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ABSTRACT

MINDFULNESS AND WORK-LIFE BALANCE AMONG MALAYSIAN

AUDITORS: WORK ENGAGEMENT AS A MEDIATOR

Methene a/p Ganesan

Work-life balance (WLB) is a growing concern among Malaysian auditors, as high
stress, long hours, and demanding deadlines challenge their well-being. This study
explores the role of mindfulness in enhancing WLB, with work engagement acting
as a mediator among Malaysian audit professionals. Drawing from Fredrickson’s
broaden-and-build theory, this research examines how mindfulness can foster
positive emotions, leading to greater work engagement and improved WLB. A
cross-sectional design was used, with data collected from 387 Malaysian auditors
through online surveys. The study employed validated measures, including the
Mindful Attention Awareness Scale (MAAS), the Utrecht Work Engagement Scale
(UWES), and a WLB scale. Findings revealed a significant positive relationship
between mindfulness and WLB, and work engagement partially mediated this
relationship. Higher mindfulness levels among auditors were associated with
increased work engagement, which, in turn, contributed to better WLB. These
insights suggest that mindfulness practices can effectively foster a more balanced

and engaged workforce in high-stress professions. The outcomes offer practical

iv



recommendations for audit firms to incorporate mindfulness-based interventions,

potentially reducing turnover rates and promoting a healthier work environment.

Keywords: mindfulness, work-life balance, work engagement, Malaysian auditors,
broaden-and-build theory

Subject Area: BF636-637 Applied psychology
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CHAPTER 1

INTRODUCTION

1.1  Background of the Study

A recent study by Remote, which is a human resource company, has
ranked Malaysia as 59th out of 60 countries for work-life balance (HR Asia,
2024). In a study by a security specialist, Kuala Lumpur ranked 47" from 50
major cities for “Top and Bottom cities for work-life balance 2020,” (Kisi,
2020).

Similarly, another report by The Malaysian Insider stated that 60% of
Malaysian employees felt that their working hours obstructed quality time with
their families (Gomez, 2013, as cited in Hasan & Teng, 2017). As the times
have evolved, work-life balance among employees in Malaysia, more precisely
in Kuala Lumpur, has been substandard. When the Malaysian Institute of
Accountants held a survey among Malaysian auditors, they discovered a
whopping 77 percentage of them did not feel like their profession had work-life

balance (1zma, 2018).

Work-life Balance (WLB) has been a prevalent topic among researchers
for years (Jayasingam et al., 2021) and while in the past employees would look
for a clear boundary between both work and their life outside it, nowadays
those boundaries have become increasingly blurred (Gaskell, 2020). According
to Dhas (2015), WLB involves creating a healthy working environment that
allows employees to balance both their responsibilities within and outside of

work, resulting in an increase in loyalty and productivity to their organization.



Among the many interpretations of WLB, is one proposed by Kossek et al.
(2014) who defined it as a universal experience of working people that blends
their multiple roles in life in an attempt to achieve stability. They further
describe it to be a concept that is person specific and holds varying significance

at different stages of an individual’s career and life.

International research confirms that WLB plays a central role in
employee outcomes. For instance, studies in Portugal show that WLB
significantly impacts employees’ quality of life (Ramos et al., 2015), while
evidence from Nigeria highlights that supportive WLB practices enhance
productivity and organizational performance (Abioro et al., 2018). In Malaysia,
Latif et al. (2023) explored how WLB affects job performance among working
women in West Malaysia. Their study found that when women are able to
manage their time effectively between work and personal life, their job

performance improves significantly.

In the auditing profession, the challenges of WLB are particularly
severe. Auditors face strict deadlines, heavy workloads, and frequent overtime,
which often contribute to stress and burnout (Suhaimi et al., 2018). Surveys by
the Malaysian Institute of Accountants (MIA, 2018) reported that more than
half of auditors felt their profession lacked WLB, with many frequently
bringing work home. Limao et al. (2024) found that work overload indirectly
increased turnover intention through reduced WLB, while in Big-4 firms,
WLB directly affected turnover. Similarly, Hui et al. (2023) observed that
WLB challenges affected turnover intention in public accounting firms.
Collectively, these studies underscore the complex and context-dependent role

of WLB in influencing auditors’ stress, satisfaction, and retention across
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different organizational settings.

Mindfulness has also been gaining attention from organizational
scholars as a promising strategy to address these concerns (Good et al., 2015)
for its potential to reduce stress and benefits in psychological well-being in the
workplace (Jamieson & Tuckey, 2017). However, there is a relatively
underexplored area of research on how employees manage work-home
boundaries (Kreiner et al., 2009) and how mindfulness can serve as a strategy
to improve WLB (Michel et al., 2014). Recent reviews of mindfulness at work
have pointed out that many studies focus on health or individual outcomes,
while organizational outcomes like WLB remain underexplored

(Panditharathne et al., 2021; Stuart-Edwards, 2023).

Another important concept is that of work engagement which was first
coined by William Kahn in 1990 which refers to a fulfilling and positive state
of mind characterized by vigor, dedication, and absorption (Schaufeli &
Bakker, 2004). When detailing the significance of work engagement, Vaksalla
and Hashimah (2015) elaborated that increased work engagement enhances
employee productivity, lowers absenteeism, reduces work-related accidents
and contributes to overall job satisfaction. Other than benefiting employees,
Suan and Nasurdin (2016) highlight that work engagement also led to
improved customer satisfaction and superior quality of service. Although the
importance of work engagement is increasingly recognized, research in this

area remains limited.

Studies on the association between work engagement and mindfulness,
such as the one conducted in Australia by Gunasekara and Zheng (2018), are

predominantly based in developed countries. The significance of work
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engagement and its relationship with mindfulness is understudied in
developing countries such as Malaysia (Khan et al., 2020). This study is
guided by Fredrickson’s (2001) broaden-and-build theory of positive emotions
and Hobfoll’s (1989) conservation of resources theory. Together, these
theories explain how mindfulness builds personal and psychological resources

that foster work engagement, which then spill over to improve WLB.

Despite these promising findings, empirical research that directly
examines the interplay of mindfulness, work engagement, and WLB in
Malaysia, particularly among auditors remains limited. This study addresses
this gap by investigating how mindfulness influences WLB through the
mediating role of work engagement, providing clearer insights into how these

dynamics unfold within the Malaysian audit profession.

1.2 Problem Statement

Attaining a healthy WLB has become a major concern worldwide, and
Malaysia is no exception. Surveys show that more than 60% of Malaysian
employees struggle with long working hours, leaving them inadequate time
with their families, while 60% also reported that their workplaces fail to
implement supportive WLB initiatives (JobStreet.com, 2013). More recently,
67% of Malaysian employees reported feeling burnt out and 55% rated their
WLB as ‘poor’ (HR Hub, 2024). The quality of WLB among Malaysian
employees has proven to be below average as Kuala Lumpur ranked among the
lowest cities with WLB in a recent survey (Kisi, 2020). Additionally, a survey
by Vase.ai involving 1,024 employees found that 40% believe their WLB
needs improvement (Vase.ai, 2020). Despite employees’ strong desire for
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better WLB, there is a notable scarcity of WLB policies and initiatives in

Malaysia, with much room for improvement (Noor & Mahudin, 2015).

Auditors, as one of the high stress professions affected by WLB
challenges, face high workloads, tight deadlines and frequent overtime
(Suhaimi et al., 2018). A survey by the Malaysian Institute of Accountants
(MIA) on 2,418 auditors revealed that a large majority, 77% of them felt they
lacked WLB, and 84% frequently took work home (I1zma, 2018). The poor
WLB levels among the audit profession is also reflected by high turnover rates
among auditors, partly driven by WLB challenges (Malaysian Institute of
Accountants, 2018). These challenges have made WLB a critical issue for

talent retention and organizational sustainability in the auditing profession.

Malaysian auditors have called for improved WLB standards,
highlighting the critical need for such reforms (Audit Oversight Board &
Association of Chartered Certified Accountants [ACCA], 2013). Staffing
Industry Analysts (2020) reported that 69% of Malaysian employees prioritize
WLB, coming in second to higher salary and benefits, when selecting an ideal
employer. Similarly, a global survey by ACCA found that 61% of finance
professionals viewed auditors” WLB negatively, making it a key factor
affecting talent attraction and retention in the profession (ACCA, 2024). Given
that a majority of Malaysian employees consider WLB essential for a healthy
lifestyle (Randstad, 2014), and that employers who offer a good WLB are
highly sought after (Gim & Ramayah, 2019), addressing this issue is crucial
for employee well-being, as well as for employers, human resource teams and

recruiters who aim to recruit and retain talent.

International research also confirms that accountants and auditors are
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particularly vulnerable to stress and burnout compared to other professions
(Chartered Accountants Benevolent Association [CABA], 2022). However,
while WLB has been studied in broader occupational contexts (Sonnentag &
Fritz, 2015), research specifically on auditors especially in Malaysia still

remains limited (Nahartyo & Kurniawan, 2019; Shaari & Khalid, 2020).

Recent evidence also highlights the growing importance of
mindfulness for auditors. For instance, Mohd-Sanusi et al. (2021)
demonstrated that mindfulness supports resilience and ethical decision-making
among Malaysian auditors, while Sutton et al. (2021) found that higher
mindfulness reduced dysfunctional audit behaviours such as premature sign-
off. These findings strengthen the case for studying mindfulness in the

auditing profession within Malaysia.

Mindfulness, widely studied in organizational psychology, is emerging
as a potential approach to enhance WLB, yet its application in the auditing
field remains underexplored (Althammer et al., 2021; Hiilsheger et al., 2013).
Recent studies show that mindfulness is strongly associated with lower stress,
higher work engagement, and improved quality of life (Bartlett et al., 2021,
Kadir et al., 2022). However, its effectiveness in improving WLB and work
engagement among Malaysian auditors has not been thoroughly investigated.
Although existing studies have separately established the links between
mindfulness and work engagement, and between work engagement and WLB,
there is a clear absence of research that tests work engagement as a mediator
between mindfulness and WLB (Khan, 2020; Witriaryani et al., 2022). Guided
by Fredrickson’s (2001) broaden and build theory and Conservation of

Resources theory by Hobfoll (1989), this study positions work engagement as a
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key psychological resource through which mindfulness can translate into
improved WLB. Investigating engagement as a mediator allows this study to
bridge two established relationships into an integrated framework, helping to
uncover whether mindfulness improves auditors” WLB through heightened
engagement. This study aims to address these gaps by exploring how
mindfulness can enhance WLB with work engagement as a mediator, among

Malaysian audit professionals.

Drawing from the problem above, four research questions are developed:

1. Isthere a positive relationship between mindfulness and work

engagement among Malaysian audit professionals?

2. Isthere a positive relationship between work engagement and WLB

among Malaysian audit professionals?

3. Isthere a positive relationship between mindfulness and WLB

among Malaysian audit professionals?

4. Does work engagement mediate the relationship between mindfulness

and WLB among Malaysian audit professionals?

1.3 Significance of Study

The objective of this study is to determine the relationship between
mindfulness and WLB with work engagement as a mediator among Malaysian
auditors. This study holds significant value both theoretically and practically in
the context of WLB, mindfulness, and work engagement within Malaysia's
audit industry. Given the critical role this sector plays in Malaysia's economic

and financial structure, coupled with its high staff turnover rates due to poor
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WLB, this research aims to bridge a substantial gap in current literature.
Specifically, it seeks to investigate the influence of mindfulness on WLB
through work engagement among Malaysian audit professionals, a subject area

that remains underexplored (Shaari & Khalid, 2020).

Theoretically, this study contributes to the understanding of the
relationship between mindfulness, a practice known for enhancing emotional
resilience and job satisfaction (Allen & Kiburz, 2012), with work engagement
and WLB. By integrating mindfulness into the discussion of WLB in high-
stress professional settings such as auditing, this research builds on
Fredrickson's broaden-and-build theory, which suggests that positive emotions
help the development of cognitive and emotional resources, thereby improving
overall life outcomes (Fredrickson, 2001). This study will provide insight into
the relationship between mindfulness, work engagement and WLB, offering a
more comprehensive understanding of these connections in high-demand

occupational settings.

Practically, the findings will offer valuable insights for Malaysian auditors
and audit firms. For individual auditors, the study will demonstrate if
mindfulness techniques can serve as effective tools for improving WLB. For
audit firms, the research could guide the integration of mindfulness-based
interventions into human resource strategies, potentially enhancing employee
engagement, reducing attrition, and fostering a healthier, more productive work
environment (Nahartyo & Kurniawan, 2019). Additionally, the results may
inform policymakers and industry regulators, such as the Malaysian Institute of
Accountants (MIA), in developing regulations that promote mental health and

WLB within the audit sector.



Furthermore, this research lays the groundwork for future studies
exploring the intersections of mindfulness, work engagement, and WLB in
other high-pressure professions, such as healthcare and law, where stress and
burnout are prevalent (Karatepe & Karadas, 2014). By offering a thorough
examination of how mindfulness impacts the relationship between work
engagement and WLB, this study has the potential to inspire broader

applications and interventions across various professional fields.

1.4 Research Objectives

1. To examine the positive relationship between mindfulness and
work engagement among Malaysian auditors.

2. Toexamine the positive relationship between work
engagement and WLB among Malaysian auditors.

3. To examine the positive relationship between
mindfulness and WLB among Malaysian auditors.

4. To identify the mediating effect of work engagement in the
relationship between mindfulness and WLB among Malaysian

auditors.



1.5  Hypotheses

The hypotheses for this study are:

H1: There is a significant relationship between mindfulness and work

engagement among Malaysian audit professionals.

H2: There is a significant relationship between work engagement and

WLB among Malaysian audit professionals.

H3: There is a significant relationship between mindfulness and WLB

among Malaysian audit professionals.

H4: Work engagement significantly mediates the relationship between

mindfulness and WLB among Malaysian audit professionals.

1.6  Conceptual Framework

The primary aim of this study is to examine the relationship between
mindfulness and WLB with work engagement as the mediator. The
independent variable is mindfulness. The dependent variable on the other hand
is WLB and work engagement is the mediator in this relationship. Figure 1.1
shows the relationship between mindfulness, WLB and work engagement.
Arrows A and B show the indirect relationship of mindfulness and WLB
through the mediating variable of work engagement. Arrow C shows the direct

relationship of the independent and dependent variables.
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Work Engagement

Mindfulness < Work-life Balance

. /

Figure 1.1: Proposed Conceptual Framework of the Study “Mindfulness and

WLB among Malaysian auditors: Work engagement as a mediator”.

1.7 Conceptual and Operational Definition

1.7.1 Mindfulness

Conceptual Definition. Concept of open-minded awareness and
consciousness of an individual's surrounding current events and
experiences. It is the process of being consciously aware of an
individuals' self and surroundings without judgment (Brown et al.,

2003).

Operational definition. Mindfulness is measured using the Mindful
Attention Awareness Scale (MAAS; Brown & Ryan, 2003) which
comprises 15 items and is used to measure an individual’s conscious
attention and awareness of the present moment. Higher score indicates

higher mindfulness.
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1.7.2

1.7.3

Work Engagement

Conceptual definition. Work engagement is defined as the opposite of
burnout, it is when employees feel enthusiasm and a have a productive
relationship with work related tasks and are capable of meeting the

demands of their work competently (Schaufeli & Bakker, 2004).

Operational definition. Work engagement is measured using the
Utrecht Work Engagement Scale (UWES), the 17-item version
developed by Schaufeli and Bakker (2004). The items are influenced
by three main factors which are vigor, dedication and absorption.

Higher score indicates higher level of work engagement.

WLB

Conceptual definition. WLB refers to the degree to which individuals
are equally engaged in and satisfied with their work and non-work roles,
while perceiving these domains as compatible and supportive of their
overall life priorities (Greenhaus & Allen, 2003; Kalliath & Brough,
2008).

Operational definition. WLB is measured by the Work-life Balance
scale developed by Brough et al. (2009). The scale can be used to

gauge where the employees stand on their work and non-work life.
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CHAPTER 2

LITERATURE REVIEW

2.1 Mindfulness

“Mindfulness means paying attention in a particular way: on purpose, in the present

moment, and nonjudgmentally” (Kabat-Zinn, 1991, p. 4).

Mindfulness generally comes from the roots of Buddhist philosophy,
the meaning of mindfulness translates to the Buddhist word sati, which means
“intentness of mind,” “lucidity of mind,” and “wakefulness of mind” (Glomb et
al., 2011). The concept of mindfulness has three main components: purpose,
presence, and acceptance (Naik et al., 2013). Purpose refers to deliberately
directing attention rather than letting it wander, presence describes being fully
engaged in the current moment, and acceptance involves observing thoughts,

emotions, and sensations without judgment.

Neuroscience research shows that mindfulness shapes how the brain
works. Treves et al. (2024) found that it strengthens networks linked to
attention, emotion, self-awareness, and body awareness. On the other hand,
Zhou et al. (2023) showed that mindful attention helps the brain manage its
activity, making it easier for people to regulate their thoughts, emotions, and

behavior when under pressure.

Sutcliffe et al., (2016) conducted a review emphasizing that
mindfulness should not be viewed solely as an individual practice, but also in
terms of collective and organizational contexts. Their review confirms

associations between trait mindfulness and positive outcomes such as

13



engagement, well-being, and resilience. However, they caution that
mindfulness benefits are not universal, as certain boundary conditions may
limit its effects. Importantly, they identified significant research gaps,
including the dominance of Western samples and limited cross-cultural
studies, which highlights the need for research in underrepresented professions

and regions.

In another study, Eby et al. (2019) conducted a qualitative review of 67
mindfulness-based training interventions among employees. They found that
the majority used only a single follow-up assessment immediately after
training. About 61.2% included a control group, which strengthens reliability.
Eby et al. (2019) also identified significant research gaps, noting the need for
context-specific studies, particularly in high-stress professions such as

auditing.

According to Passmore (2019), mindfulness in organizations was not
only about cultivating present-moment awareness but also about reducing
mindlessness, which is defined as functioning on autopilot without conscious
attention. Mindlessness often manifests as mental wandering, repetitive
negative thoughts, and emotional interference that disrupt task performance. In
contrast, mindfulness promotes reflective awareness, enabling employees to
notice distractions, regulate emotions, and refocus on work tasks. By helping
employees come out of autopilot and manage wandering thoughts, mindfulness
allows them to focus more and stay present with their work. This improved
control of attention makes it easier to stay engaged, even in demanding or

high-pressure environments.

Mindfulness in the context of the auditing profession, which is

14



characterized by strict deadlines, complex standards, and limited autonomy,
has shown to offer practical benefits. Herda et al. (2019) found that auditors
with higher workplace mindfulness were less likely to engage in audit quality-
threatening behavior. Their study also showed that supervisor coaching could
indirectly foster mindfulness, which in turn reduced dysfunctional behaviors.
These findings suggest that mindfulness not only protects individual well-
being but also enhances ethical decision-making and audit quality. In addition,
recent evidence shows that auditors with higher levels of mindfulness
demonstrate greater professional resilience, which in turn enhances audit

quality (Pourmazaheri et al., 2024).

In the Malaysian context, mindfulness has been associated with several
positive workplace outcomes. Khan et al. (2021) reported that mindfulness was
strongly linked with higher employee engagement, improved well-being, and
lower perceived stress among Malaysian professionals. More recently,
Wulandari et al. (2025) showed that resilience among auditors was positively
related to workplace mindfulness, which in turn reduced burnout and enhanced
job satisfaction. Together, these findings indicate that mindfulness is not only a
personal resource but also a professional competency that can strengthen
auditor resilience, improve performance, and support well-being in demanding

environments.

22 WLB

WLB was not a topic of interest among academics until the mid-60s
(Bataineh, 2019). Lewis and Beauregard (2018) explored how WLB is
interpreted across different contexts and emphasized that it is not a fixed
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concept. Instead, it may change over time and across different circumstances.
Contrary to the common misconception that WLB means an equal division of
time between work and personal life, Wong et al. (2017) highlight that it also
involves the roles and responsibilities individuals manage in both aspects of
their lives. The constant changes and demanding needs faced by employees in
the current fast-tracked working environment create a market for WLB among

employees in organizations.

The term ‘life’ in WLB according to Kalliath and Brough (2008), is
explained as all activities and responsibilities one has outside of their work.
They mention that ‘life’ encompasses more than managing family
responsibilities but also includes an individual’s interests and pursuits that
contribute to their sense of fulfillment outside of work. This would encompass
everything outside of work such as personal time, family, hobbies and leisure

activities that make one feel fulfilled.

In the auditing profession, WLB has become a critical issue given the
nature of audit work. Auditors face long working hours, peak-season
workloads, and high job demands, which can lead to stress, burnout, and poor
WLB (Suhaimi et al., 2018). Recent empirical research in Sarawak found that
WLB is significantly linked to higher job satisfaction and lower turnover
intention among accounting personnel (Sim et al., 2023). Moreover, national
talent surveys show increasing WLB expectations in 2022 where 70% of
Malaysians ranked WLB as a critical factor when choosing employers

(Randstad, 2022).
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2.3  Work Engagement

Work engagement refers to the level of an employee’s involvement in
their work, characterized by absorption, dedication, and vigor (Schaufeli &
Bakker, 2004). It involves employees fully investing their physical, emotional,
and mental resources into their work tasks (Bakker, 2011). Engaged employees
tend to exhibit higher productivity, making work engagement a key focus for

human resource management (Gujral & Jain, 2013).

Kuok and Taormina (2017) explain that work engagement can be
broken down into three components: cognitive, emotional, and physical
engagement. These elements reflect how deeply individuals are absorbed in
their tasks, whether through focused attention, emotional investment, or
physical effort. Other researchers have highlighted similar factors, emphasizing
that passion and dedication are central to work engagement (Bakker et al.,
2012; Schaufeli, 2013). In this study, work engagement refers to a positive
psychological state marked by high levels of vigor, dedication, and absorption
(Schaufeli & Bakker, 2004). Vigor refers to the mental resilience and energy
employees bring to their work, dedication reflects their commitment and sense
of meaning in their roles, and absorption describes the deep focus and

immersion in their tasks (Kort, 2016).

Recent empirical findings further underscore the importance of work
engagement in both Malaysian workplaces and the auditing profession. In
Malaysia, Hossan et al. (2024) found that work engagement is strongly shaped
by the job demands—resources framework, where autonomy, supportive
leadership, and meaningful work significantly enhance employees’ energy and

dedication. Within the auditing field, studies show similar patterns. Amar et al.
17



(2025) demonstrated that authentic leadership fosters higher work engagement
among auditors by cultivating psychological safety and strengthening their
sense of meaning at work. Likewise, Ucol (2024) reported that auditors
working under flexible work arrangements exhibited greater engagement and
job performance, suggesting that supportive working conditions can reduce the
pressures typically associated with auditing. Together, these studies highlight
that work engagement is not solely an individual attribute but is also shaped by
the leadership, available job resources, and work conditions which are factors
particularly relevant in demanding and high-stress professions such as

auditing.

These insights reinforce the relevance of examining work engagement
within the Malaysian auditing context. As recent studies show, auditors’
engagement levels fluctuate based on the availability of resources, the presence
of supportive leadership, and the degree of flexibility in their work conditions.
Building on this, the present study extends the literature by exploring how
mindfulness contributes to work engagement among Malaysian audit

professionals and how this, in turn, enhances their WLB.

24 Mindfulness and Work Engagement

Recent empirical studies have started to examine how mindfulness
leads to greater work engagement. Chen et al. (2022) found that mindfulness
enhances work engagement indirectly through work meaningfulness,
emotional regulation, and job competence. Employees who practiced
mindfulness were better able to interpret their work as meaningful, regulate
negative emotions, and feel capable in task execution, therefore improving
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their work engagement. This aligns with Fredrickson’s (2001) broaden-and-
build theory, suggesting that mindfulness fosters positive emotions and

resources which in turn improve employee work engagement.

Earlier studies add depth and perspective as Malinowski and Lim
(2015) found that mindfulness cultivates positive affect, hope, and optimism,
which in turn enhance work engagement. Adding to this, Zheng et al. (2018)
applied the concept of psychological flourishing, using Fredrickson’s (2001)
broaden-and-build theory to explain the relationship between mindfulness and
work engagement. They suggested that mindfulness fosters psychological
flourishing, leading to an increase in positive emotions that in turn build

resources that improve employees' work engagement

Wiroko and Evanytha (2019) contributed to this discussion by
examining the mindfulness and work engagement link among Generation Y
workers in Indonesia through self-determination theory. Their study suggests
that mindful awareness can enhance attention to tasks and support employees’
psychological needs related to autonomy and relatedness, both of which are
important foundations for work engagement. According to Baer et al. (2006), a
key aspect of mindfulness is acting with awareness, which involves engaging
consciously in tasks rather than operating on autopilot. This deliberate focus
reduces distractions and supports deeper absorption in work. Brown and Ryan
(2003) add that mindfulness promotes emotional balance and self-regulation,
making individuals less emotionally reactive to stress, while Dane (2011)
highlights that mindfulness enhances decision-making and performance in
high-pressure environments. Studies in broader organizational contexts also

support this, showing that mindfulness fosters work engagement by building
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psychological capital, reducing emotional exhaustion, and enhancing job

resources (Donaldson-Feilder et al., 2019; Wang et al., 2021).

More recent studies extend these findings. Lu et al. (2025) showed that
employee mindfulness significantly predicts work engagement, suggesting that
greater awareness and attention foster deeper absorption in work tasks.
Furthermore, Kumprang et al. (2024) examine how organizational mindfulness
affects work engagement through factors such as emotional regulation,
attentional focus, and social connection. Together, these findings suggest that
mindfulness fosters work engagement by helping employees stay focused,

manage their emotions, and perform effectively under pressure.

Importantly, in audit and related high-stress professions, practitioners
often face cognitive overload and tight deadlines. A study found that mindful
auditors reported higher levels of engagement and were less likely to exhibit
turnover intentions (Sutton et al., 2021). While research specific to Malaysian
auditors remains limited, the broader Malaysian context does provide
supporting evidence. For instance, studies on Malaysian employees have
shown that mindfulness is a significant negative predictor of burnout and a
positive predictor of psychological well-being and engagement (Isha et al.,
2022; Tan, 2021). This suggests that mindfulness could be a possible strategy
in enhancing auditor resilience and engagement within the unique pressures of
the Malaysian audit environment. Existing findings on mindfulness and
engagement rely largely on non-auditor samples and non-Malaysian settings.
The generalizability of these results to Malaysian auditors is unknown. Hence,
this study investigates whether mindfulness relates to WLB both directly and

through work engagement in the Malaysian audit professionals context.
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2.5  Work Engagement and WLB

As previously mentioned, work engagement among employees has
been a topic of interest in recent years because of the benefits it can provide an
organization (Wood et al., 2020). Simultaneously, WLB among employees has
also gained more attention as more organizations attempt to provide a healthier

WLB for their employees.

Znidarsic et al. (2020) has examined the impact of WLB on work
engagement, both directly and through job and life satisfaction, in a study done
among 164 university lecturers from several European countries. Their results
showed that higher levels of WLB are positively associated to life and job
satisfaction, which in turn leads to an increase in work engagement.
Additionally, some research done on work engagement has shown that because
much energy, time and commitment is needed for both work and family life, a
person’s life outside work does have the ability to impact their employee
engagement and vice versa (Halbesleben, 2010; Timms et al., 2015). Several
studies have demonstrated this bidirectional relationship between WLB and
work engagement (Wood et al., 2020). Based on the review done by Wood et
al. (2020) on the empirical research for work engagement and WLB in
organizations, there is no fixed direction of causation between WLB and work
engagement as it can go both ways. From the perspective of Conservation of
Resources (Hobfoll, 1989), work engagement represents a state of resource
abundance. Engaged employees possess greater psychological and emotional
resources, which can then spill over into their non-work domains, enhancing

overall WLB.
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2.6 Mindfulness and WLB

An experimental study done in Germany among participants of
various occupational backgrounds, explored how mindfulness functions as a
cognitive-emotional segmentation strategy to enhance WLB (Michel et al.,
2014). The researchers reported that the participants of the experimental group
showed better detachment from work and less work-family conflict. Their
study was substantiated by the assumptions of the boundary theory, where they
explained that mindfulness helped promote a psychological detachment that
created boundaries between an individual’s work life and their personal life. By
being able to separate both domains in their lives, individuals showed

improvement in their work-family conflicts thus resulting in better WLB.

Among the more recent research done in this area of mindfulness and
WLB is by Panisoara et al. (2019). Their study focused on the relationship
between mindfulness and WLB among the younger generation Romanian
population all of whom were students or university graduates in urban areas.
Their study was done on 60 participants and concluded that mindfulness does
have a relationship with WLB. Among the reasons they associated to this
relationship is that mindfulness helped reduce stress levels among young adults
which aided in giving a sense of balance between their work and non-work
lives. It was also stated that mindfulness helped improve their emotional self-
regulation which also fosters the ability to focus on the positive aspects of their

thoughts and emotions and contributes to optimal functioning.

The direct link between mindfulness and WLB among auditors has
recently received empirical support within the Malaysian context. A study by

Khairuddin et al. (2025) investigated this relationship specifically among
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Malaysian auditors, finding that mindfulness significantly and positively
enhances auditors WLB. Their research further identified psychological well-
being as a key mechanism, acting as a partial mediator in this relationship.
This suggests that mindfulness equips auditors with the mental tools to
improve their overall psychological state, which in turn enables them to more
effectively segment work demands from personal life, thereby achieving a
healthier balance. This finding supports boundary theory with evidence from
the audit profession, showing that mindfulness is an important skill for
reducing work-life conflict and fostering sustainable career practices for

auditors in Malaysia.

2.7 Theoretical Framework

This study is supported by two complementary theoretical models
which are Fredrickson’s (2001) broaden-and-build theory of positive
emotions, and Hobfoll’s (1989) conservation of resources (COR) theory.
Together, these theories provide a framework explaining the pathway linking
mindfulness to work engagement, and subsequently to WLB among auditors

for this study.

The broaden-and-build theory (Fredrickson, 2001) posits that unlike
negative emotions, which narrow one’s thought-action repertoires to promote
specific survival behaviours, positive emotions like joy and interest, broaden
an individual’s scope of attention, cognition, and action. This broadened
mindset, in turn, builds enduring personal resources such as intellectual,
psychological, social, and physical resources (Fredrickson, 2004). These

resources do not fade quickly, instead they become lasting resources that help
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individuals grow, adapt, and perform better over time (Catalino &

Fredrickson, 2011).

In the context of this study, mindfulness practice cultivates a non-
judgmental, present moment awareness that directly fosters the experience of
positive emotions (Lindsay et al., 2018; Malinowski & Lim, 2015). According
to the broaden-and-build theory, these positive emotional states broaden the
individual’s cognitive and behavioural flexibility, allowing for more creative
problem solving and deeper absorption in their work (Tugade et al., 2004).
This process builds critical psychological resources like resilience against
stress and sustained vigilance, which are fundamental to the dedication, vigor,
and absorption that characterize work engagement (Schaufeli & Bakker,
2004). Empirical support for this is growing, for instance, studies have found
that mindfulness training boosts work engagement by enhancing positive
affect and psychological capital, which are the resources the theory describes

(Hulsheger et al., 2013; Wang et al., 2021).

While the broaden-and-build theory explains how the resources such as
work engagement are built through mindfulness, conservation of resources
(COR) theory explains how these resources are managed to achieve desirable
outcomes such as improved WLB (Hobfoll, 1989). COR theory mentions that
individuals strive to obtain, protect, and build valued resources such as energy,
time, and emotional stability (Hobfoll, 1989, 2001). Stress arises when
resources are threatened, lost, or fail to yield returns. In contrast, work
engagement represents a state of resource abundance, where employees
possess high vigor, dedication, and absorption (Schaufeli et al., 2002). From

the COR perspective, engaged employees carry a surplus of psychological and
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emotional resources that spill over into their non-work lives, allowing them to
meet personal demands more effectively (Ten Brummelhuis & Bakker, 2012;
Ilies et al., 2009). This concept, known as positive spill over, suggests that
resource gains in one domain can be applied to enhance functioning in another
domain, such as work and non-work domains, thereby improving overall
perceptions of WLB (llies et al., 2009). Furthermore, according to COR’s
resource gain spiral, individuals with greater resources are more capable of
investing them to gain further resources (Hobfoll, 2001). An engaged auditor
with high energy and a positive mind set is more likely to engage in enriching
family activities or hobbies, which in turn generate more positive energy and
satisfaction, creating a self-perpetuating cycle that reinforces both engagement

and WLB (Wood et al., 2020).

In summary, the broaden-and-build theory explains how mindfulness
fosters positive emotions and builds personal resources that drive work
engagement, while COR theory explains how those resources, through
engagement, spill over to improve WLB. Together, the two theories describe a
self-reinforcing cycle in which mindfulness cultivates positive emotions and
resource building that lead to work engagement, and engagement in turn
generates a surplus of resources that spill over into non-work domains, thereby

enhancing WLB.
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Figure 2.1: The Broaden-and-Build Theory of Positive Emotions (Cohn &

Fredrickson, 2010).

2.8 Audit Professionals

For this study, the participants will be focused on audit professionals.
Auditors, both internal and external play an important role in overlooking
financial reliability. This also involves preventing and identifying the act of
fraudulent financial reporting within the organizations they work with (Zager et
al., 2016). In an earlier study done by Smith et al. (2011), the author noted that
WLB had already started being an issue that needed to be addressed among
accounting firms and that it was a significant factor that accountants and
auditors considered to affect decision-making related to jobs. Accounting and
audit professionals have long had over the top workloads and is a profession

that has high levels of stress (Permata Sari et al., 2017).

In regard to that, study done on the factors that drive audit workloads
and the perceived effects of workload pressures on audit quality found that the
majority related the workloads to a negative impact on their work quality. The

study elaborated how excessive responsibilities and requirements has audit
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professionals of all levels feeling negative towards their work in comparison to
when they began working (Persellin et al., 2014). The mentioned studies
highlight the work culture or norm for audit professionals, it is understood that

they are often under a lot of pressure and face heavy workloads.

McKee (2014) described that when people experience negative
emotions it may disrupt the way they process information and hinder creative
thinking which will also prevent them from making good decisions. Emotions
such as anger, stress and frustration will pause a significant part of people
which is the sensible, engaged part. This supports the broaden and build theory
that is used in this study, which explains that the positive emotions will further
promote better thought processes and stream of ideas or in other words builds a
person’s personal resources, whilst negative emotions will do the opposite. Not
only that, in a study on the WLB of accounting professionals, researchers
found that employees of the Big 4 reported lower alternative work arrangement

support in comparison to other audit professionals (Buchheit et al., 2016).
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CHAPTER 3

METHODOLOGY

3.1 Research Design

This study is a quantitative research that carries out an organized
investigation about the possible relationship between mindfulness, work-
engagement and WLB. It is also a cross-sectional study as it only involves data

from a group of participants at one point in time.

3.2  Research Subject

3.2.1 Research Location

The study focuses on auditors from Peninsular Malaysia, more
specifically auditors registered under Malaysian Institute of Accountants
(MIA). The exact population of auditors in Malaysia is unknown, but
according to the MIA registry, it was listed more than 38,500 members as of
June 2023 all around Malaysia (The Edge Malaysia, 2023). Because the exact
number of auditors is difficult to be determined, hence Cochran’s (1997)

method was adapted to identify a sample size.

3.2.2 Sampling Method

Since the focus of this study was auditors in Malaysia, this study
employed purposive sampling, a non-probability sampling approach. In non-
probability sampling, population components have no known or equal
likelihood of selection. Purposive or judgement sampling is a method in which

certain places, people or events are intentionally chosen to give significant
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information that cannot be gained through other alternatives (Maxwell, 1996).
In relation to that, purposive sampling was employed due to the researcher’s
choice to focus on Malaysian auditors in specific and not all other occupations.
The advantage of purposive sampling was that it was time and cost effective
whilst producing a wide variety of responses that benefit the researcher.
However, apart from voluntary bias, it was also likely that the researcher could
make misjudgments, and that the results obtained were not necessarily

representative, whilst being potentially widespread.

The sampling criteria defined the conditions for participant selection in
this study, which were essential to minimize bias. As noted by Patino and
Ferreira (2018), the criteria for inclusion are specified as the key requirements
that must be met by respondents to meet research objectives. This study
focused on Malaysian auditors. The first inclusive criteria of this study was
that all participants would have to be auditors that are working in either private
or public audit firms in Malaysia. Secondly, this research was open to all
auditors who were registered members of the Malaysian Institute of
Accountants (MIA). Thirdly, all auditors were required to have at least three
years of relevant work experience in an auditing or accounting-related role, as
it is a requirement to qualify for MIA membership, specified by the MIA’s
professional guidelines (Malaysian Institute of Accountants, n.d.).
Additionally, auditors from small, medium, and large firms were included, as
proposed by Sekaran and Bougie (2016), to ensure a comprehensive and
representative sample. Lastly, only auditors holding managerial positions were
considered for this study. This was to standardize the sample, as managers face

higher levels of job demands, more frequent conflicts and have less social
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support from peers within a working environment (Skakon et al., 2011).

Exclusion criteria were used to maintain the quality of the dataset by
removing responses that could affect the accuracy or fairness of the findings
(Patino & Ferreira, 2018). In this study, participants were excluded if they did
not complete the questionnaire in full, provided invalid or patterned responses
such as selecting the same option for all items, or withdrew from the study
before submitting their responses. These exclusions ensured that only

complete, valid, and reliable data were used for analysis.

3.2.3 Sampling Size

The sample size for this study was determined using Cochran’s (1977)
formula, which is widely applied when the exact population size is unknown or
very large. Although the formula is often introduced for categorical data, it is
commonly used as a general guideline for estimating minimum sample sizes
across both continuous and categorical variables in social science research
(Ahmad, 2017). It is based on a formula that allows a margin of error of 5% for
data that is categorical and 3% for data that is continuous (Kharuddin et al.,
2020). The error level for hypothesis testing in this study was set at a.= .05,
which represents the 5% probability of committing a Type I error. Cochran’s
method is commonly used when the population size is large or unknown, as the
formula does not require the exact population figure (Singh & Masuku, 2014).

For finite populations, however, a correction can be applied.
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The Cochran sample size formula for a study is as below:

t2(p)(1 — p)
="
ng = 384
Where;

no represents the required sample size,

t denotes the critical value associated with the chosen alpha level,
p is an estimate of the probability of a successful test,

1 — p is an estimate of the probability of a test failure,

d indicates the acceptable margin of error for the estimation.

Though, the 384-sample limit is not the end of the technique; Cochran
proposed a correction formula for situations in which the target population is
expected to be smaller than 50,000. Since the estimated population of auditors
registered with the Malaysian Institute of Accountants (MIA) is below 50,000,
Cochran’s correction formula was applied, resulting in a revised target of 354

participants.

384
n = ——=ar
384
1+ 7560

Tll = 354‘

According to the above, this study aimed for a target of 354 respondents.
Over 400 responses were initially collected to take into account possible data loss
after data cleaning. After data cleaning and screening for eligibility, a total of 317
valid responses remained for final analysis. Although this number is slightly
below the Cochran target, the sample size was still large enough to support

reliable statistical inference. Faul et al. (2009) demonstrated that, in general, a
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minimum of 107 cases is sufficient to detect medium effect sizes with 0.80
power of o, = .05 in multiple regression analyses, which supported the sample
size in this study’s mediation model. According to Hair et al. (2010) and Kline
(2016), having more than 200 participants is considered sufficient for
statistical techniques such as multivariate analysis. Since this study retained
317 valid responses, the sample size was still adequate to meet the study’s

objectives.

3.3 Instruments

In the questionnaire, there were five parts that was able to assist to
gather information. The first section was the information sheet and consent
form for the participants. It was followed by the validated questionnaires which
covered Section A, B, C and D. Section A comprised of the demographics of
the participants, Section B consisted of the mindfulness measure. Section C
was the measurement of work engagement whereas Section D was to measure

WLB amongst the participants.

3.3.1 Mindful Attention Awareness Scale

The MAAS developed by Brown and Ryan (2003), is a 15-item (1-6
Likert scale) questionnaire designed to examine dispositional or trait
mindfulness. Permission to use the Mindful Attention Awareness Scale
(MAAS) was obtained from the scale author, Dr. Kirk Warren Brown, as the
instrument is publicly available for research purposes (see Appendix B). The
MAAS has also demonstrated strong construct and convergent validity, with a
stable one-factor structure (Brown & Ryan, 2003), and its psychometric

properties have been further confirmed in more recent validation studies
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(Black et al., 2012). The MAAS assesses an individual’s predisposition for
mindfulness or mindlessness. Both attention and awareness of present events
and experiences are different in people. According to Miller (2019), people’s
innate capabilities are different because of their levels of discipline,
personality, and self-regulation. In order to keep dispositional mindfulness as
an impartial construct, this measure deliberately eliminates mood, attitude, and
motivation, focusing instead on present-moment awareness and attention to

experiences without judgment.

The overall mindfulness score is computed as the mean of the 15
items, resulting in a possible range from 1 to 6. Higher scores represents
greater dispositional mindfulness, whereas lower scores reflect higher levels of
mindlessness (Brown & Ryan, 2003). The reliability analysis for the original
study yielded a Cronbach's Alpha of 0.82, indicating a good internal
consistency. The scores obtained in this measurement for mindfulness have a
strong correlation with self-consciousness, rumination, and self-reflection.
Individuals who score higher according to this assessment have greater levels
of positive affect, self-esteem, optimism, and self- actualization, as well as
lower levels of neuroticism, anxiety, despair, and negative effects. The MAAS
analyses over time the different frequencies of mindful states. It is also a
measurement that taps consciousness linked to self- regulation as well as other

aspects of well-being (Miller, 2019).

In the Likert scale of MAAS, 1 is almost always, 2 is very frequently, 3
is somewhat frequently, 4 is somewhat infrequently, 5 is very infrequent and 6

is almost never.

Below is example of the statements according to the MAAS:
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1. I could be experiencing some emotion and not be conscious of it until

sometime later.

2. | break or spill things because of carelessness, not paying attention, or

thinking of something else.

3. | find it difficult to stay focused on what’s happening in the present.

3.3.2 Utrecht Work Engagement Scale

To measure work engagement, a valid and reliable self-reporting
questionnaire, UWES is employed. According to Schaufeli and Bakker (2002),
UWES employs three specific measures to assess work engagement which are
vigor, dedication and absorption. It is designed to measure work engagement
on an individual level as well as at a group level. The UWES demonstrated
strong construct validity, with a stable three-factor structure (vigor, dedication,
and absorption) confirmed across multiple samples (Schaufeli et al., 2002;
Schaufeli & Bakker, 2004). Convergent validity has also been supported
through positive associations with job satisfaction and well-being, and negative
associations with burnout. Permission to use the UWES for academic research
was obtained in accordance with the authors guidelines (see Appendix B). The
original study demonstrated high internal consistency for the total scale o = .92
to .93 and its subscales which are vigor a. = .72 to .80, dedication o = .89, and
absorption o = .73 to .78 across independent samples (Schaufeli et al., 2002). It
is scored by totaling the overall amount and interpreted as higher scores

represent higher work engagement (Rosenthal, 2014).

The 17 statements in the UWES are mainly about how an individual feels
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towards their job. The Likert scale ranges from 0 to 6 where 0 is never, 1 is
almost never, 2 is rarely, 3 is sometimes, 4 is often, 5 is very often and 6 is

always.

3.3.3 WLB Scale

The WLB items, developed by Brough et al. (2009), were used to
assess employees’ perceptions of balance between work and non-work life.
The WLB Scale has shown strong construct and convergent validity, with
factor analyses confirming a single underlying WLB dimension and significant
associations with job satisfaction, psychological well-being, and lower work—
family conflict (Brough et al., 2014). Permission to use this scale for academic
purposes was obtained in line with the authors usage guidelines (see Appendix
B). The scale has also demonstrated acceptable internal consistency, with
reliability coefficients ranging from .84 to .94 across multiple occupational
samples (Brough et al., 2014). A five-point Likert scale was used (1 = strongly
disagree to 5 = strongly agree), with higher scores indicating greater
perceptions of balance. One item in the scale (Item 2) is reverse scored, which

is item number 2.

The WLB scale consists of 4 items which are:

WLB1 = “I currently have a good balance between the time | spend at work

and the time | have available for non-work activity”

WLB2 = “I have difficulty balancing my work and non-work activity”

WLB3 = “I feel that the balance between my work demands and non-work activity

is currently about right”
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WLB4 = “Overall, | believe that my work and non-work activity are balanced”

3.4 Procedure

The ethics application and approval process for this study began with
the submission of the research proposal, which included the proposed
methodology, instruments, and a detailed description of participant
involvement, to the UTAR Scientific and Ethical Review Committee (SERC)
[Approval No: U/SERC/93/2023]. The study required ethical approval to
ensure that all protocols followed the principles set forth by the Declaration of
Helsinki (World Medical Association, 2013) for research involving human
subjects. The collection of personal data necessitated careful adherence to
criteria on confidentiality, informed consent, and participant well-being,

making ethical considerations a central aspect of the study (Babbie, 2021).

In line with pandemic related standard operating procedures, all data
were collected through online surveys. The questionnaires were administered
using Qualtrics, which was selected for its security, ease of use, and capacity to
reach a wide pool of respondents while protecting participant confidentiality
(Wright, 2006). To reduce common issues in online data collection, such as
low response rates and incomplete surveys, participants were provided with

clear instructions and periodic follow-up reminders (Nayak & Narayan, 2019).

The survey link was circulated using multiple channels to reach the
target group of auditors. Distribution methods included circulating the
questionnaire through professional and social media platforms such as
Facebook groups, LinkedIn, WhatsApp, direct emails to audit firms, and

personal contacts. A snowballing approach was also employed, whereby initial
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respondents were encouraged to share the survey link with their colleagues.
This combination of strategies facilitated broader access to the target
population while ensuring the sample remained relevant to the study’s

objectives.

Prior to completing the survey, participants were provided with an
online informed consent form outlining the research objectives, voluntary
nature of participation, right to withdraw, and details on data confidentiality
and storage (Israel, 2015). Only respondents who gave consent were permitted
to proceed. Following data collection, responses were analysed using the
Statistical Package for the Social Sciences (SPSS) version 26 for descriptive,

correlation, and mediation analyses.

3.5  Data analysis

In order to analyze the data collected from the chosen participants,
SPSS 26.0 was able to serve the purpose of this study. SPSS was used to
analyze and interpret the data from the questionnaire that consisted of four
sections. The software was able to evaluate the demographics and descriptive

statistics obtained.

A normality test was conducted to determine whether the sample data
used in this study were normally distributed. In a normal distribution, the
shape of the distribution is symmetrical and is characterized by its mean and

standard deviation (Khatun, 2021).

Next, Pearson’s correlation coefficient would be employed to

determine the statistical link, or association between the dependent variable,
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mediator as well as the independent variables. Due to the fact that this
statistical approach is based on the concept of covariance, it is recognized as
the best way to assess the link between the variables of this study. It indicates
the presence of correlation and the direction of relationship between these

variables (Schober et, al. 2018).

Conditional Process Analysis, also known as the analysis of moderated
mediation, is the integrated analytical analysis of mediation and moderation
and was used to explain and comprehend conditional nature of the processes
through which the variable transmitted its link or effect on one another (Hayes,
2013). PROCESS is a tool extensively employed in many researches used for
Ordinary Least Squares (OLS) observations and for the study of logistic

regression paths.

3.6  Reliability

Cronbach's Alpha coefficient was utilized to determine that the
measuring tools used in this investigation were internally consistent and
reliable. This statistical measure is extensively used to assess the dependability
of scales in social science research. A reliability test was performed on the
three important variables: mindfulness, work engagement, and WLB. Each of

these constructs was assessed using known scales, as described below.

Brown and Ryan (2003) developed the Mindful Attention Awareness
Scale (MAAS), which consists of 15 items assessing individuals' dispositional
mindfulness. The reliability analysis based on the study sample (n = 317)
yielded a Cronbach’s alpha of 0.80. According to Nunnally (1978), an alpha

coefficient greater than 0.70 is acceptable, whereas values greater than 0.90
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suggest that the instrument is extremely dependable. This findings shows an
acceptable internal consistency, suggesting that the MAAS items consistently

measured dispositional mindfulness among Malaysian auditors.

Schaufeli and Bakker (2003) established the Utrecht Work Engagement
Scale (UWES), which measures work engagement in three dimensions: vigor,
dedication, and absorption. The UWES contains 17 items measuring vigor,
dedication, and absorption. The original validation study reported strong
internal consistency, with Cronbach alpha values ranging from .92 to .93 for
the total scale and from .72 to .89 for the three subscales (Schaufeli et al.,
2002). More recent validation work has also supported the reliability of the
instrument, with studies reporting Cronbach alpha values close to .90 across
diverse samples (Wickramasinghe et al., 2018). Together, these findings

indicate that the UWES is a consistently reliable measure of work engagement.

The WLB Scale, which included four items derived from Brough et al.
(2009), was used to assess participants' perspectives of their WLB. The
reliability test for this scale yielded a Cronbach's Alpha of 0.77. This exceeds
the value for acceptable reliability (Nunnally, 1978), demonstrating that the
items reliably assessed perceptions of balance between work and non-work

life.

Overall, the reliability analysis revealed that all three instruments
employed in this study achieved satisfactory internal consistency. These
findings justify the use of these scales to measure mindfulness, work
engagement, and WLB among Malaysian auditors, guaranteeing that the data

collected is both trustworthy and consistent.
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3.7  Pilot Study

A pilot study was conducted to test the reliability of the instruments
used within the target group. Connelly (2008) suggested that the sample size of
a pilot study should be 10% of the sample size of the larger actual study. In
this study it was a sample size of 35 people because that was 10% of the

projected sample size for the parent study, which was 354.

The pilot questionnaires were distributed via Qualtrics to known
contacts, who were requested to circulate them within their organizations
located in Seremban, Cyberjaya, and Ipoh. Recruitment was further supported
through snowballing, whereby participants shared the survey link with
colleagues through emails and social platforms. This approach allowed
responses to be obtained from a small but diverse group of auditors, while
ensuring that the pilot data did not overlap with the participants recruited for

the main study.

The reliability analysis from the pilot study produced high Cronbach’s
alpha values for all three scales, a ranging from .89 to .98. Although values
above .90 can sometimes suggest that items are very similar, they may also
simply reflect strong consistency when the scale is short and measures a
single, well-defined concept (Tavakol & Dennick, 2011; Streiner, 2003). In
addition, because pilot studies are usually based on small samples, alpha
values can appear inflated and less stable (Bonett & Wright, 2015). In this
context, the pilot reliability results were considered satisfactory, and the
instruments were retained for use in the main study. Table 3.1 shows the

reliability for scales tested in the pilot test and real study.
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Table 3.1

Reliability of the Scales

Scales Pilot Actual
No of study study
items (n=35) (n=317)

Mindfulness Attention Awareness Scale 15 0.89 0.80

Work Engagement Scale 17 0.92 0.90

WLB Scale 4 0.98 0.77
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CHAPTER4

RESULTS

4.1 Introduction

In this chapter, data is collected and analyzed through a well-defined
method, focusing on statistical analysis. It answers the research questions and
provide insight into the relationships between these variables in the context of
the Malaysian audit professionals. The chapter is divided into a few sections,
each of which focuses on examining a particular research subject and providing

related findings.

4.2  Normality Test

A normality test is a way to check if a dataset follows a normal
distribution, which looks like a bell curve and is symmetrical. This is important
because the prerequisite or assumption for many statistical tests is that the data
is normally distributed. If the data is normal, the results of these tests will be
more reliable and accurate. By confirming normality, parametric tests can be
confidently applied to analyze data and draw valid conclusions. (Ghasemi &

Zahediasl, 2012).

The assumption of normality was tested for three key variables in the
study which are mindfulness, work-engagement, and WLB using visual
inspection of Q—Q plots and descriptive statistics (see Appendix E). All three
variables had 317 valid cases with no missing data, ensuring a thorough
analysis. As a result, it can be concluded that the data for mindfulness, work

engagement and
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WLB were approximately normal and were still appropriate due to the large
sample size. Hence, parametric tests may be applied in the subsequent

analyses.

4.2.1 Univariate Outliers
A univariate outlier refers to a data point that deviates significantly
from the rest of the data for a single variable (Shein & Fitrianto, 2017). To
detect univariate outliers, Z-scores were calculated for mindfulness, work
engagement, and WLB. Observations with Z-scores beyond +3 were identified
as potential outliers. The analysis revealed no univariate outliers for the three

variables, confirming the data's suitability for further statistical analyses.

4.2.2 Histogram
A histogram is a graphical representation of the frequency distribution
of a dataset. It provides an overview of how data values are distributed across
different intervals. For this study, the histograms for mindfulness, work
engagement, and WLB were examined. An acceptable range for a normally
distributed histogram is that it should appear approximately bell-shaped and
symmetric (Das, 2016). All three variables exhibited histograms that met this

criterion, indicating normality.

423 Q-QPlot
A Q-Q (quantile-quantile) plot is a graphical tool used to compare the
distribution of a dataset with a theoretical distribution, such as the normal
distribution. In a Q-Q plot, data points that fall closely along the diagonal line
suggest that the data are normally distributed (Das, 2016). For this study, the

Q-Q plots for mindfulness, work engagement, and WLB displayed points
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closely aligned to the diagonal, further supporting the normality assumption.

4.2.4 Skewness and Kurtosis
Skewness and kurtosis are important statistical measures used to

evaluate whether a dataset follows a normal distribution. Skewness indicates
the degree of asymmetry in the data, with values near zero reflecting a
balanced distribution. Kurtosis, on the other hand, measures the sharpness or
flatness of the data's peak, with acceptable values typically falling within the
range of +2 (Das, 2016). For this study, the skewness and kurtosis values for
mindfulness, work engagement, and WLB were all within this acceptable
range, confirming that the distributions of these variables align well with the
assumption of normality. Table 4.1 shows the descriptive data for skewness

and kurtosis.

Table 4.1

Descriptive Data for Skewness and Kurtosis

Variable Skewness Kurtosis
WLB -0.15 -0.48
Mindfulness 0.20 -0.17
Work Engagement 0.88 -0.58

4.25 Kolmogorov-Smirnov(K-S) Test
The Kolmogorov-Smirnov (K-S) test was conducted to assess
normality. All three variables produced significant results (p <.001), which
would suggest non-normality. However, these tests are known to be sensitive

with large sample sizes, where even minor deviations can appear significant
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(Ghasemi & Zahediasl, 2012). In this study, the sample size was N=317, so
greater emphasis was placed on skewness, kurtosis, histograms, and Q-Q plots,
all of which indicated approximate normality. Furthermore, the Central Limit
Theorem states that with larger samples, the sampling distribution approaches
normality, which makes parametric tests reliable even when the data are not
perfectly normal (Field, 2018). Therefore, despite the significant test results,

the data were treated as sufficiently normal for parametric analyses.

4.3 Descriptive Statistics
Descriptive statistics summarize and explain data by showing key
features like mean, median, mode, range and standard deviation which helps to

see the patterns and understand the data better.

4.3.1 Background of Participants

The demographic data gathered from the participants were analyzed
using descriptive statistics with SPSS. Table 4.2 shows the distribution of
respondents' age, race and gender, revealing a diverse age range among the
317 participants. Most respondents were aged between 25-34 years,
representing 45.40% (n=144) of the sample. The least represented age group
was 45-54 years, constituting 10.40% (n=33) of the population. Gender
distribution was also examined, with a higher percentage of female
participants which is 54.90% (n=174). Ethnic composition was predominantly
Chinese, accounting for 44.50% (n=141) of the respondents. In terms of work
experience, the largest group of participants had 3-5 years of experience which
composed of 39.10% (n=124). These comprehensive demographic insights set

an in-depth analysis of the study’s findings
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Table 4.2

Demographic Information of Respondents (N = 317)

N % M SD
Age 317 41.46 12.67
Gender
Male 133 42.00
Female 174 54.90
Non- binary & 10 3.20
Prefer not to say
Race
Malay 90 28.40
Chinese 141 44.50
Indian 63 19.90
Others 23 7.30
Years of working
3-5 years 124 39.10
6-10 years 44 13.90
More than 10 years 38 12.00

More than 20 years 111 35.00

Marital Status

Single 104 32.80
Married 201 63.40
Divorced 12 3.80

Note. n = Number, % = Percentage, M = Mean, SD = Standard Deviation.
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4.4  Inferential Statistics

Inferential statistics were employed to examine the relationships
between mindfulness, work engagement, and WLB. These statistical analyses
enabled the results from the sample (N = 317) to be generalized to the

population of Malaysian audit professionals.

4.4.1 Relationship between Mindfulness and Work Engagement
H1: Is there a significant positive relationship between mindfulness and work

engagement among Malaysian audit professionals?

Table 4.3 shows the results of Pearson correlation between
mindfulness, work engagement and WLB. Results show that there is a
significant positive relationship between the mindfulness and work
engagement among Malaysian audit professionals, r (315) =.43, p <.001. The
higher the mindfulness, the higher the work engagement. Thus, the results of
the correlation analysis do support the research hypothesis and show that
mindfulness and work engagement are moderately related among Malaysian

audit professionals.

Table 4.3

Correlation between Mindfulness, Work Engagement and WLB

1 2 3
1. Mindfulness 1
2. Work Engagement 0.43** 1
3. WLB 0.41** 0.34** 1

Note. **p < .001
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4.4.2 Relationship between Work Engagement and WLB
H2: Is there a significant positive relationship between work engagement and

WLB among Malaysian audit professionals?

The outcomes of the Pearson correlation showed that there is a
significant positive relationship between work engagement and WLB, r (315)
=.34, p <.001 among Malaysian audit professionals. The higher the work
engagement, the higher the WLB. Hence, these findings support the hypothesis
that there is a moderate positive association between work engagement and

WLB among Malaysian audit professionals.

4.4.3 Relationship between Mindfulness and WLB

H3: Is there a significant positive relationship between mindfulness and WLB

among Malaysian audit professionals?

The results for Pearson correlation show that there is a significant
positive relationship between mindfulness and WLB, r (315) = .41, p <.001
among Malaysian audit professionals. The higher the mindfulness, the higher
the WLB. Thus, the results of the correlation analysis do support the research
hypothesis and show that mindfulness and WLB are moderately associated

among Malaysian audit professionals.

4.4.4 Mediating role of Work Engagement between Mindfulness and WLB

H4: Does work engagement mediate the relationship between mindfulness and

WLB among Malaysian audit professionals?

To analyze the mediating role of work engagement, PROCESS macro
in SPSS was used with a sample size of 317 participants and 5000 bootstrap

resamples. Mindfulness (X) was set as the predictor variable, work
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engagement (M) was set as the mediator, and WLB () as the outcome

variable.

The total effect of mindfulness on WLB was significant, b = 0.36, SE =
0.05, t(315) = 8.03, p <.001, 95% CI [0.28, 0.45], showing that higher levels
of mindfulness was associated with better WLB. This total effect includes both

the direct and indirect effects of mindfulness on WLB.

The direct effect of mindfulness on WLB remained significant, b =
0.29, SE = 0.05, t(314) = 5.86, p < .001, 95% CI [0.19, 0.38]. This supports
the idea that mindfulness contributes to improved WLB independent of work
engagement, possibly through mechanisms such as enhanced emotional

regulation and reduced stress (Good et al., 2016; Hulsheger et al., 2013).

The indirect effect of mindfulness on WLB through work engagement
was also significant, b = 0.08, BootSE = 0.02, 95% CI [0.03, 0.13], as the
bootstrapped confidence interval does not include zero. This highlights the
mediating role of work engagement in the relationship. Additionally, the
completely standardized indirect effect (b = 0.09, 95% CI [0.04, 0.13])
confirms the meaningful contribution of work engagement in explaining how

mindfulness enhances WLB.

These results support a partial mediation model, where mindfulness
improves WLB both directly and indirectly through work engagement. Tables
4.5 and 4.6 present the regression coefficients and the effects (direct, indirect,

and total) of the mediation model, all of which were statistically significant.
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Figure 4.1

Mediation Model of Mindfulness and Work-life Balance with Work

Engagement as a Mediator.

Work Engagement

a = 0.44%%* b=0.17%%%

¢’ = 0.20%%* (c= 0.36%**)

v

Mindfulness Work-life Balance

Note. The mediation model shows the relationship between mindfulness and
WLB, with work engagement as a mediator. Standardized regression
coefficients are reported, the total effect of mindfulness on WLB is given in

parentheses. ***p < .001.

Table 44

Mediation results for Mindfulness, Work Engagement and WLB

Variables b SE t p 95% ClI

M — WE 0.44 0.05 8.37 <.001 [0.34, 0.55]
M —» WLB 0.29 0.05 5.86 <.001 [0.19, 0.38]
(Direct)

WE — WLB 0.17 0.05 3.63 <.001 [0.08, 0.26]

Note. M = Mindfulness, WE = Work Engagement, WLB = Work- Life Balance
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Table 45

Indirect, Direct and Total effect of variables

Effect b SE / BoOtSE 95% ClI

Indirect 0.08 0.02 [0.03, 0.13]
Direct 0.29 0.05 [0.19, 0.38]
Total 0.36 0.05 [0.28, 0.45]

*Note. CI = Confidence Interval. All effects significant at **p < .001.

4.5 Result Summary

In conclusion, the findings provide empirical support for the
relationships between mindfulness, work engagement, and WLB among
Malaysian audit professionals. Mindfulness appears to be positively associated
with both work engagement and WLB, with work engagement serving as a
mediator in the pathway between mindfulness and WLB. The results showed
that the indirect effect of mindfulness on WLB through work engagement was
significant, thus, supporting our hypothesis that work engagement acts as a
mediator in the relationship between mindfulness and WLB. It implies that
mindfulness not only directly affects WLB but also partially does so indirectly

by enhancing work engagement, which subsequently improves WLB.
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CHAPTER 5
DISCUSSION
5.1 Introduction
In the context of the study's objectives, this chapter goes deeply into the
discussion of the research findings and their implications. The purpose of this
chapter is to interpret the research results, respond to the research questions,
and provide suggestions for future research as well as practical applications for

practitioners.

5.2 Mindfulness and Work Engagement Among Malaysian Audit Professionals

The first research question sought to investigate the relationship
between mindfulness and work engagement among Malaysian audit
professionals.

There is a significant positive relationship between mindfulness and
work engagement among Malaysian audit professionals. The findings of this
study is consistent with the broaden-and-build theory, which supports this
research framework (Fredrickson, 2004). Mindfulness contributes to work
engagement by cultivating positive emotions that broaden the thought-action
repertoires which acts as a catalyst to build enduring resources. Consistent
with this framework, workplace interventions grounded in broaden-and-build
show that mindfulness increases work engagement, positive affect, and hope
while reducing fatigue, and that supportive, trusting workplace relationships
further amplify these resource building effects on employee work engagement
(Michel et al., 2021; Fiaz et al., 2023). Recent studies have backed this
relationship, showing that mindfulness fosters work engagement by enhancing

mediators such as emotional regulation, work meaningfulness job satisfaction
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and job competence (Chen et al., 2022; Han et al., 2025)

According to earlier studies, mindfulness has been shown to
significantly affect work engagement by fostering heightened awareness,
cognitive flexibility, and emotional regulation, all of which are essential
components of an engaged and focused mindset in the workplace (Hulsheger et
al., 2013). This is because the practice of mindfulness enhances individuals'
ability to concentrate on the present moment without being overwhelmed by
stress or distractions, thereby promoting a deeper sense of involvement and
absorption in their work tasks (Good et al., 2016). By cultivating a non-
judgmental and accepting attitude toward one's experiences, mindfulness
allows individuals to approach work-related obstacles with a more positive and
adaptive mindset, leading to increased job dedication, enthusiasm, and a sense

of purpose (Good et al., 2016).

Moreover, the development of mindfulness has been linked to
improved emotional resilience and stress management, enabling employees to
navigate demanding work environments more effectively and maintain a high
level of engagement even in the face of difficulty (Hulsheger et al., 2013).
Together, these results illustrate the critical role that mindfulness plays in
developing a more dedicated and engaged workforce, as well as the potential
benefits that mindfulness can have for improving both organizational
performance and employee well-being (Liu et al., 2020). While the positive
outcomes of mindfulness in organizational settings are apparent, recent
discussions have emphasized the importance of recognizing its limitations and
potential misapplications. Kelly (2022) critically argues that the concept of

mindfulness can sometimes be misunderstood or implemented in a mindless
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manner which is reduced to a productivity tool rather than a genuine practice of
awareness and presence. In some workplaces, applying mindfulness
superficially may overlook deeper workplace problems that affect engagement.
This perspective emphasizes the need for organizations to adopt mindfulness
programs that are authentic, contextually sensitive, and ethically grounded. For
Malaysian audit firms, this implies that mindfulness initiatives should go
beyond surface-level stress reduction to genuinely cultivate awareness,
compassion, and reflective capacity among employees. By ensuring that
mindfulness is practiced meaningfully rather than mindlessly, audit

organizations can sustain its long-term benefits on engagement and well-being.

A few findings on the relationship between mindfulness and work
engagement have slightly varied, with some studies not finding a substantial
positive correlation between these variables. For instance, Donald et al. (2020)
explored this relationship and noted that while there are indications of potential
benefits, the evidence is not consistently strong across different work settings
and populations. This variability in findings suggests that factors such as the
specific nature of the workplace, the intensity of mindfulness interventions, or
the characteristics of the participants could influence the outcomes.
Additionally, a review by Bartlett et al. (2021) on mindfulness-based
programmes in the workplace to reduce stress and enhance well-being
highlighted the complex and context-dependent nature of these interventions.
Their findings implied that under certain conditions or specific organizational
situations, mindfulness might not directly translate into increased work
engagement. These studies highlight the need for an in-depth understanding of

the conditions under which mindfulness impacts work engagement.

54



5.3 Work Engagement and Work Life Balance Among Malaysian Audit
Professionals

There is a significant positive relationship between work engagement
and WLB. There are many empirical studies that have substantiated this
positive relationship, signifying that higher levels of work engagement
facilitate an enhanced sense of WLB (Bjork-Fant et al., 2023; Chen & Powell,
2012). Chen and Powell (2012) found that work engagement contributes to
work-family enrichment, as it helps employees build resources. Wood et al.
(2020) provide a review of how work engagement has often been
conceptualized as a predictor of WLB, while also noting that some evidence
suggests reciprocal effects between the two variables. They further noted that
engagement contributes to WLB because it equips employees with additional
energy and psychological resources, which can be invested in both work and
non-work domains. In support of this, Listau (2017) found that components of
work engagement, particularly vigor and dedication are positively related to
work-home facilitation, this implies that energy and commitment at work can
spill over beneficially into personal life. In a study among police personnel,
Bishnoi and Singh (2024) found a significant positive relationship between
work engagement and WLB, suggesting that even in high-demand, intensive
roles, engaged employees tend to report better alignment between their work
and non-work lives.

According to COR theory by Hobfoll (2001), individuals are motivated
to acquire, protect, and build resources such as energy, skills, and
psychological resilience. Work engagement, characterized by vigor,
dedication, and absorption, reflects a state in which employees actively invest

and generate these resources at work (Schaufeli et al., 2002). Engaged
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employees accumulate personal resources such as positive affect, self-efficacy,
and resilience that not only help them manage job demands but also spill over
into their non-work domains (Bakker & Demerouti, 2017). This resource
spillover gives a sense of balance, as the energy and coping skills developed at
work are transferred to the non-work life, enhancing overall WLB. Recent
evidence supports this pathway; for example, Bjork-Fant (2023) found that
higher work engagement was positively associated with perceptions of work-
life balance across European welfare states. These findings highlight that the
benefits of mindfulness on WLB are partially explained through the resources
generated by greater work engagement, consistent with COR theory.

Wood et al. (2020) discovered that there was a bidirectional
relationship between the two variables in their study about the correlation
between WLB and employee engagement. More recently, Kobayashi et al.
(2025) examined bidirectional longitudinal paths between work—family
conflict and work engagement, further highlighting the interplay. It is also
important to highlight that the multidirectional and diverse relationship
between work engagement and WLB is affected by a range of organizational
and interpersonal variables such as job design, organizational support, and
personal resilience strategies (Wood et al., 2020). All in all, it can be
understood that the higher the levels of work engagement, the higher the levels

of WLB among Malaysian audit professionals and vice versa.

54 Mindfulness and Work Life Balance Among Malaysian Audit Professionals
The third research question was to study whether there was a
relationship between mindfulness and WLB among Malaysian audit

professionals.
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There is a significant positive relationship between mindfulness and
WLB among Malaysian audit professionals. This is supported by a study by
Althammer et al. (2021) which mentions that mindfulness interventions
improve employees ability to detach from work, ultimately enhancing their
overall well-being and promoting a better WLB. Employees who practice
mindfulness are less distracted and stressed, making it easier to separate work
from personal life. In the workplace, mindfulness improves cognitive flexibility
and emotional regulation, making it easier to balance work and personal life
(Good et al., 2016). Research shows that mindfulness reduces role conflict,
allowing employees to better separate work from personal life, which in turn
improves WLB (Allen & Kiburz, 2012). Organizations that promote
mindfulness practices also report improvements in employee satisfaction and a
healthier work-life interface (Hulsheger et al., 2013).

More recent studies have also substantiated this positive relationship
between mindfulness and WLB. For example, Muharrani et al. (2024) show
that emotional regulation mediates the relationship between mindfulness and
WLB among air traffic controllers, highlighting how mindfulness helped
individuals regulate their emotions better and therefore are better equipped in
managing their work and non-work lives. Similarly, Lin et al. (2024) found
that mindfulness was positively associated with perceived WLB among
nurses, showing its relevance in high-demand professional contexts. As a
result, it can be concluded that Malaysian audit professionals with higher

mindfulness levels tend to experience better WLB.
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55 Work Engagement as a Mediator Between Mindfulness and Work Life Balance

Among Malaysian Audit Professionals

The fourth research question of this study is to investigate whether
work engagement mediates the relationship between mindfulness and WLB
among Malaysian audit professionals.

The mediation analysis confirmed that work engagement mediates the
relationship between mindfulness and WLB. Mindfulness has been shown to
improve work engagement by fostering better emotional regulation, cognitive
flexibility, and reducing reactive responses, which contributes to increased
involvement in work (Zivnuska et al., 2016). Enhanced work engagement
results in greater role clarity, higher job satisfaction, and lower levels of
occupational stress, all of which are essential for achieving a better WLB
(Salanova et al., 2005).

This study is significant because to the best of the researcher’s
knowledge, no prior study in Malaysia has tested this exact model linking
mindfulness to WLB with work engagement as the mediator. Previous research
has largely examined these variables in pairs, such as mindfulness predicting
work engagement, work engagement contributing to WLB, or mindfulness
directly predicting better WLB (Bishnoi & Singh, 2024; Minh et al., 2022;
Zivnuska et al., 2016). Similarly, studies grounded in the Job Demands—
Resources (JD-R) model highlight work engagement as a key mechanism
through which personal and organizational resources translate into improved
well-being (Schaufeli & Bakker, 2004). By integrating these theories of
evidence, the present study extends the literature by empirically demonstrating
that mindfulness contributes to WLB indirectly through heightened work

engagement. Overall, the analysis underscores that the positive impact of
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5.6.1

mindfulness on WLB is partially mediated through increased work engagement

for Malaysian audit professionals.

5.6 Implications

Theoretical Implications

The findings of this study shed light on the understanding of how
mindfulness, work engagement, and WLB interact, reinforcing both the
broaden-and-build theory (Fredrickson, 2001) and the COR theory (Hobfoll,
1989).

According to the broaden-and-build theory, positive emotions expand
individuals’ ways of thinking and acting, helping them build lasting personal
and psychological resources (Fredrickson, 2013). Within the workplace,
mindfulness serves as an important source that fosters these positive emotions
by encouraging present-moment awareness and non-judgmental focus (Good
et al., 2016). For auditors who often face long hours and high cognitive
demands, mindfulness enables clearer thinking, emotional regulation, and
resilience. These qualities allow employees to stay focused and motivated,
which in turn fosters greater work engagement. Thus, mindfulness not only
broadens employees’ attention and adaptability but also builds enduring
resources like optimism, composure, and self-efficacy that strengthen
engagement over time.

Subsequently, the COR Theory explains how employees use and
sustain the resources gained through work engagement. Individuals strive to
gain, protect and expand valuable resources such as time, energy, and

emotional stability (Hobfoll, 1989, 2001). When employees experience high
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5.6.2

engagement that is characterized by vigor, dedication, and absorption
(Schaufeli et al., 2002), they are more likely to generate and preserve
resources. These positive resources can then “spill over” from one domain to
the other, for example from their work life to their non-work life, enabling
employees to better manage their lives in both domains, thus having and
improved perception of balance between domains (Ten Brummelhuis &
Bakker, 2012)..

By integrating both theories, this study illustrates a complete process
which is mindfulness cultivates positive emotions and psychological resources
that lead to work engagement through the broaden-and-build theory, and
through engagement, resources are gained, sustained and transferred to
enhance WLB through the COR Theory. This dual-theoretical explanation
provides a clearer understanding of how mindfulness operates in professional
contexts as a catalyst for improved work engagement that then leads to a better

WLB.

Practical Implications

The positive association between mindfulness and work engagement
underscores the practical utility of incorporating mindfulness practices within
the auditing profession. Implementing mindfulness training programs, such as
meditation sessions or workshops, can be a strategic initiative for audit firms.
These programs can equip auditors with skills to manage stress, enhance their
focus, and improve their overall mental well-being, thereby indirectly fostering
a conducive work environment and potentially enhancing work quality and
productivity. These workshops will be tailored specifically for auditors,

addressing the unique challenges of long hours, client demands, and regulatory
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pressures. The sessions will begin with a brief introduction, followed by stress
management techniques inspired by Jon Kabat-Zinn's Mindfulness-Based
Stress Reduction (MBSR) program from the University of Massachusetts
Medical Centre (Nash, 2022). Participants will learn how to use mindfulness to
improve focus and attention, before moving on to strategies for maintaining
WLB. The final session will feature interactive breakout discussions, allowing
participants to engage in experiential exercises and share their own
experiences, making the workshop both practical and collaborative (Nash,
2022). Throughout these sessions, auditors will be provided with tools and
resources with which to apply mindfulness to real audit challenges. To ensure
feasibility the workshops can be delivered in a 2 to 3-hour format, with virtual
or in-person options to fit auditors' schedules, and costs reduced by using
internal facilitators. Integrating them into existing wellness programs will
boost engagement and support employee well-being and productivity

(Tortolani et al., 2018).

Given the identified relationship between work engagement and WLB,
audit firms might consider strategies to enhance work engagement as a
pathway to improved WLB for auditors. This could involve creating an
empowering work environment that provides auditors with opportunities for
skill development, autonomy, and meaningful work. Additionally, recognizing
and rewarding engagement, providing constructive feedback, and facilitating a
supportive work environment can also serve to enhance auditors’ emotional

and cognitive connection to their work.

Considering the important role of WLB in employee satisfaction and

retention, the practical implications suggest that audit firms could benefit from
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implementing initiatives that directly support auditors in managing their WLB.
Flexible work arrangements, such as remote working options, flexible hours,
and compressed workweeks, could be explored. Studies done both among
auditors and other professions have shown that flexible work schedules and
compressed workweeks allow employees to better manage their personal and
professional responsibilities, which directly contributes to improved WLB
(Buchheit et al., 2016; Kossek et al., 2014; Persellin et al., 2019). A study done
on registered auditors in Sweden, found that flexible work arrangements, such
as remote work and adjusted schedules, alleviate burnout and improve auditors'
WLB (Buchheit et al., 2016).

Beyond individual practices, cultivating an organizational culture that
embodies mindfulness could have far-reaching implications. Encouraging a
culture that values presence, attentiveness, and thoughtful communication can
enhance interpersonal relationships within the organization and foster a
supportive, collaborative work environment. This, in turn, can enhance
collective work engagement and contribute to a positive organizational climate
that supports WLB.

The findings of this research could also be utilized to inform policy
development within audit firms and professional bodies. Policies that support
mental well-being, work engagement, and WLB could be developed and
implemented, with a particular focus on practical strategies that are informed
by the research findings. Moreover, advocating for the importance of these
aspects in professional forums, conferences, and publications can raise
awareness and potentially drive industry-wide initiatives aimed at enhancing

mindfulness, engagement, and WLB within the auditing profession.
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Lastly, managing client expectations and workloads is crucial in
ensuring that auditors can maintain a healthy WLB. Practical strategies might
include transparent communication with clients regarding timelines and
workloads, establishing clear boundaries and expectations, and ensuring that
auditors have the necessary resources and support to manage client demands

effectively without compromising their WLB.

5.7 Limitations

Among the limitations of the study, would be the lack of
comprehensive population data on the number of auditors in Malaysia. The
data available is a mix of auditors and accountants without distinct numbers for
each category. This gap in data presented a challenge in establishing the
representativeness of a sample. Due to this, the generalizability of our findings
to the entire auditor population in Malaysia is constrained.

Secondly, employing a cross-sectional research design provides a
snapshot of the relationships between mindfulness, work engagement, and
WLB at a single point in time. This design prevents the ability to infer
causality or explore how these relationships might evolve over time (Sekaran
& Bougie, 2016). The exploration of how these variables vary and affect one
another over time is prevented by the design's one-time data gathering (Little,
2013).

Moving on, auditors, by the nature of their profession, often face
significant time constraints. Their demanding schedules and the intensive
nature of their work may limit their ability and willingness to dedicate time to
filling out questionnaires, especially those requiring thoughtful and reflective

responses. As a result, some responses may have been hurried or superficial,
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lacking the honest reflection needed (Nor et al., 2017).

Another limitation is the one-dimensional approach of mindfulness and
work engagement. Recent evidence suggests that different facets of
mindfulness such as attention, intention and awareness, can have different
associations with stress, well-being, and cognitive outcomes (Gallistl et al.,
2024; Mehrabi et al., 2025). Likewise, for work engagement, research such as
Listau et al. (2017) shows that while vigor and dedication tend to support
positive spillover into non-work life, absorption may not always facilitate
balance and can even blur boundaries. By combining all components into
single constructs, this study may have masked distinct pathways and

underestimated the impact of specific dimensions on WLB.

5.8 Recommendations

The absence of comprehensive data on the number of auditors in
Malaysia hinders the study's ability to accurately represent the entire auditor
population. To address this limitation, future research could engage in
collaborative efforts with relevant regulatory bodies, professional associations,
or academic institutions. By fostering partnerships, researchers may gain
access to more precise and distinct data that separates auditors from
accountants, thereby enhancing the study's generalizability. Researchers may
also look to include accountants and auditors as opposed to just focusing on
auditors as both auditors and accountants face significant challenges in terms
of workload and WLB (Izma, 2018).

The use of a cross-sectional research design provides a snapshot of
relationships at a single point in time, limiting the exploration of causality and

the evolution of these relationships. To overcome this limitation, researchers
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might consider adopting a longitudinal approach. This would involve collecting
data at multiple time points, allowing for the examination of how mindfulness,
work engagement, and WLB unfold over time. This design would help us
better understand how these concepts change over time and give us information
about what causes them.

The time constraints faced by auditors, coupled with the demanding
nature of their profession, pose challenges to data collection, potentially
leading to rushed or superficial responses. Future research could explore
alternative data collection methods that accommodate their schedules.
Leveraging technology, such as mobile apps or remote surveys, might enhance
participation and provide auditors with more flexibility. Additionally,
researchers should consider refining survey instruments to be concise yet
effective, encouraging thoughtful and reflective responses without imposing an
undue burden on participants.

Future research could explore these constructs at the dimensional level
to uncover more precise patterns. For instance, comparing whether attentional
facets of mindfulness predict vigor more strongly than dedication, or whether
absorption contributes differently to WLB, would add depth to our
understanding of the mechanisms involved. Such analyses could provide
richer insights into how specific qualities of mindfulness and engagement
interact to shape employees’ experiences of balance in their professional and

personal lives.

5.9 Conclusion
In conclusion, this study aimed to shed light on the interaction between

mindfulness, work engagement, and WLB among Malaysian audit
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professionals while also looking into the role of work engagement and its
mediating role between these variables. The findings of this study showed that
there was indeed strong positive relationships between these variables. It also
supported the role of work engagement as a mediating factor in the relationship
between mindfulness and WLB. Aligning with the broaden-and-build theory
(Fredrickson, 2013), the study also highlights the role of mindfulness in
enhancing work engagement and, subsequently, improving WLB by fostering
positive emotional states. These findings have important implications for the
creation of focused treatments intended to promote the WLB and general
wellbeing of audit professionals as well as opening the doors to further
exploring the role mindfulness plays in regard to WLB for future studies to

explore.
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APPENDIX C

Questionnaires

Section A: Demographic Questions

Age:

Gender: () Male () Female ( ) Non-binary ( ) Prefer not to say

Race: () Malay () Indian () Chinese () Others

Marital Status: () Single () Married ( ) Divorced

Job Position: () Associate/ Junior auditor () Senior associates/ Manager or above

Years of Working Experience:

(

(

) 3 years or less

) 3-5 years

) 6-10 years

) More than 10 years

) More than 20 years

Are you registered under Malaysian Institute of Accountants (MIA)?

Yes( ) No ()
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Section B: The Mindfulness Attention Awareness Scale (Brown & Ryan,

2003)

Instructions: Below is a collection of statements about your everyday experience. Using the
1-6 scale below, please indicate how frequently or infrequently you currently have each
experience. Please answer according to what really reflects your experience rather than
what you think your experience should be. Please treat each item separately from every
other item.

1 2 3 4 5 6
Almost Very Somewhat Somewhat Very Almost
Always Frequently Frequently Infrequently Infrequently Never

I could be experiencing some emotion and not be conscious of
it until some time later. 1 2 3 4 5 6

I break or spill things because of carelessness, not paying
attention, or thinking of something else. 1 2 3 4 5 6

I find it difficult to stay focused on what’s happening in the
present. 1 2 3 4 5 6

I tend to walk quickly to get where I'm going without paying
attention to what I experience along the way. 1 2 3 4 5 6

I tend not to notice feelings of physical tension or discomfort
until they really grab my attention. 1 2 3 4 5 6

I forget a person’s name almost as soon as I’ve been told it
for the first time. 1 2 3 4 5 6

It seems I am “running on automatic,” without much awareness
of what I’'m doing. 1 2 3 4 5 6

I rush through activities without being really attentive to them. 1 2 3 4 5 6

I get so focused on the goal I want to achieve that I lose touch
with what I'm doing right now to get there. 1 2 3 4 5 6

I do jobs or tasks automatically, without being aware of what
I'm doing. 1 2 3 4 5 6

I find myself listening to someone with one ear, doing
something else at the same time. 1 2 3 4 5 6
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1 2 3 4 5 6
Almost Very Somewhat Somewhat Very Almost
Always Frequently Frequently Infrequently Infrequently Never

I drive places on ‘automatic pilot’ and then wonder why I went

there. 1 2 3 4 5
I find myself preoccupied with the future or the past. 1 2 3 4 5
I find myself doing things without paying attention. 1 2 3 4 5
I snack without being aware that I’'m eating. 1 2 3 4 5
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Section C: Utrecht Work Engagement Scale (Schaufeli & Bakker, 2003)

The failowing 17 statemans are abowut how you feel ar work Please read each siaemat cargiily and decide [ you
vy fow] iz way abour vour job. [Mvou kave never had tiis eling. orocs the 17 Zemn) in the space qfter the
statemmend. Jyou have had this feelmg, mdicaie how gften you feel if By crocsimg the monbar (fom 1 fo 6) that et
describas how frequendy you feel that wey.

Mever

Abmost never Rarely Somstmes Crften “ery offen

1 2 3 4 5

Afewtmesa Owmceamonth Afewtimesa Ounceawesk A fow imes a
year or less of less moath wesk

Always

Every day

[

Lid

Ln

At roy work, T feal bursting with ensrgy® (FI1)
I find the work that I do full of meaning and parpose (DELF
Time flies when I'm working (4B1)
At ooy job, I feel smong and vigorous (FI20*
I am enftmsizstic about oy job (DE2*
When I am working, I forget everyihing else around me (4820
Wy job inspires me (DEF*
When I zet up in the moming, I feal like gong o wodk (FI15)*
I fee] happy when I am working intensely (483)*
I am proud oo the work that I do (DE4*
I am immersed in oy work (484)*
I can comtime working for very long perieds at & tme (FI14)
T me, oy job is challenging (DEF
I got cammied away when I'm working (4B55)*
At my job, I am very resilient, mentally (FI3)
It is difScult fo detach noyself from noy job C4BG)
At roy work I always persevers, even when things do not go well (FIdk

* Shortensd versiom (MVES-9);, VI=vipor: DE = dedication: AB = ahsorption

€& Schoufuli & Bakker (2003). The Utecht Work Engasement Scale is fres for use for noo-commercial scientific ressarch. Commerial
andor non-scientific use is probibited, emless previous written parmuission i eoted by the authors
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Section D: Work Life Balance Measure Scale (Brough et al., 2009)

When I reflect over my work and non-work activities (your regular activities outside of work such as
family, friends. sports. study. etc.), over the past three months. I conclude that:

Strongly Strongh
ltems disagree Disagree Neutral Agree aeree
I. I currently have a good 1 2 3 - 5

balance between the time [ spend
at work and the time |
have available for non-work activities.
2. I have difficulty balancing my 1 2 3 - 5
work and non-work activities.
3. I feel that the balance | 2 3 4 5

between my work demands and non-work
activities is currently about right.

4. Overall. I believe that my 1
work and non-work life are balanced.

[
122
d
N

Note: ltem 2 1s reverse scored.
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APPENDIX D
Reliability of the Scales

Scale: Mindfulness

Reliability Statistics

Cronbach's
Alpha Based
on
Cronbach's Standardized
Alpha terms M oof tems
7949 7949 15

Scale: Work Engagement

Reliability Statistics

Cronbach's
Alpha Based
on
Cronbach's Standardized
Alpha terms M of tems
.Ba7 .Ba7 17

Scale: Work-life Balance

Reliability Statistics

Cronbach's
Alpha Based
on
Cronbach's Standardized
Alpha terms M of tems
TS 745 4
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APPENDIX E
Normality Test Output

Mindfulness
Case Processing Summary
Cases
Walid Missing Tuatal

I Percent I Percent I Percent
M v 100.0% 0 0.0% nv 100.0%
WE v 100.0% 0 0.0% nv 100.0%
WLB v 100.0% 0 0.0% nv 100.0%

Descriptives
Statistic Std. Error

Mnd Mean 2.201328782 0232060709

95% Confidence Interval Lower Bound 2155670848

for Mean UpperBound  2.246986715
5% Trimmed Mean 2.208837056
Median 2.079298451
Variance A7
Std. Deviation 4131723466
Minirmurm 1.256242814
Maxirmum 3 11804767E
Fange 1.862704862
Interquartile Range G281214070
Skewness -150 A37
Kurtosis - 47T 273
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Mindfulness (Histogram and Q-Q Plot)

Mnd

Expected Normal

Histogram

Mean = 2.201328781779375
Std. Dev. = 413172346588463

N=317
1.500000000000000 2.000000000000000 2.500000000000000 3.000000000000000
Mnd
Normal Q-Q Plot of Mnd
1.0 15 20 25 30 35

Observed Value
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Frequency

Expected Normal

100

80

60

40

20

Work Engagement (Histogram and Q-Q Plot)

WE Mean 1.617064687 0241725183
95% Confidence Interval Lower Bound 1.669505268
for Wean UpperBound  1.664624105
5% Trimmed Mean 1607914373
Median 1.61088649749
Variance 185
Std. Deviation 43037945
Minirmum 5369623264
Maximum 2.684811632
Fange 2147849306
Interguartile Range G4T7H133936
Skewness 145 37
Kurtosis =170 273

Histogram

Mean = 1.617064686507475
Std. Dev. = 430379452120813
N=37

a
.500000000000000  1.000000000000000  1.500000000000000  2.000000000000000  2.500000000000000

WE

Normal Q-Q Plot of WE

00 05 10 15 20 25 30

Observed Value
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WLB (Histogram and Q-Q Plot)

25 30

Observed Value

35
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WLE Mean 32161 02048
95% Confidence Interval Lower Bound 31758
for Mean Upper Bound 3.2564
5% Trimmed Mean 32018
Median 3.0000
Yariance 133
Std. Deviation 364848
Minimum 2.25
Maximum 4256
Range 2.00
Interquartile Range fh
Skewness 876 A37
Kurosis -.580 273
Histogram
g
E 100
WLB
Normal Q-Q Plot of WLB

£

>
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APPENDIX F
Process Macro SPSS Mediation Output

AR o T T PRC{.'ESS Prﬂcedure fDr SPSS Uersion S-D L i o

Written by Andrew F. Hayes, PFh.D. wWwiW.afhayes.com
Documentation available in Hayes (2022). www.guilford.com/p/hayes3

LR R R R R R R

Model: 4
¥: WLB
¥: Mnd
M: WE

Sample
Size: 317

LR R R R

QUTCOME VARIABLE:
WE

Model Summary

R B-3q MSE F dfl df2 B
L4287 L1821 L1520 70,1277 1.0000 315.0000 L0000
Model
coeff 32 T i+ LLCT ULCI
constant L6386 L1189 5.3719 .0oao L4047 .8725
Mnd L4445 .0531 3.3742 .0oaan L3401 .5489

LR R R R R R R

CUTICOME VARIABLE:
WLE

Model Summary

R R-3q MSE F dfl df2 P
L4511 L2035 L1087 40.1170 2.0000 314.0000 .Qaoo
Model
coeff 3e t 4] LLCT ULCI
constant 2.3049 L1041 22.1455 L0aoo 2.1001 2.5097
Mnd 288 L0452 5.8556 L0000 L1912 L3847
WE L1715 L0472 3.€316 L0003 L0738 L2644

Test({s) of X by M interaction:
F dfl df2 2]
10.4650 1.0000 313.0000 .0013
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KEEEREARKLRLRNRRN LR UNNNX NS TOTAL EFFECT MODEL SA &AM dkk bk bk kb kb bk Ak kb h kb h ko

OUTCOME VARIABLE:
WLE

Model Summary

R B-3gq MSE F dafl df2 E
L4124 L1701 L1109 £4.54381 1.0000 315.0000 .0aoo0
Model
coeff 32 t 4] LLCI ULCI
constant 2.4144 .1015 23.7811 .00an 2.2148 2.6141
Mnd 3642 L0453 §.0342 . 00aon L2750 L4534

hkkdkok ok koo ok ok ok ok T{}TAL, DIRECI, BND INDIRECT EFFECTS OF X ON ¥ Vv hkdwhhkkhhkhdk

Total effect of X on ¥
Effect 32 t P LLCI ULCI
L3642 L0453 5.0342 .00an L2750 L4534

Direct effect of X on ¥
Effect 32 t P LLCI ULCI
.288 L0482 5.8556 .00an L1912 L3847
Indirect effect(s) of ¥ on ¥:
Effect BootSE BootLLCI BootULCT
WE 0762 L0245 L0309 L1271

KEEERARRLLRLRNRRN LR AN NS ANATYSTS NOTES AND ERRORS A4 % kkh ik kb hh bbbk kb kb bddy

Level of confidence for all confidence intervals in ocutput:
95.0000

Humber of bootstrap samples for percentile bootstrap confidence intervals:
5000
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APPENDIX G

Informed Consent

Universiti Tunku Abdul Rahman

Faculty of Arts and Social Science

Mindfulness and Work-Life Balance among Malaysian
Auditors: Work Engagement as a mediator.

Introduction

You are invited to participate in this research study conducted among Malaysian audit
professionals to examine the relationship between Mindfulness and Work-life Balance with
Work Engagement acting as a mediator.

Procedures and Confidentiality

This questionnaire requires an approximated time of 10 — 15 minutes to be completed. All
information provided will remain private and confidential. The collected data information
will be reported as group data with no identifying information and only will be used for
researchers’ academic purposes.

Participations

All information provided will remain anonymous and confidential. The information you
provide will not be disclosed to any unauthorized party. Your participation is voluntary, you
are free to withdraw with the consent and discontinue your participation at any time without
prejudice. The researcher does not foresee any harm or threats through the participation of
this study.

Data

Your responses will be coded numerically for data analysis, discussion, and presentation.
No personal information will be released or published. Only the researcher will have access
to the raw data. The processed data, which will not have any identifying information would
be shared with other researchers for academic purposes only. The data will then be stored
in the researchers’ computer and a database of the online survey system, both of which will
require passwords to be accessed. Moreover, data will be held for 5 years after the study’s
completion, in keeping with the policy of the American Psychological Association (APA)
after which the data will be erased. Hence, the researcher will be glad fo answer any
inquiries in regard to the procedures of this research. You can address any of your
concems or questions to the researcher by contacting me via email, methene@1utar.my or
methene95@gmail.com

| understand the explanation above and agree to paricipate in this study.

| do not agree to participate in this study.
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APPENDIX H
Turnitin Originality Report

E'l-_l turniﬂn Page 2 of 85 - Integrity Overview

Submission 1D trm:oid:3618:1 24966590

19% Overall Similarity

The combined total of all matches, including overlapping sources, for each database.

Filtered from the Report

* Bibliography
¢ Quoted Text

* Small Matches (less than 8 words)

Match Groups Top Sources

. 165 Mot Cited or Quoted 12% 12% @0 Internet sources
Matches with neither in-text citation nor quotation marks 129 @8 Publications

. 108 Missing Quotations 7%

15% & Submitted works (Student Papers)
Matches that are still very similar to source material

= 0 Missing Citation 0%
Matches that have guotation marks, but no in-text citation

# 0 Cited and Quoted 0%
Matches with in-text citation present, but no quotation marks

Integrity Flags

0 Integrity Flags for Review

Our system’s algorithms look deeply at a document for any inconsistencies that
would set it apart from a normal submission. If we notice something strange, we flag
it for you to review.

A Hag is not necessarily an indicator of a problem. However, we'd recommend you
focus your attention there for further review.
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