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A B S T R A C T 

This paper aims to examine mindfulness as a potential mediator of readiness for change to work 

Performance among health workers such as Nurse, Doctors, and back offices in hospitals in Indonesia. 
We are using the quantitative method in this research. The partial least square-structural equation 

modeling (PLS-SEM) approach analyzed the data. The population is 206 health workers in Indonesia 
as a sample of research. A direct and indirect correlation between Readiness for Change to Work 

Performance through Mindfulness value is 0.736 with β 15.731. Mindfulness is proven to function as 
a mediator moderate. 

© 2022 by the authors. Licensee SSBFNET, Istanbul, Turkey. This article is an open access article 
distributed under the terms and conditions of the Creative Commons Attribution (CC BY) license 

(http://creativecommons.org/licenses/by/4.0/).    

 

 

Introduction 

In general, research in organizational industry psychology and organizational behavior emphasizes the positive implications for 

employee well-being and performance, mainly through the benefits of self-control on the changes taking place within and outside 

and within the organization's work. The Covid-19 pandemic has brought tremendous disruption to industry and health organizations 

locally and globally.  

In Indonesia, the coronavirus pandemic struck in full force in March 2020 and is still ongoing, affecting daily work. In the Covid-19 

pandemic, health workers' Work Performance becomes very large because dealing directly with patients exposed to Covid-19 is not 

uncommon for health workers exposed and dying; this should be appreciated. Working as a health worker seems to be getting more 

and more stressed in covid situations, posing a risk to mental health; causes of anxiety in health workers due to high job demands 

including long working time, an increasing number of patients. Stewart & Diebold (2017) examines how stressful situations can 

affect performance and how we can reach our potential regardless.  

The Work Performance of health workers depends on psychological capacity and Readiness for Change. Performance seems to be a 

fundamental part of the human experience, according to Davies et al. (2013) in his book on Human Performance, showing that "Man 

was born to do." Health workers' performance exceeds their supposed shifts, and many medical personnel is employed and placed in 

new specialties even with more significant difficulties than before (Sarre et al., 2020). In addition to serving regular patients and 

Covid-19, health workers are also faced with changes in service performance, namely services through technology in the field of 
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health through telemedicine. Covid-19 has optimized technology to empower patients, even in remote areas, to access quality and 

fast healthcare to deal with rising demands, equality in declining resources, and demand for more public accountability. Health 

workers must keep up with the rapid advances in technology and knowledge to provide better patient care and enhance their quality 

of work (Bindon, 2017; Kutzin & Janicke, 2015; Pool et al., 2015) 

The problem is how health workers perceive these changes to improve their performance at work. Employee perception of the change 

efforts in the organization is an essential aspect of change readiness. In addition, the perception of employee readiness of an 

organization to change has been identified as one of the critical factors in understanding the source of resistance to large-scale Change 

(Eby et al., 2000). In this case, employees must modify their daily routines and gain up-to-date knowledge to handle heavy workloads 

in the final period (Tummers et al., 2015). 

Readiness for Change health workers become vital to achieving the organization's performance. Wanberg & Banas (2000) state that 

employees strongly influence the acceptance of the Change. Likewise, as Desplaces (2005) said, employees' Readiness for Change 

in the face of change will be the driving force that gives positive results. In interpreting the changes that occur, it is essential for 

health workers who participate in increasing the institutional capacity of the organization in order to be following the conditions of 

Change; it must be able to see the phenomenon of Change that provides an opportunity to explore what is in the Change, starting 

with an adequate view of the organization and the surrounding environment so that it will make it easier to deal with changes that 

provide opportunities to explore what is in the Change, starting with an adequate view of the organization and the surrounding 

environment, so that it will make it easier to deal with changes that are happening 

Individual differences involve individual and collective attitudes, beliefs, and intentions in seeing Change. In the psychology 

literature, individual differences factors are often framed in terms. Alternatively, psychological states occur at the individual and 

organizational levels. (Weiner et al., 2008). Consideration of efforts to integrate certain practices into the work of health workers, 

namely through an essential element of readiness to make such changes, is through the attitude of each health worker about the 

Change. Although much research centers around these antecedent variables explaining the adequate performance of workers, studies 

examining the role of health worker job performance and personal characteristics in terms of Mindfulness traits are not adequately 

discussed in some literature. However, in a study conducted by Şahin et al. (2020) on mindfulness in Turkey, the results showed that 

Mindfulness is positively associated with thriving and contextual performance. Furthermore, Mindfulness is indirectly related to 

contextual performance via thriving. 

Mindfulness is generally described as a relaxed state of mind that allows individuals to engage attentively in the present moment 

(Langer & Moldoveanu, 2000). According to Brown et al. (2011), Mindfulness can be considered a personality trait (trait 

Mindfulness). Although psychology and organizational research have studied the nature of Mindfulness extensively, some research 

gaps remain. Nevertheless, recent research has begun to explore the advantageous effects of trait Mindfulness on Work Performance 

directly (Hafenbrack & Vohs, 2018; King & Haar, 2017; Lomas et al., 2017). The scope of the work context is limited to research 

on Mindfulness as a mediator in the Work Performance of health workers is still lacking. Most research tends to focus on its effects 

on stress and well-being. (Charoensukmongkol & Puyod, 2020; Chen & Murphy, 2019; Koopmann-Holm et al., 2020; Voci et al., 

2019), and research by Merdiaty & Aldrin, (2020). But. There is exciting research finding as research conducted by Noetel et al. 

(2019) that his research found that the influence of mindfulness as a mediator serves very low on athlete performance. Several studies 

have found a significant effect of attention and acceptance interventions to promote awareness, flow, and current performance and 

reduce competitive anxiety. So, it is interesting to re-examine whether mindfulness can still serve as a mediator in the post-covid-19. 

Literature Review 

Theoretical and Conceptual Background  

Work Performance 

Explaining Work Performance must be appropriate in all strategies and interventions used. In industrial-organizational psychology, 

all strategies and interventions must be used to improve human performance in the work organization. Work Performance defines 

the total expected value of the organization of the discrete behavioral episodes that an individual carries out over a standard period 

(Kell et al., 2014). Also, it describes two conceptual and practical advantages to tying the performance construct to an individual 

behavior instead of to the results of that behavior. First, it states of people that Change in individual behavior is also affected by other 

factors, not under the performer's control. Second, to understand how to manage job performance, probably best to construe 

performance as a behavioral phenomenon. 

Following Campbell & Wiernik's (2015) review, Work Performance is a construct that comprises behaviors under workers' control 

that contribute to organizational goals. These authors emphasize that performance is a set of behaviors, not the variables determining 

these behaviors or their outcomes. The definition is relatively open because it is the only way to describe a phenomenon that varies 

substantially across jobs (Aguinis et al., 2013) and time (Sackett et al., 2017) 

Maresh et al. (2014) define Work Performance as behavior on how a target was achieved; Work Performance is the oriented process 

of the purpose directed to ensure that every organizational process maximizes the productivity of employees, team, and the 

organization itself. In another opinion, performance is the employees' things done or not done (Luthans & Sommer, 2005). Good 
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Work Performance is needed for the organization's goals to be achieved. Work Performance can say well if employees can complete 

their tasks effectively and efficiently (Ramos-Villagrasa et al., 2019) 

According to Ramos-Villagrasa et al. (2019), Work Performance can be operationalized in many ways depending on goals, ranging 

from broad descriptions of behavior (e.g., showing effort, perseverance, adaptability) to narrow ones (e.g., written and oral 

communication, attendance, and rules). For example, the meta-analysis of (Salgado et al., 2019)found ten different job-performance 

measures, each with its specificity. The theoretical review developed by (Koopmans et al., 2013).The researcher uses the Individual 

Work Performance Questionnaire (Koopmans et al., 2016) to measure task performance, contextual performance, and 

counterproductive work behavior.  

Mindfulness 

Mindful individuals encounter further efficacy, self-regulation, and perceived control changes as Mindfulness prepares them for 

unwanted excitement and difficulties. Generally, Mindfulness is a psychological state of being attentive and non-judgementally aware 

of the present moment (Kabat-Zinn, 2015; Malinowski & Lim, 2015; Slutsky et al., 2017). Furthermore, it accepts the inner subjective 

mental experience such as feelings, thoughts, sensations, perceptions, hopes, dreams, beliefs, and attitudes (Weintraub & Dust, 2020). 

The signification of Mindfulness is the quality or conscious or unconscious of something. It becomes simpler if applied to the 

organization; an employee is a caring person who understands every event before him (Raza et al., 2018) 

Mindfulness has recently begun attracting industry attention and is widely referred to in the industrial and organizational psychology 

literature (IO) (Aldrin & Merdiaty, 2019). Two theoretical articles about the potential role of Mindfulness in the workplace have 

suggested that Mindfulness has a relevant role in work-related outcomes such as task performance, physical health, and psychology 

(Dane, 2011; Glomb et al., 2011). Prior research has suggested that employee Mindfulness is related to Work Performance (Shao & 

Skarlicki, 2009). 

Mindfulness has a positive linkage to the processes essential to creativity (Colzato et al., 2012). This process, often referred to as 

creative process engagement indicates employee involvement in creativity-relevant methods or processes, including first problem 

identification, second information searching and encoding, and third idea and alternative generation (Zhang & Bartol, 2010).  

A leading mindfulness theory concerning task performance is Dane's (2011) contingency theory, based on the assumption that 

Mindfulness widens attentional breadth (e.g., seeing more peripheral stimuli and being less focused on a specific target). The 

measuring Mindfulness in positive psychology is the Mindful Attention Awareness Scale, developed by Brown et al. (2011). 

Readiness for Change 

Employees' Readiness for Change reflects how employees tend to approve, accept, and adopt specific plans, aiming to change current 

circumstances. Readiness for Change is defined as "the cognitive precursor to the behaviors of either resistance to or support for 

change efforts (Armenakis et al., 1993). Readiness for Change employees defined as a comprehensive attitude simultaneously 

influenced by the content (what changes), processes (how changes are implemented), contexts (the environment in which changes 

occur), and employees (the characteristics of employees who are asked to change) involved in a change that the organization will do 

(Holt et al., 2007).  

Suppose a health worker perceives that their organization fosters an environment that supports change efforts. In that case, one might 

expect health workers to be more willing to take risks and embrace change strategies that might increase performance. Positive 

behavior is a basis for health workers to deal with Readiness for Change positively or negatively by avoiding Change.  

Empirical Review and Hypothesis Development 

Relation between Readiness for Change to work performance 

Readiness for Change can be identified from employees' positive attitudes toward Change, the perception of the overall citizens of 

the organization to deal with Change, and the trusted individual in the face of Change (Desplaces, 2005). Also, (Bernerth, 2004) 

mentioned that "Readiness is more than understanding the change, readiness is more than believing in the change, readiness is a 

collection of thoughts and intentions toward the specific change effort. The evidence found in the previous research that readiness 

for change significantly and positively affects performance (Banjongprasert, 2017; Katsaros et al., 2020). 

"Based on the above exposure, it can be compilation hypothesis research as follows 

H1: There is a direct influence on Readiness for Change on Work Performance 

Relation between Readiness for Change to mindfulness 

According to Liu et al. (2020), readiness for change is a complex multidimensional construct including individual and structural 

factors at differing levels. Moreover, Readiness for Change requires willingness, capability, and Mindfulness to change. An 

organization filled with energized individuals about an impending innovation but ill-equipped to accomplish it is no more ready than 

an apathetic but well-equipped one, then Work Performance will be achieved. 

https://positivepsychology.com/mindful-attention-awareness-scale-maas/
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The research Weiner (2009) argues that readiness for change is not a homologous concept and therefore has to be explored differently 

on the organizational level. That is, it depicts shared attitudes and evaluations of determinants 

  Gondo et al. (2013) argue that because much behavior in organizations occurs in a relatively automatic and non-conscious manner, 

the focus on how change recipients develop positive change beliefs regarding an explicitly formulated change is likely to be an 

incomplete understanding of how readiness for change develops. A complete understanding requires consideration of how change 

recipients develop an awareness of their automatically replicated behaviors. The article theorizes that mindfulness facilitates this 

awareness and suggests that there may be trade-offs in developing positive change beliefs and uncovering automatically replicated 

behaviors. The article concludes with suggestions regarding how these two aspects of readiness may be balanced 

"Based on the above exposure, it can be compilation hypothesis research as follows 

H2: There is a direct influence of Readiness for Change on Mindfulness 

Relation Mindfulness to Work performance 

Trait Mindfulness is associated with job performance among restaurant servers (Dane & Brummel, 2014) and supervisors (Reb et 

al., 2014). A link between academic performance (overall GPA among MBA students) and trait Mindfulness was founded, but only 

for women (Shao & Skarlicki, 2009). Middle managers receiving Mindfulness training exhibited considerable improvements in 

supervisor-rated work performance compared to their initial performance and a control group (Shonin et al., 2014). Similar results 

have founded among health care workers. 

According to Liem et al. (2020), employee creativity significantly affects job performance. The mediating effect of creative process 

engagement and employee creativity on the linkage between mindfulness and job performance was significant. 

Some findings provided empirical evidence supporting the positive relationship between Mindfulness and creativity. Nonetheless, 

the mediating effect of Mindfulness on the positive relationship between Readiness for Change and Work Performance has not yet 

been tested. 

Given the several goals to achieve performance, it is tempting to research; attention will be focused on the global positive effect on 

performance. However, most research on performance has looked at the effects without carefully exploring the mechanisms of what 

exactly drives performance, most of them very psychological aspects 

According to Liddy (2021), in his research results, the mediated relationship between surface acting and five dimensions of employee 

performance via self-control depletion is moderated by mindfulness at the first stage. This mediated relationship is stronger for more 

mindful individuals. 

"Based on the above exposure, it can be compilation hypothesis research as follows 

H3: There is a direct Mindfulness influence on Work Performance 

H4: There is an indirect influence on Readiness for Change to the Work Performance through Mindfulness as a mediator. 

Research and Methodology 

Method 

This research used the accidental sampling technique to reach the aim and tested four hypotheses using quantitative approaches and 

data collection equipment using psychological scales. Research respondents were Health workers in the Hospital in Indonesia. Data 

analysis techniques using SEM-PLS. To obtain direct and indirect impact values using regression analysis involving the intervening 

variable. The employee level studied starts from the regular workers, nurses to doctors. We ensured that respondents were the health 

workers through the control questions on the questionnaire. This process obtained a convenience sample of responses. The partial 

least square structural equation model (PLS-SEM) requires a minimum sample size. G*Power was used to calculate the sample size 

based on statistical power. The statistical power value for this sample was 0.95, higher than the minimum requirement of 0.8 

(Carranza et al., 2020; Hair et al., 2019). Therefore, the sample size in this study is considered acceptable. 

 

                                               

                                                              H1                      H2 

                                                                          

                                                                         H3       

 

Figure 1: Research Model; Note:  RFC (readiness for change); MN (mindfulness): WP (work performance) 

MN WP 

RFC 
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The respondent characteristic shows a different ratio between women 43% and men, 57% of the total respondents, 31% Diploma 

level, 66% Bachelor level, and 3% Master's level, representing an educated group of participants. Regarding age, 48.5% are between 

25 and 35 years old, 43% are between 36 and 45 years old, and 8.5% are 46 and 56, representing the samples. 7% are regular office, 

90% Nurses, and 3% doctors. The young-aged and bachelor's degrees dominated the respondents could be why mindfulness is 

moderately significant as a mediator. After Covid-19 had passed and the changes employees have been experiencing, almost 90% of 

respondents reported that they were mentally and spiritually prepared to face the Covid-19 attack for two years. 

Measuring Instruments 

In collecting the research data, the author adopts an original adapted to the local culture and develops a research instrument using a 

psychological scale with a Likert scale of 1 to 5. There are three scales developed and tested. To measure Work Performance 

researcher uses the Individual Work Performance Questionnaire from Koopmans (2015), task performance, contextual performance, 

and counterproductive work behavior. Mindfulness and Scale Awareness (Brown, West, Loverich, & Biegel, 2011), a size explicitly 

designed for and often used to measure attention to a standard population. Including participants who do not through attention training 

to any type who does not have a formal meditation experience (Aldrin & Merdiaty, 2019). Holt et al. (2007) explained that an 

employee declares themselves as Readiness for Change when they show the behavior of acceptance, embracement, and adopt plans 

of change done. Before an employee is ready, they should reflect on content, context, process, and individual attributes to perceive 

and believe the Change. All devices demonstrate satisfactory reliability with Alpha of Cronbach starting from 0,938 to 0.952.  

Result and Discussion 

Result 

The research aims to test the direct and indirect influence of Readiness for Change on Work Performance through Mindfulness. In 

evaluating the measurement model using the SEM-PLS, firstly, we must analyze the reliability of the measurement scale. The loading 

indicator with their respective construct has been tested to test each item. The loading factor value should be greater than 0.708 (Joe 

F Hair et al., 2019). In our study, the total loadings were more significant than 0.708. Therefore, it is necessary to verify the results 

of other measurement indexes for the constructs of these items (Joseph F Hair et al., 2019).To assess the individual reliability of each 

construct, composite reliability (CR) and Dijkstra–Henseler's rho (ρA) were calculated. The CR value is more significant than 0.7 for 

all composites (Nunnally, 1994). Meanwhile, Dijkstra–Henseler rho (ρA) exceeds 0.7 in all cases, indicating its reliability (Joe F Hair 

et al., 2019). Table 1 shows the high level of internal consistency in each construct. 

The next step after testing reliability is to test convergent validity utilizing average variance extracted (AVE), which must be greater 

than 0.5 (Fornell & Larcker, 1981). To test the significance of each loading, the bootstrap resampling procedure (5,000 subsamples 

of the original sample size) was determined to obtain the t statistical value (Hair Jr et al., 2017). The results of loading showed 

significance with a confidence of 95%. 

The next is to analyze the validity of the discriminant using the Fornel Larker criteria. The square root of each AVE construct value 

must be higher than the construct correlation with other latent variables (Fornell & Larcker, 1981). The result shows that the AVE 

construct value is high. There is discriminant validity when the value is below 0.90 (Henseler et al., 2015). Other criteria set the value 

below 0.85 (Joseph F Hair et al., 2019). The value obtained remains under the cut-off value in this study, which shows good reliability 

and validity (see table 1). 

Structural Model 

Collinearity should be performed before performing structural relationship analysis to ensure no bias in regression results. Ideally, 

the Variance inflation factor (VIF) value should be lower than 3 (Joe F Hair et al., 2019). in this study, there is no multicollinearity 

(see table 3). 

The next step is to do structural model testing. A bootstrap procedure using 5,000 iterations evaluated the significance of indicators 

and path coefficients (Chin et al., 2008). Before testing the hypotheses, an assessment of the model quality was carried out. The 

criteria used were the coefficient of determination (R2), effect size (f2), cross-validated redundancy (Q2), and path coefficient (Joe F 

Hair et al., 2019). R2 measures 0.75, 0.50, and 0.25 for all endogenous structures, considered substantial, moderate, and weak. The 

results show that R2 is 0.652. Shows that exogenous variables with moderate criteria influence of variable. 

Finally, to conclude the evaluation of the structural model, the current study examines the predictive relevance of the model using 

Stone–Geisser's Q2 (Joseph F Hair et al., 2019). The result shows that one Q2 values are above zero (see Table 3), indicating that the 

model has adequate predictive power. The results of the hypotheses testing using two-tailed testing. Two-tailed testing is 

recommended if the coefficient is assumed it is not clear in the direction (positive or negative) 
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Table 1: Loading Factor and level of internal consistency in each construct 

Construct item loading Cronbach’ Alpha Dijkstra–

Henseler’s 

rho (ρA) 

CR AVE 

Minfulness1 0,836 0,951 0,970 0,956 0,666 

Minfulness 2 0,823     

Minfulness 3 0,834     

Minfulness 4 0,828     

Minfulness 5 0,886     

Minfulness 6 0,867     

Minfulness 7 0,866     

Minfulness 8 0,703     

Minfulness 9 0,768     

Minfulness 10 0,737     

Minfulness 12 0,808     

Readiness for Change3 0,730 0,938 0,942 0,946 0,595 

Readiness for Change4 0,814     

Readiness for Change5 0,734     

Readiness for Change6 0,797     

Readiness for Change7 0,785     

Readiness for Change8 0,756     

Readiness for Change9 0,814     

Readiness for Change10 0,746     

Readiness for Change11 0,700     

Readiness for Change14 0,810     

Readiness for Change15 0,795     

Readiness for Change16 0,766     

Work Performance1 0,800 0,952 0,954 0,958 0,636 

Work Performance2 0,848     

Work Performance3 0,811     

Work Performance4 0,747     

Work Performance5 0,845     

Work Performance6 0,741     

Work Performance7 0,746     

Work Performance8 0,820     

Work Performance9 0,847     

Work Performance10 0,826     

Work Performance11 0,723     

Work Performance12 0,813     

Work Performance13 0,785     

Note: Readiness for Change directly affects Work Performance with a value of β. 0.736; T-value 15.731*** 

Table 2: Discriminant Validity 

  Readiness for 
Change 

Mindfulness Work Performance 

Foretell-Larcker Criterion Readiness for 
Change 

0.771   

 Mindfulness 0.292 0.816  

 Work 
Performance 

0.789 0.396 0.797 
 

HTMT Readiness for 
Change 

   

 Mindfulness  0.278  

 Work 
Performance 

 0.389 0.821 

Note(s): The square root of AVE are shown diagonally in italic; Readiness for Change (readiness for Change); Mindfulness 

(mindfulness); Work Performance ( work performance) 
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Table 3: Structural model evaluation 

Note(s): n = 5,000 sub-sample; **p < 0.01; ***p < 0.001.  

VIF: variance inflation factor; Readiness for Change (readiness for Change); Mindfulness (mindfulness); Work Performance (work 

performance), less than 3.  

 

 

 

 

 

 

 

 

 

 

Discussion 

The study was to verify four planned hypotheses. All hypotheses are accepted from the results of research that the impact of mediation 

functions moderately. To help the health workforce work well, they feel calm with mindfulness. The initial suggestion that 

mindfulness would function optimally at work performance was proven, as the results were moderate. The work performance of 

health workers was quite good with the readiness to change from the employee himself directly. It can happen because health workers 

have been tested mentally and psychologically for two years during the Covid-19 period from early 2020 to 2022. This opinion is in 

line with previous research (Jha, 2021); (Shahbaz & Parker, 2021); (Lyddy et al., 2021). In addition, the well-being and resilience of 

health workers are high because of the role of the government in providing a sense of security to workers by providing vaccines 

simultaneously.  

According to data as of April 30, 2021, from the Ministry of Health, 100% of health workers are vaccinated. In addition, the rewards 

of the government further strengthen the willingness to change come from itself. When the organization's readiness, in this case, the 

government and the organization for Change, is high, the organization members are more likely to initiate Change, exert tremendous 

effort, show more remarkable persistence, and display more cooperative behavior. The result is effective implementation. The ability 

to work is not just about how to get a job but about how to develop attributes, techniques, or experiences to live. According to 

Merdiaty & Aldrin (2020), the psychological connection of employees to their work has become very important in 21st-century 

information or economy services. In the contemporary world of work, companies recruit the best-honored employees to compete 

effectively. They must also be able to inspire and enable employees to apply their full abilities to their work 

Conclusion 

The results of this publication were verified to be four planned hypotheses; all hypotheses were accepted. The study results found 

that mindfulness as a mediation impact plays a moderate role in assisting work performance. In post-Covid-19, the role of mindfulness 

is reduced in effect because employees have been tested and mentally and psychologically. It makes employees better understand 

Relationship β T value Confidence 
interval 
(95%) 

Supported Variance 
(R2) 

R2 
Adjusted 

Q2 F2 VIF Confidence 
Interval 

Readiness 
for Change-
> 
Mindfulness 

0.292 4.686*** 0.180-0416 Yes 0.085 0.081 0.048 0.093 1.000 (0.033-
0.210) 

 
Mindfulness-
> Work 
Performance 

 
0.181 

 
3.757*** 

 
0.089-0.278 

 
Yes 
 

    
0.086 

 
1.093 

 
(0.23-
0.198) 

Readiness 
for Change-
> Work 
Performance 

0.736 15.731*** 0.635-0.818 Yes 0.652 0.649 0.404 1.423 1.093 (0.827-
2.389) 

0.048 0.404 

3.757*** 

15.731*** 4.868*** 

0.000 

Readiness for Change 

Work Performance 
Mindfulness 
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how to behave and realize favorable resolutions to face challenging changes in themselves and the organization. The analysis of 

mindfulness used as a mediator or moderator has very much attracted attention from various parties to be done.   

 

This research has broadened our understanding of the readiness for Change to work performance through mindfulness. However, 

some limitations must be acknowledged. First, the R square value for Readiness for Change to Mindfulness is unsatisfactory. Many 

other factors affect Work Performance during and after the Covid-19 pandemic. Likewise, many indicators dropped, although the 

loading factor was high less than 0.7, as the role of thumbs of SEM-PLS must be equal to or high than 0.70. The other reason is that 

the statement instruments in the questionnaire were adopted directly, impacting the decision-making to choose because of cultural 

differences in the concept of thinking in Indonesia from the questionnaire instrument derived. For future research, instruments will 

be more suitable to be made by themselves to fit cultural conditions and research purposes. Future research is expected to distinguish 

employee characteristics in analyzing the effects of their work performance in post-Covid-19. 

Acknowledgement 

Author Contributions: Conceptualization, NM., LRR., RW, VAS.; Methodology, NM., LRR., RW, VAS.; Data Collection, NM., LRR., RW, VAS.; 

Formal Analysis, NM., LRR., RW, VAS.; Writing—Original Draft Preparation, NM., LRR., RW, VAS.; Writing—Review And Editing, NM., LRR., 

RW, VAS. All authors have read and agreed to the published the final version of the manuscript. 

Institutional Review Board Statement: Ethical review and approval were waived for this study, due to that the research does not deal with 

vulnerable groups or sensitive issues.  

Data Availability Statement: The data presented in this study are available on request from the corresponding author. The data are not publicly 

available due to privacy. 

Conflicts of Interest: The authors declare no conflict of interest. 

References  

Abbas, J., Raza, S., Nurunnabi, M., Minai, M. S., & Bano, S. (2019). The impact of entrepreneurial business networks on firms’ 

performance through a mediating role of dynamic capabilities. Sustainability, 11(11), 3006. 

https://doi.org/10.3390/su11113006 

Aguinis, H., Joo, H., & Gottfredson, R. K. (2013). What monetary rewards can and cannot do: How to show employees the money. 

Business Horizons, 56(2), 241-249. https://doi.org/10.1016/j.bushor.2012.11.007 

Aldrin, N., & Merdiaty, N. (2019). Effect of job crafting on work engagement with mindfulness as a mediator. Cogent Psychology, 

6(1). https://doi.org/10.1080/23311908.2019.1684421 

Armenakis, A. A., Harris, S. G., & Mossholder, K. W. (1993). Creating readiness for organizational change. Human Relations, 46(6), 

681-703. https://doi.org/10.1177/001872679304600601 

Banjongprasert, J. (2017). An Assessment of Change-Readiness Capabilities and Service Innovation Readiness and Innovation 

Performance: Empirical Evidence from MICE Venues. International Journal of Economics & Management, 11 

Bernerth, J. (2004). Expanding our understanding of the change message. Human Resource Development Review, 3(1), 36-

52. https://doi.org/10.1177/1534484303261230 

Bindon, S. L. (2017). Professional development strategies to enhance nurses’ knowledge and maintain a safe practice. AORN Journal, 

106(2), 99-110. https://doi.org/10.1016/j.aorn.2017.06.002 

Campbell, J. P., & Wiernik, B. M. (2015). The modeling and assessment of work performance. Annual Review of Organizational 

Psychology and Organizational Behavior, 2(1), 47-74. https://doi.org/10.1146/annurev-orgpsych-032414-111427 

Carranza, R., Díaz, E., Martín-Consuegra, D., & Fernández-Ferrín, P. (2020). PLS–SEM in business promotion strategies. A 

multigroup analysis of mobile coupon users using MICOM. Industrial Management & Data Systems, 120(12), 2349-2374. 

https://doi.org/10.1108/imds-12-2019-0726 

Charoensukmongkol, P., & Puyod, J. V. (2020). Mindfulness and emotional exhaustion in call center agents in the Philippines: 

Moderating roles of work and personal characteristics. The Journal of General Psychology, 149(1), 72-96. 

https://doi.org/10.1080/00221309.2020.1800582 

Chen, S., & Murphy, D. (2018). The mediating role of authenticity on mindfulness and wellbeing: A cross-cultural analysis. Asia 

Pacific Journal of Counselling and Psychotherapy, 10(1), 40-55. https://doi.org/10.1080/21507686.2018.1556171 

Chin, W. W., Peterson, R. A., & Brown, S. P. (2008). Structural equation modeling in marketing: Some practical reminders. Journal 

of Marketing Theory and Practice, 16(4), 287-298. https://doi.org/10.2753/mtp1069-6679160402 

Colzato, L. S., Ozturk, A., & Hommel, B. (2012). Meditate to create: The impact of focused attention and open-monitoring training 

on convergent and divergent thinking. Frontiers in Psychology, 3. https://doi.org/10.3389/fpsyg.2012.00116 

Dane, E. (2010). Paying attention to mindfulness and its effects on task performance in the workplace. Journal of Management, 

37(4), 997-1018. https://doi.org/10.1177/0149206310367948 

Dane, E., & Brummel, B. J. (2013). Examining workplace mindfulness and its relations to job performance and turnover intention. 

Human Relations, 67(1), 105-128. https://doi.org/10.1177/0018726713487753 

Davies, D. R., Matthews, G., Stammers, R. B., & Westerman, S. J. (2013). Human performance. 

https://doi.org/10.4324/9781315812809 

https://doi.org/10.3390/su11113006
https://doi.org/10.1016/j.bushor.2012.11.007
https://doi.org/10.1080/23311908.2019.1684421
https://doi.org/10.1177/001872679304600601
https://doi.org/10.1177/1534484303261230
https://doi.org/10.1016/j.aorn.2017.06.002
https://doi.org/10.1146/annurev-orgpsych-032414-111427
https://doi.org/10.1108/imds-12-2019-0726
https://doi.org/10.1080/00221309.2020.1800582
https://doi.org/10.1080/21507686.2018.1556171
https://doi.org/10.2753/mtp1069-6679160402
https://doi.org/10.3389/fpsyg.2012.00116
https://doi.org/10.1177/0149206310367948
https://doi.org/10.1177/0018726713487753
https://doi.org/10.4324/9781315812809


Merdiaty et al., International Journal of Research in Business & Social Science 11(4) (2022), 149-158 
 

 157 

Desplaces, D. (2005). A multilevel approach to individual readiness to change. Journal of Behavioral and Applied Management, 

7(1). https://doi.org/10.21818/001c.14568 

Eby, L. T., Adams, D. M., Russell, J. E., & Gaby, S. H. (2000). Perceptions of organizational readiness for change: Factors related 

to employees' reactions to the implementation of team-based selling. Human Relations, 53(3), 419-442. 

https://doi.org/10.1177/0018726700533006 

Fornell, C., & Larcker, D. F. (1981). Structural equation models with unobservable variables and measurement error: Algebra and 

statistics. Journal of Marketing Research, 18(3), 382. https://doi.org/10.2307/3150980 

Glomb, T. M., Duffy, M. K., Bono, J. E., & Yang, T. (2011). Mindfulness at work. Research in Personnel and Human Resources 

Management, 115-157. https://doi.org/10.1108/s0742-7301(2011)0000030005 

Gärtner, C. (2013). Enhancing readiness for change by enhancing mindfulness. Journal of Change Management, 13(1), 52-68. 

https://doi.org/10.1080/14697017.2013.768433 

Gondo, M., Patterson, K. D., & Palacios, S. T. (2013). Mindfulness and the development of readiness for change. Journal of Change 

Management, 13(1), 36-51. https://doi.org/10.1080/14697017.2013.768431 

Hafenbrack, A. C., & Vohs, K. D. (2018). Mindfulness meditation impairs task motivation but not performance. Organizational 

Behavior and Human Decision Processes, 147, 1-15. https://doi.org/10.1016/j.obhdp.2018.05.001 

Hair, J. F., Page, M., & Brunsveld, N. (2019). Essentials of business research methods. https://doi.org/10.4324/9780429203374 

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M. (2019). When to use and how to report the results of PLS-SEM. European 

Business Review, 31(1), 2-24. https://doi.org/10.1108/ebr-11-2018-0203 

Henseler, J., Ringle, C. M., & Sarstedt, M. (2014). A new criterion for assessing discriminant validity in variance-based structural 

equation modeling. Journal of the Academy of Marketing Science, 43(1), 115-135. https://doi.org/10.1007/s11747-014-0403-

8 

Holt, D. T., Armenakis, A. A., Feild, H. S., & Harris, S. G. (2007). Readiness for organizational change. The Journal of Applied 

Behavioral Science, 43(2), 232-255. https://doi.org/10.1177/0021886306295295 

Jha, S. (2021). Understanding mindfulness outcomes: A moderated mediation analysis of high-performance work systems. 

Humanities and Social Sciences Communications, 8(1). https://doi.org/10.1057/s41599-021-00708-x 

Kabat-Zinn, J. (2015). Mindfulness. Mindfulness, 6(6), 1481-1483. https://doi.org/10.1007/s12671-015-0456-x 

Katsaros, K. K., Tsirikas, A. N., & Kosta, G. C. (2020). The impact of leadership on firm financial performance: The mediating role 

of employees' readiness to change. Leadership & Organization Development Journal, 41(3), 333-347. 

https://doi.org/10.1108/lodj-02-2019-0088 

Kell, H. J., Motowidlo, S. J., Martin, M. P., Stotts, A. L., & Moreno, C. A. (2014). Testing for independent effects of prosocial 

knowledge and technical knowledge on skill and performance. Human Performance, 27(4), 311-327. 

https://doi.org/10.1080/08959285.2014.929692 

King, E., & Haar, J. M. (2017). Mindfulness and job performance: A study of Australian leaders. Asia Pacific Journal of Human 

Resources, 55(3), 298-319. https://doi.org/10.1111/1744-7941.12143 

Koopmann-Holm, B., Sze, J., Jinpa, T., & Tsai, J. L. (2019). Compassion meditation increases optimism towards a transgressor. 

Cognition and Emotion, 34(5), 1028-1035. https://doi.org/10.1080/02699931.2019.1703648 

Kutzin, J. M., & Janicke, P. (2015). Incorporating rapid cycle deliberate practice into nursing staff continuing professional 

development. The Journal of Continuing Education in Nursing, 46(7), 299-301. https://doi.org/10.3928/00220124-

20150619-14 

Langer, E. J., & Moldoveanu, M. (2000). Mindfulness research and the future. Journal of Social Issues, 56(1), 129-139. 

https://doi.org/10.1111/0022-4537.00155 

Liem, A., Wang, C., Wariyanti, Y., Latkin, C. A., & Hall, B. J. (2020). The neglected health of international migrant workers in the 

COVID-19 epidemic. The Lancet Psychiatry, 7(4), e20. https://doi.org/10.1016/s2215-0366(20)30076-6 

Liu, S., Yang, L., Zhang, C., Xiang, Y., Liu, Z., Hu, S., & Zhang, B. (2020). Online mental health services in China during the 

COVID-19 outbreak. The Lancet Psychiatry, 7(4), e17-e18. https://doi.org/10.1016/s2215-0366(20)30077-8 

Lomas, T., Medina, J. C., Ivtzan, I., Rupprecht, S., & Eiroa-Orosa, F. J. (2017). The impact of mindfulness on the wellbeing and 

performance of educators: A systematic review of the empirical literature. Teaching and Teacher Education, 61, 132-141. 

https://doi.org/10.1016/j.tate.2016.10.008 

Luthans, F., Luthans, K. W., Hodgetts, R. M., & Luthans, B. C. (2000). undefined. Business Horizons, 43(5), 53-60. 

https://doi.org/10.1016/s0007-6813(00)80009-9 

Lyddy, C. J., Good, D. J., Bolino, M. C., Thompson, P. S., & Stephens, J. P. (2021). The costs of mindfulness at work: The moderating 

role of mindfulness in surface acting, self-control depletion, and performance outcomes. Journal of Applied Psychology, 

106(12), 1921-1938. https://doi.org/10.1037/apl0000863 

Malinowski, P., & Lim, H. J. (2015). Mindfulness at work: Positive affect, hope, and optimism mediate the relationship between 

dispositional mindfulness, work engagement, and well-being. Mindfulness, 6(6), 1250-1262. https://doi.org/10.1007/s12671-

015-0388-5 

Maresh, C. M., Sökmen, B., Armstrong, L. E., Dias, J. C., Pryor, J. L., Creighton, B. C., Muñoz, C. X., Apicella, J. M., Casa, D. J., 

Lee, E. C., Anderson, J. M., & Kraemer, W. J. (2014). Repetitive box lifting performance is impaired in a hot environment: 

https://doi.org/10.21818/001c.14568
https://doi.org/10.1177/0018726700533006
https://doi.org/10.2307/3150980
https://doi.org/10.1108/s0742-7301(2011)0000030005
https://doi.org/10.1080/14697017.2013.768433
https://doi.org/10.1080/14697017.2013.768431
https://doi.org/10.1016/j.obhdp.2018.05.001
https://doi.org/10.4324/9780429203374
https://doi.org/10.1108/ebr-11-2018-0203
https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.1007/s11747-014-0403-8
https://doi.org/10.1177/0021886306295295
https://doi.org/10.1057/s41599-021-00708-x
https://doi.org/10.1007/s12671-015-0456-x
https://doi.org/10.1108/lodj-02-2019-0088
https://doi.org/10.1080/08959285.2014.929692
https://doi.org/10.1111/1744-7941.12143
https://doi.org/10.1080/02699931.2019.1703648
https://doi.org/10.3928/00220124-20150619-14
https://doi.org/10.3928/00220124-20150619-14
https://doi.org/10.1111/0022-4537.00155
https://doi.org/10.1016/s2215-0366(20)30076-6
https://doi.org/10.1016/s2215-0366(20)30077-8
https://doi.org/10.1016/j.tate.2016.10.008
https://doi.org/10.1016/s0007-6813(00)80009-9
https://doi.org/10.1037/apl0000863
https://doi.org/10.1007/s12671-015-0388-5
https://doi.org/10.1007/s12671-015-0388-5


Merdiaty et al., International Journal of Research in Business & Social Science 11(4) (2022), 149-158 
 

 158 

Implications for altered work-rest cycles. Journal of Occupational and Environmental Hygiene, 11(7), 460-468. 

https://doi.org/10.1080/15459624.2013.875185 

Merdiaty, N., & Aldrin, N. (2020). Analyzing the effect of resilience on burnout with mindfulness as a mediator. International 

Journal of Research in Business and Social Science (2147- 4478), 9(5), 109-115. https://doi.org/10.20525/ijrbs.v9i5.820 

Noetel, M., Ciarrochi, J., Van Zanden, B., & Lonsdale, C. (2017). Mindfulness and acceptance approaches to sporting performance 

enhancement: A systematic review. International Review of Sport and Exercise Psychology, 12(1), 139-175. 

https://doi.org/10.1080/1750984x.2017.1387803 

Nunnally, J. C. (1994). Psychometric theory 3E. Tata McGraw-hill education. 

Pool, V. K., Stoffman, N., & Yonker, S. E. (2015). The people in your neighborhood: Social interactions and mutual fund portfolios. 

The Journal of Finance, 70(6), 2679-2732. https://doi.org/10.1111/jofi.12208 

Ramos-Villagrasa, P. J., Barrada, J. R., Fernández-del-Río, E., & Koopmans, L. (2019). Assessing job performance using brief self-

report scales: The case of the individual work performance questionnaire. Revista de Psicología del Trabajo y de las 

Organizaciones, 35(3), 195-205. https://doi.org/10.5093/jwop2019a21 

Reb, J., Narayanan, J., & Chaturvedi, S. (2012). Leading mindfully: Two studies on the influence of supervisor trait mindfulness on 

employee well-being and performance. Mindfulness, 5(1), 36-45. https://doi.org/10.1007/s12671-012-0144-z 

Robert, G., Sarre, S., Maben, J., Griffiths, P., & Chable, R. (2019). Exploring the sustainability of quality improvement interventions 

in healthcare organizations: A multiple methods study of the 10-year impact of the ‘Productive Ward: Releasing time to care’ 

program in English acute hospitals. BMJ Quality & Safety, 29(1), 31-40. https://doi.org/10.1136/bmjqs-2019-009457 

Sackett, P. R., Lievens, F., Van Iddekinge, C. H., & Kuncel, N. R. (2017). Individual differences and their measurement: A review 

of 100 years of research. Journal of Applied Psychology, 102(3), 254-273. https://doi.org/10.1037/apl0000151 

Salgado, J. F., Blanco, S., & Moscoso, S. (2019). Subjective well-being and job performance: Testing of a suppressor effect. Revista 

de Psicología del Trabajo y de las Organizaciones, 35(2), 93-102. https://doi.org/10.5093/jwop2019a9 

Sarstedt, M., Ringle, C. M., & Hair, J. F. (2017). Partial least squares structural equation modeling. Handbook of Market Research, 

1-40. https://doi.org/10.1007/978-3-319-05542-8_15-1 

Shahbaz, W., & Parker, J. (2021). Workplace mindfulness: An integrative review of antecedents, mediators, and moderators. Human 

Resource Management Review, 100849. https://doi.org/10.1016/j.hrmr.2021.100849 

Shao, R., & Skarlicki, D. P. (2009). The role of mindfulness in predicting individual performance. Canadian Journal of Behavioural 

Science/Revue Canadienne des sciences du comportement, 41(4), 195-201. https://doi.org/10.1037/a0015166 

Shonin, E., Van Gordon, W., Dunn, T. J., Singh, N. N., & Griffiths, M. D. (2014). Meditation awareness training (MAT) for work-

related wellbeing and job performance: A randomised controlled trial. International Journal of Mental Health and Addiction, 

12(6), 806-823. https://doi.org/10.1007/s11469-014-9513-2 

Slutsky, J., Rahl, H., Lindsay, E. K., & Creswell, J. D. (2017). Mindfulness, emotion regulation, and social threat. Mindfulness in 

Social Psychology, 79-93. https://doi.org/10.4324/9781315627700-6 

Stewart, A. J., & Diebold, J. (2017). Turnover at the top: Investigating performance-turnover sensitivity among nonprofit 

organizations. Public Performance & Management Review, 40(4), 741-764. https://doi.org/10.1080/15309576.2017.1340900 

Tummers, L. L., Bekkers, V., Vink, E., & Musheno, M. (2015). Coping during public service delivery: A conceptualization and 

systematic review of the literature. Journal of Public Administration Research and Theory, 25(4), 1099-1126. 

https://doi.org/10.1093/jopart/muu056 

Voci, A., Veneziani, C. A., & Fuochi, G. (2018). Relating mindfulness, heartfulness, and psychological well-being: The role of self-

compassion and gratitude. Mindfulness, 10(2), 339-351. https://doi.org/10.1007/s12671-018-0978-0 

Wanberg, C. R., & Banas, J. T. (2000). Predictors and outcomes of openness to changes in a reorganizing workplace. Journal of 

Applied Psychology, 85(1), 132-142. https://doi.org/10.1037/0021-9010.85.1.132 

Weiner, B. J., Amick, H., & Lee, S. D. (2008). Review: Conceptualization and measurement of organizational readiness for change. 

Medical Care Research and Review, 65(4), 379-436. https://doi.org/10.1177/1077558708317802 

Weintraub, J., & Dust, S. B. (2020). Workplace mindfulness theory and research in review. The Routledge Companion to Mindfulness 

at Work, 24-38. https://doi.org/10.4324/9780429244667-2 

Zhang, X., & Bartol, K. M. (2010). Linking empowering leadership and employee creativity: The influence of psychological 

empowerment, intrinsic motivation, and creative process engagement. Academy of Management Journal, 53(1), 107-128. 

https://doi.org/10.5465/amj.2010.48037118 

Şahin, S., Özcan, N., & Babal, R. (2020). The mediating role of thriving: Mindfulness and contextual performance among Turkish 

nurses. Journal of Nursing Management, 28(1), 175-184. https://doi.org/10.1111/jonm.12911 

 Publisher’s Note: SSBFNET stays neutral with regard to jurisdictional claims in published maps and institutional affiliations.  

 

 

© 2022 by the authors. Licensee SSBFNET, Istanbul, Turkey. This article is an open access article distributed under the terms and conditions of the 

Creative Commons Attribution (CC BY) license (http://creativecommons.org/licenses/by/4.0/).   

International Journal of Research in Business and Social Science (2147-4478) by SSBFNET is licensed under a Creative Commons Attribution 4.0 

International License. 

https://doi.org/10.1080/15459624.2013.875185
https://doi.org/10.20525/ijrbs.v9i5.820
https://doi.org/10.1080/1750984x.2017.1387803
https://doi.org/10.1111/jofi.12208
https://doi.org/10.5093/jwop2019a21
https://doi.org/10.1007/s12671-012-0144-z
https://doi.org/10.1136/bmjqs-2019-009457
https://doi.org/10.1037/apl0000151
https://doi.org/10.5093/jwop2019a9
https://doi.org/10.1007/978-3-319-05542-8_15-1
https://doi.org/10.1016/j.hrmr.2021.100849
https://doi.org/10.1037/a0015166
https://doi.org/10.1007/s11469-014-9513-2
https://doi.org/10.4324/9781315627700-6
https://doi.org/10.1080/15309576.2017.1340900
https://doi.org/10.1093/jopart/muu056
https://doi.org/10.1007/s12671-018-0978-0
https://doi.org/10.1037/0021-9010.85.1.132
https://doi.org/10.1177/1077558708317802
https://doi.org/10.4324/9780429244667-2
https://doi.org/10.5465/amj.2010.48037118
https://doi.org/10.1111/jonm.12911
http://ssbfnet.com/ojs/index.php/ijrbs
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/


Link readiness for change to
work performance through

mindfulness among health care
employees in Indonesia

by Netty Merdiaty

Submission date: 11-Apr-2023 12:21AM (UTC-0400)
Submission ID: 2061260060
File name: through_mindfulness_among_health_care_employees_in_Indonesia.pdf (413.24K)
Word count: 7189
Character count: 41209



1

1

2

5

9

35

39

43



1

2
2

2

3

4
4

4

7

24

30
30



1

10

11

12

15
16

17

18

19

20
20

23

34

42



1

5

6

6

14

22

28

31

33

36

38



1

9

13

23

25

26

27

27

33

37

40

41
44

46

47



1



1

21

29



1

8

32
45







24%
SIMILARITY INDEX

14%
INTERNET SOURCES

15%
PUBLICATIONS

17%
STUDENT PAPERS

1 1%

2 1%

3 1%

4 1%

5 1%

6 1%

7 1%

8 1%

9 1%

Link readiness for change to work performance through
mindfulness among health care employees in Indonesia
ORIGINALITY REPORT

PRIMARY SOURCES

www.openarchives.org
Internet Source

Submitted to Intercollege
Student Paper

Submitted to University of Bradford
Student Paper

zombiedoc.com
Internet Source

pubmed.ncbi.nlm.nih.gov
Internet Source

www.ajhtl.com
Internet Source

Submitted to University of Derby
Student Paper

Submitted to West Coast University
Student Paper

www.growingscience.com
Internet Source



10 1%

11 1%

12 1%

13 1%

14 1%

15 1%

16 1%

17 1%

18 1%

19 1%

Submitted to University of Western Ontario
Student Paper

eprints.port.ac.uk
Internet Source

Submitted to uva
Student Paper

iccd.asia
Internet Source

Submitted to The Chicago School of
Professional Psychology
Student Paper

"Management Challenges in Different Types
of African Firms", Springer Science and
Business Media LLC, 2017
Publication

Submitted to Universitas Mataram
Student Paper

biopen.bi.no
Internet Source

www.allbusiness.com
Internet Source

Bilal Bin Saeed, Bilal Afsar, Asad Shahjehan,
Syed Imad Shah. "Does transformational
leadership foster innovative work behavior?
The roles of psychological empowerment,



20 1%

21 1%

22 <1%

23 <1%

24 <1%

25 <1%

26 <1%

27 <1%

intrinsic motivation, and creative process
engagement", Economic Research-Ekonomska
Istraživanja, 2019
Publication

Neslihan Arici Ozcan, Safiye Sahin, Bilal
Cankir. "The validity and reliability of thriving
scale in academic context: Mindfulness, GPA,
and entrepreneurial intention among
university students", Current Psychology,
2021
Publication

Submitted to Nexford University
Student Paper

Submitted to University of Southern California
Student Paper

abebeautyhealth.vn
Internet Source

arno.uvt.nl
Internet Source

jtos.polban.ac.id
Internet Source

Submitted to Coventry University
Student Paper

bspace.buid.ac.ae
Internet Source

digital.lib.ueh.edu.vn



28 <1%

29 <1%

30 <1%

31 <1%

32 <1%

33 <1%

34 <1%

35 <1%

36 <1%

37 <1%

Internet Source

Submitted to Capital Education
Student Paper

Daniel T. Holt. "Are You Ready? How Health
Professionals Can Comprehensively
Conceptualize Readiness for Change", Journal
of General Internal Medicine, 01/2010
Publication

Submitted to Hofstra University
Student Paper

Submitted to University of Debrecen
Student Paper

jurnal.stie-aas.ac.id
Internet Source

Submitted to Austrlian Institute of
Management SA
Student Paper

Submitted to Nelson Mandela Metropolitan
University
Student Paper

Submitted to Claremont Graduate University
Student Paper

Submitted to Politeknik Negeri Bandung
Student Paper



38 <1%

39 <1%

40 <1%

41 <1%

42 <1%

43 <1%

44 <1%

45 <1%

Xingyu Wang, Xueqi Wen, Ayşın
Paşamehmetoğlu, Priyanko Guchait.
"Hospitality employee’s mindfulness and its
impact on creativity and customer
satisfaction: The moderating role of
organizational error tolerance", International
Journal of Hospitality Management, 2021
Publication

www.coursehero.com
Internet Source

Submitted to Tafila Technical University
Student Paper

ascilite.org.au
Internet Source

polscience.du.ac.in
Internet Source

usir.salford.ac.uk
Internet Source

www.cell.com
Internet Source

Sara Ferracci, Valerio Manippa, Felice Giuliani,
Riccardo Palumbo, Davide Pietroni. "The
influence of power posture in negotiation: an
Ultimatum Game study", Research Square
Platform LLC, 2023
Publication



46 <1%

47 <1%

Exclude quotes On

Exclude bibliography On

Exclude matches < 10 words

kaposvaricampus.uni-mate.hu
Internet Source

upcommons.upc.edu
Internet Source



12/27/23, 4:35 PM INDEXING | International Journal of Research in Business and Social Science (2147- 4478)

https://www.ssbfnet.com/ojs/index.php/ijrbs/indexing 1/4

INTERNATIONAL JOURNAL OF RESEARCH IN BUSINESS AND SOCIAL SCIENCE (2147- 4478)

HOME  INDEXING

INDEXING

IJRBS is open access to the full text.

The journal is Indexed and Registered in Index Copernicus (Journals Master List), ProQuest,

ProQuest(ABI/INFORM), ProQuest Business Premium Collection,ProQuest's IBSS

Database, ProQuest's Social Sciences Database, EBSCO, W.H.O. Database, Core, Ulrich's,

Mendeley, RePEc, EconPapers, IDEAS, BASE, EDIRC, Dimensions, Scope Database, Scilit, Sherpa

Romeo, Google Scholar,  Semantic Scholar, JTOCs, DRJI, EconBiz, WorldCat, EuroPub, Asos Index,

OAI, OAJI,  Rice Bibliography, AqEcon, and WAICENTO.

SSBFNET is a CROSSREF member.

 SSBFNET is a CROSSREF member

/

https://www.ssbfnet.com/ojs/index.php/ijrbs/index
https://www.ssbfnet.com/ojs/index.php/ijrbs/index
https://journals.indexcopernicus.com/search/journal/issue?issueId=234222&journalId=17383
https://search.proquest.com/openview/337687d416ff5bd100318734c726aa97/1.pdf?pq-origsite=gscholar&cbl=2032017
https://search.proquest.com/openview/337687d416ff5bd100318734c726aa97/1.pdf?pq-origsite=gscholar&cbl=2032017
https://search.proquest.com/publication/2032017?accountid=205914
https://about.proquest.com/en/products-services/ibss-set-c/
https://about.proquest.com/en/products-services/ibss-set-c/
https://about.proquest.com/en/products-services/pq_social_science/
https://www.ebsco.com/m/ee/Marketing/titleLists/bsu-journals.htm
https://pesquisa.bvsalud.org/global-literature-on-novel-coronavirus-2019-ncov/resource/pt/covidwho-1912474?lang=en
https://core.ac.uk/search?q=2147-4478
http://ulrichsweb.serialssolutions.com/login
https://plu.mx/plum/a/?doi=10.20525/ijrbs.v10i7.1461
http://repec.org/
https://econpapers.repec.org/article/rbsijbrss/
https://ideas.repec.org/s/rbs/ijbrss.html
https://www.base-search.net/Record/4cc62b526db01d32ca9e6f56d65ce79d1d24cf101062e976fe850029275e58c9/
https://edirc.repec.org/data/ssbffea.html
https://app.dimensions.ai/discover/publication?and_facet_source_title=jour.1146922&viz-st:aggr=mean
https://sdbindex.com/
https://www.scilit.net/publishers/3796
https://v2.sherpa.ac.uk/id/publication/38058
https://v2.sherpa.ac.uk/id/publication/38058
https://scholar.google.com.tr/scholar?as_ylo=2015&q=International+Journal+of+Research+in+Business+and+Social+Science+(2147-4478)&hl=tr&as_sdt=0,5
https://www.semanticscholar.org/search?q=International%20Journal%20of%20Research%20in%20Business%20and%20Social%20Science%20%282147-%204478%29&sort=pub-date
https://www.journaltocs.ac.uk/index.php?action=search&subAction=hits&journalID=27273&userQueryID=61453&high=1&ps=30&page=1&items=0&journal_filter=&journalby=
http://olddrji.lbp.world/JournalProfile.aspx?jid=2147-4478
https://www.econbiz.de/Search/Results?lookfor=International+Journal+of+research+in+Business+and+Social+Science&type=AllFields
https://www.worldcat.org/search?q=so%3A2147-4478&dblist=638&fq=dt%3Aart+%3E+yr%3A2019&qt=facet_yr%3A
https://europub.co.uk/
https://asosindex.com.tr/index.jsp?modul=journal-page&journal-id=1510
https://www.ssbfnet.com/ojs/index.php/ijrbs/oai?verb=ListRecords&metadataPrefix=oai_dc
http://oaji.net/journal-detail.html?number=8770
https://search.crossref.org/?q=10.20525%2Fijrbs.v8i3
https://search.crossref.org/?q=10.20525%2Fijrbs.v8i3


12/27/23, 4:35 PM INDEXING | International Journal of Research in Business and Social Science (2147- 4478)

https://www.ssbfnet.com/ojs/index.php/ijrbs/indexing 2/4

MAKE A SUBMISSION

MOST READ LAST MONTH

Effect of customer loyalty program on customer satisfaction and its impact on customer loyalty
 603

Explanatory sequential design of mixed methods research: Phases and challenges
 600

The impacts of social media influencer’s credibility attributes on gen Z purchase intention with
brand image as mediation
 501

Strengths and weaknesses of qualitative research in social science studies
 367

Factors to consider when choosing data collection methods
 334

INFORMATION

For Readers

https://www.ssbfnet.com/ojs/index.php/ijrbs/about/submissions
https://www.ssbfnet.com/ojs/index.php/ijrbs/article/view/603
https://www.ssbfnet.com/ojs/index.php/ijrbs/article/view/1262
https://www.ssbfnet.com/ojs/index.php/ijrbs/article/view/1893
https://www.ssbfnet.com/ojs/index.php/ijrbs/article/view/1893
https://www.ssbfnet.com/ojs/index.php/ijrbs/article/view/1920
https://www.ssbfnet.com/ojs/index.php/ijrbs/article/view/1842
https://www.ssbfnet.com/ojs/index.php/ijrbs/information/readers


12/27/23, 4:35 PM INDEXING | International Journal of Research in Business and Social Science (2147- 4478)

https://www.ssbfnet.com/ojs/index.php/ijrbs/indexing 3/4

For Authors

For Librarians

https://www.ssbfnet.com/ojs/index.php/ijrbs/information/authors
https://www.ssbfnet.com/ojs/index.php/ijrbs/information/librarians


12/27/23, 4:35 PM INDEXING | International Journal of Research in Business and Social Science (2147- 4478)

https://www.ssbfnet.com/ojs/index.php/ijrbs/indexing 4/4

CURRENT ISSUE

The journal is Indexed and Registered in Index Copernicus (Journals Master List), ProQuest,
ProQuest(ABI/INFORM), ProQuest Business Premium Collection,ProQuest's IBSS
Database, ProQuest's Social Sciences Database, EBSCO, W.H.O. Database, Core, Ulrich's,
Mendeley, RePEc, EconPapers, IDEAS, BASE, EDIRC, Dimensions, Scope Database, Scilit, Sherpa
Romeo, Google Scholar,  Semantic Scholar, JTOCs, DRJI, EconBiz, WorldCat, EuroPub, Asos Index,
OAI, OAJI,  Rice Bibliography, AqEcon, and WAICENTO.

International Journal of Research in Business and Social Science (2147-4478) by SSBFNET is
licensed under a Creative Commons Attribution 4.0 International License.

Publisher:

SSBFNET- Strategic Studies in Business & Finance

Editorial Office: School of Business, IMU, Beykoz, Istanbul, Turkey

https://www.ssbfnet.com/ojs/index.php/ijrbs/gateway/plugin/WebFeedGatewayPlugin/atom
https://www.ssbfnet.com/ojs/index.php/ijrbs/gateway/plugin/WebFeedGatewayPlugin/atom
https://www.ssbfnet.com/ojs/index.php/ijrbs/gateway/plugin/WebFeedGatewayPlugin/rss2
https://www.ssbfnet.com/ojs/index.php/ijrbs/gateway/plugin/WebFeedGatewayPlugin/rss2
https://www.ssbfnet.com/ojs/index.php/ijrbs/gateway/plugin/WebFeedGatewayPlugin/rss
https://www.ssbfnet.com/ojs/index.php/ijrbs/gateway/plugin/WebFeedGatewayPlugin/rss
https://www.ssbfnet.com/ojs/index.php/ijrbs/about/aboutThisPublishingSystem
https://journals.indexcopernicus.com/search/journal/issue?issueId=234222&journalId=17383
https://search.proquest.com/openview/337687d416ff5bd100318734c726aa97/1.pdf?pq-origsite=gscholar&cbl=2032017
https://search.proquest.com/openview/337687d416ff5bd100318734c726aa97/1.pdf?pq-origsite=gscholar&cbl=2032017
https://search.proquest.com/publication/2032017?accountid=205914
https://about.proquest.com/en/products-services/ibss-set-c/
https://about.proquest.com/en/products-services/ibss-set-c/
https://about.proquest.com/en/products-services/pq_social_science/
https://www.ebsco.com/m/ee/Marketing/titleLists/bsu-journals.htm
https://pesquisa.bvsalud.org/global-literature-on-novel-coronavirus-2019-ncov/resource/pt/covidwho-1912474?lang=en
https://core.ac.uk/search?q=2147-4478
http://ulrichsweb.serialssolutions.com/login
https://plu.mx/plum/a/?doi=10.20525/ijrbs.v10i7.1461
http://repec.org/
https://econpapers.repec.org/article/rbsijbrss/
https://ideas.repec.org/s/rbs/ijbrss.html
https://www.base-search.net/Record/4cc62b526db01d32ca9e6f56d65ce79d1d24cf101062e976fe850029275e58c9/
https://edirc.repec.org/data/ssbffea.html
https://app.dimensions.ai/discover/publication?and_facet_source_title=jour.1146922&viz-st:aggr=mean
https://sdbindex.com/
https://www.scilit.net/publishers/3796
https://v2.sherpa.ac.uk/id/publication/38058
https://v2.sherpa.ac.uk/id/publication/38058
https://scholar.google.com.tr/scholar?as_ylo=2015&q=International+Journal+of+Research+in+Business+and+Social+Science+(2147-4478)&hl=tr&as_sdt=0,5
https://www.semanticscholar.org/search?q=International%20Journal%20of%20Research%20in%20Business%20and%20Social%20Science%20%282147-%204478%29&sort=pub-date
https://www.journaltocs.ac.uk/index.php?action=search&subAction=hits&journalID=27273&userQueryID=61453&high=1&ps=30&page=1&items=0&journal_filter=&journalby=
http://olddrji.lbp.world/JournalProfile.aspx?jid=2147-4478
https://www.econbiz.de/Search/Results?lookfor=International+Journal+of+research+in+Business+and+Social+Science&type=AllFields
https://www.worldcat.org/search?q=so%3A2147-4478&dblist=638&fq=dt%3Aart+%3E+yr%3A2019&qt=facet_yr%3A
https://europub.co.uk/
https://asosindex.com.tr/index.jsp?modul=journal-page&journal-id=1510
https://www.ssbfnet.com/ojs/index.php/ijrbs/oai?verb=ListRecords&metadataPrefix=oai_dc
http://oaji.net/journal-detail.html?number=8770
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://ssbfnet.com/ojs/index.php/ijrbs
http://creativecommons.org/licenses/by/4.0/


12/27/23, 4:55 PM June Issue Published IJRBS - netty.merdiaty@dsn.ubharajaya.ac.id - Email Universitas Bhayangkara Jakarta Raya

https://mail.google.com/mail/u/0/#search/UMIT2022/FMfcgzGpGKhQntmrrvDHnfCbmRDrGMQh 1/1

Tulis

Label

Selengkapnya

Kotak Masuk 372

Berbintang

Ditunda

Terkirim

Draf

Penting

 We will release the forthcoming issue in July. We would appreciate it if you announce the publication of your paper via 
page for new submissions and reviews of articles.

We hope you will have more citations as our journal’s visibility and coverage increase each day.

Please kindly find attached the journal Coverpage and Call for Papers Brochure.

We will also appreciate it if you keep our journal in mind for your future studies.

Best Regards

Umit Hacioglu, Ph.D.
Professor of Finance at Ibn Haldun University
Managing Editor/IJRBS

2 Lampiran •  Dipindai dengan Gmail

Call for papers.pdf Vol 11(4).pdf

Congratulations! Thank you for the information. Hearty congratulations.

Balas Teruskan

Mail

Chat

Meet

99+

UMIT2022 

https://mail.google.com/mail/u/0?ui=2&ik=e77e4a14e7&attid=0.1.1&permmsgid=msg-f:1734825136066536629&th=181356450eaa24b5&view=att&disp=inline
https://mail.google.com/mail/u/0?ui=2&ik=e77e4a14e7&attid=0.1.3&permmsgid=msg-f:1734825136066536629&th=181356450eaa24b5&view=att&disp=inline


12/27/23, 4:57 PM LOA - netty.merdiaty@dsn.ubharajaya.ac.id - Email Universitas Bhayangkara Jakarta Raya

https://mail.google.com/mail/u/0/#search/UMIT2022/FMfcgzGpGBBnSTMjgZCsXsNRFqpfgrxF 1/1

Tulis

Label

Selengkapnya

Kotak Masuk 372

Berbintang

Ditunda

Terkirim

Draf

Penting

I believe this paper is an original research paper and fits mainly to the requirement of journal.

Title should be summarized

Abstract is well designed

Introduction: Reserch objectives? Methods? Data? and organization of the text??? add them to t

Literature review. Do not use WP as initials. Use the original words Work Performance..

MN.??? is it mindfulness. Use the original words or concepts. ıt is the same for RFC...

The research model has been presented!

What is the title of table 1?? It is missing

Add several explanations below the tables!

You should provide a paragraph that explains the model results figure. There is no title for this fig

Add several implications.

Accept with minor revisions.

 

Recommendation: Accept Submission

------------------------------------------------------

2 Lampiran •  Dipindai dengan Gmail

Mail

Chat

Meet

99+

UMIT2022 

https://mail.google.com/mail/u/0?ui=2&ik=e77e4a14e7&attid=0.2&permmsgid=msg-a:r-7189967301608371538&th=180f55b43f3a751a&view=att&disp=safe&realattid=f_l3jy1ktv1
https://mail.google.com/mail/u/0?ui=2&ik=e77e4a14e7&attid=0.1&permmsgid=msg-a:r-7189967301608371538&th=180f55b43f3a751a&view=att&disp=inline&realattid=f_l3jxvxnj0


12/27/23, 4:55 PM June Issue Published IJRBS - netty.merdiaty@dsn.ubharajaya.ac.id - Email Universitas Bhayangkara Jakarta Raya

https://mail.google.com/mail/u/0/#search/UMIT2022/FMfcgzGpGKhQntmrrvDHnfCbmRDrGMQh 1/1

Tulis

Label

Selengkapnya

Kotak Masuk 372

Berbintang

Ditunda

Terkirim

Draf

Penting

 We will release the forthcoming issue in July. We would appreciate it if you announce the publication of your paper via 
page for new submissions and reviews of articles.

We hope you will have more citations as our journal’s visibility and coverage increase each day.

Please kindly find attached the journal Coverpage and Call for Papers Brochure.

We will also appreciate it if you keep our journal in mind for your future studies.

Best Regards

Umit Hacioglu, Ph.D.
Professor of Finance at Ibn Haldun University
Managing Editor/IJRBS

2 Lampiran •  Dipindai dengan Gmail

Call for papers.pdf Vol 11(4).pdf

Congratulations! Thank you for the information. Hearty congratulations.

Balas Teruskan

Mail

Chat

Meet

99+

UMIT2022 

https://mail.google.com/mail/u/0?ui=2&ik=e77e4a14e7&attid=0.1.1&permmsgid=msg-f:1734825136066536629&th=181356450eaa24b5&view=att&disp=inline
https://mail.google.com/mail/u/0?ui=2&ik=e77e4a14e7&attid=0.1.3&permmsgid=msg-f:1734825136066536629&th=181356450eaa24b5&view=att&disp=inline


12/27/23, 4:57 PM LOA - netty.merdiaty@dsn.ubharajaya.ac.id - Email Universitas Bhayangkara Jakarta Raya

https://mail.google.com/mail/u/0/#search/UMIT2022/FMfcgzGpGBBnSTMjgZCsXsNRFqpfgrxF 1/1

Tulis

Label

Selengkapnya

Kotak Masuk 372

Berbintang

Ditunda

Terkirim

Draf

Penting

I believe this paper is an original research paper and fits mainly to the requirement of journal.

Title should be summarized

Abstract is well designed

Introduction: Reserch objectives? Methods? Data? and organization of the text??? add them to t

Literature review. Do not use WP as initials. Use the original words Work Performance..

MN.??? is it mindfulness. Use the original words or concepts. ıt is the same for RFC...

The research model has been presented!

What is the title of table 1?? It is missing

Add several explanations below the tables!

You should provide a paragraph that explains the model results figure. There is no title for this fig

Add several implications.

Accept with minor revisions.
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