensive application of their physical, emotional,
and cognitive energies to their professional tasks. Kahn defines physical engagement
as the amount of effort workers put in to fulfill their job duties, emotional engagement
as the workers' feelings and emotional involvement in their work, and cognitive
engagement as the workers' mindfulness and mental focus on their work.

. Work-Related Quality of Life (WRQoL) Scale by Van Laar et al., 2007
— This is a psychometrically robust 23-item measure that assesses employees' perceived
quality of life based on six psychosocial sub-factors (General Well-Being, Home-Work
Interface, Job and Career Satisfaction, Control at Work, Working Conditions, Stress at
Work).

Statistical computations were done using Mean, Standard Deviation, Shapiro Wilk Test
(to determine the normality of the distribution), Spearman Correlation Coefficient, and Linear
Regression Analysis.
Results

Table 1: Sample Characteristics:

Categories N%
Age

25 to 40 years 52.8%
40 to 55 years 47.2%

Sexual Identity

Male 31.9%
Female 68.1%
Workplace

School 52.8%
University 47.2%
Work Experience

Less than 5 years 31.9%
5 to 15 years 22.2%
15 to 25 years 38.9%
More than 25 years 6.9%
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Table 2: Shapiro Wilk Test for Normality

Variables Shapiro Significance
Wilk Value Level

Employee 946 .004
Engagement

Physical .847 .000
Engagement

Emotional 902 .000
Engagement

Cognitive 908 .000
Engagement

Quality of 985 STT*
Work-Life

General Well- 947 .004
Being

Home-Work .960 .022
Interface

Job-Career 984 A472%
Satisfaction

Control at Work 957 014

Working 951 .007
Conditions

Stress at Work 958 .017

Mindfulness 934 .001

* Indicates that the variables are normally distributed at 0.05 level
As not all the variables are normally distributed, thus there is a significant difference

between the obtained distribution and normal distribution. Hence, non-parametric statistics
have been chosen for further analysis.
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Table 3: Mean and Standard Deviation of variables under study:
Variables Me Standard
an Deviation
Employee 77. 9.27715
Engagement 0694
Physical 25. 3.83254
Engagement 9583
Emotional 25. 4.26726
Engagement 3750
Cognitive 25. 3.43549
Engagement 7361
Quality of 85. 10.75230
Work-Life 7778
General Well- 21. 3.97439
Being 2500
Home-Work 10. 2.36956
Interface 1806
Job-Career 23. 2.98929
Satisfaction 2778
Control at Work 10. 2.12280
5278
Working 11. 1.163275
Conditions 1944
Stress at Work 5.6 1.86008
806
Mindfulness 64. 13.87368
6667
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Table 4:

Variables Correlation Sig. (2-tailed)
Coefficient

Employee Engagement and Quality of [ 0.487** 0.000
Work-Life
Physical Engagement and Quality of | 0.200 0.093
Work-Life
Emotional Engagement and Quality of | 0.646** 0.000
Work-Life
Cognitive Engagement and Quality of [ 0.509** 0.000
Work-Life
Employee Engagement and General Well- | 0.431%* 0.000
Being
Employee Engagement and Home-Work | 0.101 0.397
Interface
Employee Engagement and Job-Career | 0.662** 0.000
Satisfaction
Employee Engagement and Control at | 0.082 0.494
Work
Employee Engagement and Working [ 0.417** 0.000
Conditions
Employee Engagement and Stress at | 0.006 0.960
Work
Mindfulness and Quality of Work-Life 0.277* 0.018
Mindfulness and General Well-Being 0.249* 0.035
Mindfulness and Home-Work Interface 0.102 0.394
Mindfulness and Job-Career Satisfaction [ 0.212 0.074
Mindfulness and Control at Work 0.075 0.533
Mindfulness and Working Conditions 0.108 0.369
Mindfulness and Stress at Work 0.007 0.953

Relationship among the variables under study:

* Correlation is significant at the 0.05 level (2-tailed)
** Correlation is significant at the 0.01 level (2-tailed)

From Table 4, employee engagement has significant relationships with quality of work-
life, and its subscales General Well-Being, Job-Career Satisfaction, Working Conditions.
Similarly the subscales of Employee Engagement, Emotional Engagement and Cognitive
Engagement have significant relationships with Quality of Work-Life whereas Employee
Engagement does not have a significant relationship with Home-Work Interface, Control at
work, Stress at Work as well as Physical Engagement does not have a significant relationship
with Quality Work-Life. On the other hand Mindfulness does have a significant relationship
with Quality of Work-Life and it’s subscales except for General Well-Being. Therefore, we
can say that hypotheses HO1.1, HO1.5, HO1.7, HO1.9, HO2, H02.2, H02.3, H02.4, H02.5, and
HO02.6 have been accepted and hypotheses HO1, HO1.2, HO1.3, HO1.4, HO1.6, HO1.8, and H02.1
have been rejected.
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Table 5: Linear Regression Analysis between Employee Engagement and Quality of Work
Life and Mindfulness and Quality of Work-Life:

Criterion Measures Regression Coefficient | R Square

Employee Engagement and 0.499* 0.249
Quality of Work-Life

Mindfulness and Quality of 0.350%* 0.123
Work-Life

* Regression coefficients are significant at 0.05 level of significance.

As it can be seen from the table 5, 24.9% of change in quality of work-life can be
attributed to employee engagement, thus HO3 has been rejected. On the other hand, a
relationship was found to be present between mindfulness and quality of work-life, therefore
HO04 has been rejected. So the 12.3% of change in quality of work life can be attributed to
mindfulness.

Discussion

The key objective of this study was to investigate the relationship and effect of
employee engagement and mindfulness on quality of work-life and its different aspects. Table
1 summarized the participants’ demographic information, demonstrating a spread across two
sexual identities in which 31.9% identified as male and 68.1% identified as female. The age
range was 25 to 55 years, with the majority (52.8%) falling between 25 to 40 years and 47.2%
falling between the age of 40 and 55 years. Participants all work in either school or university
as teachers or professors. Their work experience varied in years from less than 5 years (31.9%),
5 to 15 years (22.2%), 15 to 25 years (38.9%) and more than 25 years (6.9%). Furthermore,
Table 2 showed that the data collected for different variables had a non-normal distribution
except for quality of work-life and its subscale job-career satisfaction.

Table 4 depicted the relationship between the variable under study using Spearman
Correlation Coefficient, revealed multiple significant associations. Notably, there is a
significant relationship of quality of work-life with emotional engagement and cognitive
engagement. Moreover, employee engagement has significant relationships with general well-
being, job-career satisfaction and working conditions. It also depicts that mindfulness has a
relationship with general well-being, an aspect of quality of work-life. Given the strong link
between employee engagement and quality of work-life, regression analysis was undertaken.
Table 5 shows the regression results for employee engagement and quality of work life. The
observed R-square value of 0.249 indicates that employee engagement can explain
approximately 24.9% of the variance in quality of work-life.

The results indicate a significant positive relationship between employee engagement
and quality of work-life, as well as with its subscales: general well-being, job-career
satisfaction, and working conditions. These findings align with previous research highlighting
the beneficial impact of engaged employees on various work-related outcomes (Bailey et al.,
2017; Costa & Loureiro, 2019). Highly engaged workers tend to experience greater job
satisfaction, positive well-being, and perceive their working conditions more favorably
(Chandani et al., 2016). The emotional and cognitive dimensions of engagement, in particular,
showed significant links with quality of work-life, underscoring the importance of employees
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feeling emotionally invested and cognitively absorbed in their work (Gunasekara & Zheng,
2019).

Engaged employees experience flow, boosting their perception of well-being, job
satisfaction, and working conditions. Conversely, a positive work-life balance with good well-
being and reduced stress allows for stronger emotional investment and cognitive absorption in
work, further fueling engagement. This reciprocal relationship is particularly evident in the
emotional and cognitive dimensions of engagement, where feeling valued and having the
mental space to focus amplify each other.

However, the results did not find significant relationships between employee
engagement and other aspects of quality of work-life, such as home-work interface, control at
work, and stress at work. Additionally, the physical engagement dimension failed to
demonstrate a meaningful association with overall quality of work-life. These findings
contradict some previous studies that suggested engagement could positively impact work-life
balance and perceptions of control (Leitdo et al., 2019; Puspitasari & Darwin, 2021). A
potential explanation could be the unique demands and challenges faced by academicians,
where the physical aspects of engagement may be less relevant to their work experiences.
Alternatively, the measures used for these constructs or the specific academic context could
have influenced the lack of significant relationships observed.

This divergence from some previous findings warrants further exploration. One
potential explanation lies in the unique demands of academic work. Unlike many professions,
the physical aspects of engagement might be less relevant for academicians. Their primary
focus might be on intellectual stimulation and problem-solving, achieved through activities like
research, writing, and teaching. This could explain the lack of association with physical
engagement. Another possibility lies in the specific measures used or the academic context
itself. The chosen scales for work-life balance, control at work, and stress might not have fully
captured the nuances experienced by academicians. For an academician, however, work-life
integration might be more relevant, where research or writing bleeds into evenings or weekends
due to the nature of their projects and the passion they bring to their work. Similarly, "control
at work" might translate differently for an academic. While they might not have direct control
over curriculum or administrative decisions, they might have significant autonomy in shaping
their research agendas and teaching styles. The culture within academia itself could be a factor.
A strong sense of community and shared purpose among academicians might mitigate some of
the work-life conflict and stress typically experienced in other professions. Further research
that delves deeper into these possibilities and utilizes measures more tailored to the academic
context could shed light on these intriguing null findings.

Remarkably, the results indicate that mindfulness does have a significant but low
correlation with quality of work-life and its subscales, general well-being. These findings
slightly contradict existing literature that has consistently linked mindfulness with improved
work-life balance, job satisfaction, and reduced stress levels (Althammer et al., 2021; McNall
et al., 2021). One potential explanation could be the specific nature of mindfulness
interventions or practices employed in the organizations, which may have been less effective
in influencing broader aspects of work-life quality. Alternatively, the academic context and
unique challenges faced by this population might require tailored mindfulness approaches to
yield more comprehensive benefits.

To delve deeper into the surprising modest impact mindfulness had on most quality of
work-life aspects, the mindfulness interventions can be explored themselves. The organizations
participating in the study might not have offered a comprehensive enough range of mindfulness
practices. Perhaps they focused solely on meditation techniques, neglecting aspects directly
applicable to work-life challenges. For academicians, incorporating practices like mindful
communication or managing workload could be particularly relevant to their well-being.
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There's also the possibility of a delivery method mismatch. Maybe the way mindfulness was
introduced (e.g., workshops vs. individual coaching) didn't resonate with academicians'
learning preferences or busy schedules. Exploring alternative delivery methods tailored to their
needs, like shorter, more frequent online sessions, could be beneficial.

The analysis revealed that employee engagement can be responsible for the 24.9% of
the variance in quality of work-life among academicians. This finding aligns with the Job
Demands-Resources model (Bailey et al., 2017), which posits that engaged employees possess
greater personal resources to cope with job demands, leading to more positive work
experiences. The predictive power of engagement on work-life quality is also supported by
studies highlighting its role in fostering job satisfaction, productivity, and organizational
commitment (Rasool et al., 2021; Wang et al., 2020).

This finding can be further explained by considering the specific characteristics of
engagement and how they influence the quality of work-life for academicians. Engagement
fosters a sense of meaning and purpose in work, which acts as a buffer against stress and
burnout often associated with high workloads and long hours in academia. The feeling of being
competent and capable that comes with engagement empowers academicians to navigate
challenges and manage their work effectively, reducing feelings of overwhelm and contributing
to a better work-life balance. The state of flow associated with engagement allows for deeper
absorption in tasks, leading to increased productivity and a sense of accomplishment. This
efficiency can free up time for personal pursuits and contribute to healthier work-life
integration. For academicians who are passionate about their research and teaching, the
boundaries between work and personal life can blur. Engagement allows them to find meaning
and fulfillment in their work, potentially reducing the negative aspects of work-life conflict
often experienced in other professions.

Interestingly, the results also indicate that mindfulness significantly predict quality of
work-life among academicians. As per the result table, mindfulness can be responsible for the
12.3% of the variance in quality of work-life among academicians. This aligns with some
previous research suggesting that mindfulness can enhance work-life balance and well-being
by promoting attentional focus, emotional regulation, and acceptance (Lyddy et al., 2021;
Taylor & Millear, 2016). However, it is important to note that the effectiveness of mindfulness
interventions may depend on factors such as program design, duration, and individual
differences in receptivity and practice (Shahbaz & Parker, 2021). Additionally, the unique
demands and stressors faced by academicians might require more targeted mindfulness
approaches to significantly impact their overall work-life quality.

The findings can have a few possible explanations. Academicians may vary in their
ability to effectively engage with and apply mindfulness techniques in their work and personal
lives.

Factors such as personal beliefs, motivation, and prior experience with mindfulness
could have influenced the extent to which participants truly embraced and practiced the
mindfulness principles. The academic environment or cultural context in which the study was
conducted may have played a role in shaping the effectiveness of mindfulness interventions on
work-life quality. Certain cultural norms, beliefs, or attitudes towards mindfulness practices
could have influenced their impact on work-related outcomes. Potential confounding variables,
such as job characteristics, organizational support, or individual differences, could have
masked or diminished the effects of mindfulness.

Conclusion, Limitations, Implications
Conclusion
The present study investigated the relationships between employee engagement,
mindfulness, and quality of work-life among academicians in India. The findings revealed a
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significant positive association between employee engagement and overall quality of work-
life, as well as specific dimensions like general well-being, job-career satisfaction, and working
conditions. Notably, the emotional and cognitive aspects of engagement demonstrated strong
links with work-life quality, underscoring their importance. However, no significant
relationships were observed between employee engagement and aspects of quality of work life
such as home-work interface, control at work, and stress levels, potentially due to the unique
nature of academic work.

Mindfulness exhibited a significant relationship with quality of work-life and it
dimension general well-being. This aligned with previous literature suggesting mindfulness
enhances work-life balance and job satisfaction. Furthermore, employee engagement emerged
as a significant predictor of quality of work-life, accounting for 24.9% of the variance. This
finding aligns with theoretical models positing that engaged employees possess greater
resources to cope with job demands, leading to more positive work experiences. Mindfulness
also emerged as a significant predictor of quality of work-life, accounting for 12.3% of the
variance.

Overall, the study contributes to the understanding of factors influencing the work-life
quality of academicians and highlights the potential benefits of fostering employee engagement
and mindfulness within academic institutions.

Limitations

While the present study offers valuable insights, certain limitations should be
acknowledged. First, the cross-sectional nature of the data precludes inferences about causality.
Longitudinal studies tracking changes in employee engagement, mindfulness, and work-life
quality over time would provide a more robust understanding of the relationships.

Additionally, the study relied on self-report measures, which may be susceptible to
response biases. Future research could incorporate objective measures or multi-source data to
triangulate findings.

Another potential limitation lies in the generalizability of the results. The study focused
exclusively on academicians in Indian metropolitan city, and cultural or contextual factors
might influence the observed relationships. Replicating the study across diverse academic
settings and regions would enhance the generalizability of the findings.

Future Suggestions
Based on the findings and limitations, several avenues for future research can be
proposed:

- Exploring the role of mindfulness interventions tailored specifically for
academicians, addressing their unique work-life challenges and demands. Examining
the impact of such interventions on various dimensions of work-life quality could yield
valuable insights.

- Investigating potential moderators or mediators in the relationships
between employee engagement, mindfulness, and work-life quality. Factors such as
organizational support, job characteristics, or individual differences might influence the
strength and nature of these associations.

- Conducting longitudinal studies to establish causal relationships and
examine the long-term effects of employee engagement and mindfulness on work-life
quality. Such studies could also explore potential reciprocal relationships between these
variables over time.

- Expanding the research to include a more diverse sample of
academicians across different regions, institutional types, and cultural contexts. This
would enhance the generalizability of the findings and capture potential variations in
the observed relationships.
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- Qualitative investigations could provide deeper insights into the lived
experiences of academicians, shedding light on the nuances of work-life quality,
engagement, and mindfulness within this population.
Implications

The findings of this study have several theoretical and practical implications that
contribute to our understanding of the workplace, mental health, and organizational
development.

Theoretical Implications

- The study contributes to the existing literature by extending the
understanding of the relationships between employee engagement, mindfulness, and
quality of work-life to the academic population.

- The results highlight the importance of considering the unique demands
and challenges faced by academicians when studying these constructs, as some findings
diverged from previous research in other contexts.

- The study supports the Job Demands-Resources model by
demonstrating the predictive power of employee engagement on work-life quality,
suggesting that engaged employees possess greater resources to cope with job demands.

Practical Implications for the Workplace

- Academic institutions can benefit from implementing initiatives and
interventions aimed at fostering employee engagement, as it has been shown to
positively impact various dimensions of work-life quality and overall well-being.

- By promoting emotional and cognitive engagement among
academicians, institutions can enhance job satisfaction, productivity, and a sense of
meaning and purpose in their work.

- Engaged employees are more likely to experience positive emotions,
better coping mechanisms, and increased resilience, contributing to a healthier and
more positive work environment.

Implications for Mental Health

- The significant relationship between employee engagement and general
well-being among academicians highlights the potential mental health benefits of
cultivating an engaged workforce.

- Engaged employees are better equipped to manage stress and maintain
a healthy work-life balance, reducing the risk of burnout and other mental health issues
often associated with academic professions.

- While mindfulness did not exhibit a significant impact on most work-
life quality dimensions, its potential for enhancing general well-being should not be
overlooked, and further exploration of tailored mindfulness programs for academicians
is warranted.

Implications for Organizational Development

- By fostering employee engagement and promoting a positive work-life
quality, academic institutions can contribute to the overall development and success of
their organization.

- Engaged and satisfied employees are more likely to be productive,
innovative, and committed to their institution, ultimately contributing to its growth and
achievement of its goals.

- Recognizing the unique challenges and demands faced by academicians
is crucial when developing strategies to enhance their work-life quality. Tailored
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interventions and organizational support systems can help create a culture that values
and supports the well-being of its academic staff.

- Investing in initiatives that promote employee engagement and work-
life quality can lead to reduced turnover rates, improved recruitment and retention of
top talent, and a positive reputation for the institution.

By addressing the limitations and expanding upon the findings through future research,
a more comprehensive understanding of the complex interplay between employee engagement,
mindfulness, and quality of work-life in the academic context can be achieved. This knowledge
can inform the development of effective strategies and interventions to support the well-being,
mental health, and overall success of academicians and their institutions, ultimately
contributing to a thriving and sustainable academic ecosystem.
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