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Abstract 

The aim of this study was to determine the effect of work engagement and mindfulness on 
positive organizational behavior. A total of 203 participants, 73 females (36.0%) and 130 
males (64.0%) working in different positions and levels in the Ministry of Youth and Sports 
in September 2020 participated in the study voluntarily. The Utrecht Work Engagement Scale, 
Mindfulness Scale, Positive Organizational Behavior Scale were used in the study. In the 
analysis of the data; Skewness and Kurtosis, multiple linear regression analysis, Pearson 
Moments Multiplication Correlation Coefficient, Multiple Linear Regression Analysis and 
descriptive statistics were used. The work engagement, mindfulness levels of the participants 
were high and their positive organizational behavior levels were at the acceptable level. It 
was determined that there was a significant relationship between all the scales and their 
sub-dimensions. In addition, it was concluded that 37% of optimism, 21% of psychological 
resilience, 34% of hope and 47% of self-efficacy were explained by vigor, absorption, 
concentration and mindfulness. 

Keywords: positive organizational behavior, work engagement, mindfulness, employee 

1. Introduction 

Today, organizations try to get out of the war of existence with the least damage. They have 
to cope with both increasing quality and quantity, and keep up with the rapidly globalizing 
world and maintain its existence. Considering this point of view, organizations have to be 
effective and efficient in order to obtain a continuous competitive advantage. To be effective 
and efficient organizations depend on the quality of human capital, which is the building 
block of organizations, in terms of knowledge, skills and experience. Because from its 
establishment to management, from service production to marketing, human efficiency and 
productivity come to the fore at every level of the organization. Therefore, employee 
behavior and positive psychology, which examines employee behavior and their positive 
aspects and virtues, comes to the fore as one of the most important factors that can affect 
efficiency, productivity and performance in the organization. 

The field of Organizational Behavior deals with the interaction, communication and behavior 
patterns of the individuals with each other and the groups they belong to, how and why these 
behaviors are displayed and what kind of relationship they have with the organizational 
structure (Koçel, 1999: 357). Just as the organization and its environment are constantly 
changing and developing with the globalizing world, the interests, needs and expectations of 
the people that form it are changing and increasing in the same direction. 

The field of organizational behavior is a versatile and interdisciplinary science because it is 
related to many disciplines dealing with human behavior (Robbins & Judge, 2010; Gürbüz & 
Sığrı, 2015: 3). On the other hand, the individual can neither be considered separately from 
the organization nor can the organization be the subject of study alone. In this respect, 
individuals, groups, and organizational factors are within the scope of organizational behavior 
and study (Mowday & Sutton, 1993: 198; Sims, 2002: 2; Griffin & Moorhead, 2011: 3). 
What organizational behavior is, can be easily expressed when looking at the word 
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equivalents contained in the concept. Accordingly, the organization is a system that people set 
up to achieve certain goals and the behaviors are the attitudes and actions of individuals that 
make up organizations. Organizational behavior can be defined as a discipline that examines 
and understands the behaviors of the individuals that make up the organization in the working 
environment and aims to increase the performance of the organization by making predictions 
about future behaviors. Luthans’s statement, “Organizational behavior is directly related to 
understanding, predicting and controlling human behavior in organizations” confirms this 
definition (Kırpık, 2020: 13). According to another definition, organizational behavior is a 
field study that examines the actions of individuals who form an organization systematically 
and practically (Bratton, 2015: 4), investigates and tries to understand the cause (Kaygın & 
Kosa, 2020).  

Positive organizational behavior, which focuses on what is right and what should be and how 
these behaviors and virtues can be developed rather than what is wrong in the individual, is a 
trend that is accepted as the reflection of positive psychology on the organizational climate 
(Güler, 2009: 122). The aim is to increase the contribution to the success of the organization 
by ensuring to benefit from the positive psychological capitals such as optimism, hope, 
self-efficacy and creativity at the highest level. The difference in this trend from classical 
organizational behavior is that it focuses on the improvable and manageable features of the 
employees (Luthans et al., 2008: 220). 

On the other hand, in a world that is getting more complex and uncertain, even the direction 
of change is unpredictable; the organizations maintain their success and sustainability by the 
presence of employees who are open to change and innovation, sensitive, consciously aware 
and dedicated to their work. 

We are exposed to many stimuli during the day, and sometimes it is as if we are not the 
subject or object of many behaviors (Brown & Ryan, 2003). However, mindfulness refers to 
being able to focus and be aware of what is happening around us, just like selective attention 
or selectivity in perception. The concept, which dates back to ancient times, is a part of the 
Buddhist tradition and has been used in many fields (Brown et al., 2007). He is a Buddhist 
monk who took the concept outside the religious dimension and worked with concepts such 
as mental clarity, balance, and self-control (Thera, 2008). Conscious awareness refers to 
focusing on the moment (now) without judgment (Kabat-Zinn, 2005). Three components of 
mindfulness can be mentioned. These are attention, intention, and attitude. While attention is 
noticing and letting in certain stimuli among many, intention; creates a justification for the 
attention component and attitude determines how to behave (Aktepe & Tolan, 2020: 534). 
According to the definition in the field of psychology; It is the state of awareness that enables 
the management of various mental processes that cause emotional problems and maladaptive 
behaviors (Bishop et al., 2004). The emotions and thoughts revealed by this awareness can be 
removed from the focus of the mind and the emotional problems shaped by the thoughts can 
be alleviated (Gilbert, 2005). In addition to the different characteristics affected by a high 
level of mindfulness (Güngör, Kurtipek, & Tolukan, 2020; Kurtipek, Güngör, Esentürk, & 
Tolukan, 2020), there are many positive business behaviors and consequences that 
mindfulness has positively influenced, and it is particularly notable for its direct contribution 
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to performance in service sectors (Dane & Brummel, 2013; Moore & Malinowski, 2009). 

The concept of work engagement, first introduced by Kahn in 1990, refers to the employees’ 
efforts to fulfill their duties physically, emotionally, spiritually in short with all their selves 
(Schaufeli, Salanova, Gronzález-Romá, & Bakker, 2002). 

The goal of sports organizations is basically to determine the sports need of the society and 
meet this need in order to create a more vibrant, healthier and dynamic generation physically, 
spiritually, emotionally and morally. In this context, its social contribution as well as its 
individual cannot be ignored (Kaçay & Soyer, 2020: 3). From this point of view, it is 
important that the human capital, which will lead the organization to success in line with its 
goals, should engage with his work, carefully examine what is happening around him and 
reflect this on his behaviors. The aim of the study was to determine the effect of work 
engagement and mindfulness on the positive organizational behaviors of the personnel of the 
General Directorate of Sports. Also to make suggestions that will contribute to the regulation 
of organizational behavior based on the research findings. 

Highlights of this study are given below 

 Work engagement has a positive effect on organizational behavior. 

 Mindfulness has a positive effect on organizational behavior. 

 All the variables have a relationship with each other. 

2. Method 

This section includes information about the research model, study group, data collection tool 
and data analysis. 

2.1 Research Model 

This research has been designed in a descriptive structure and the relational scanning model 
has been used. Relational survey models are research models that aim to determine the 
presence and/or degree of co-change between two or more variables (Karasar, 2013). Work 
engagement, mindfulness and organizational behavior levels of the employee were measured 
through surveys and relationships among these variables were determined. 

2.2 Participants 

The study group of the research comprised of 73 females (36.0%) and 130 males (64.0%) 
who work in different positions and levels in the Ministry of Youth and Sports in September 
2020. While forming the group of the study, the purposeful sampling method and easy 
sampling method were used. The scales were administered to all the participants. While 21 of 
the participants were graduates of high school (10.3%), 149 (73.4%) were undergraduate, 31 
(15.3%) were master’s degree and 2 (1.0%) were doctoral program graduates. Also; 72 
(35.5%) were officers, 28 (13.8%) were managers, 74 (36.5%) were trainers and 29 (14.3%) 
were in the sports training specialist staff. The average tenure of the participants was 
9.38±7.54 and the average age was 36.87±7.58. 



Journal of Educational Issues 
ISSN 2377-2263 

2020, Vol. 6, No. 2 

www.macrothink.org/jei 482

2.3 Data Collection Tools 

In the research, along with the personal data collection form, Work Engagement Scale, 
Mindfulness and Positive Organizational Behavior Scales were used. 

2.3.1 Utrecht Work Engagement Scale 

In the research, the “Utrecht Work Commitment Scale” developed by Schaufeli and Bakker 
(2003) was used. The scale has a 7-point structure and consists of 17 items in total. The 
sub-dimensions of the scale were expressed as “vigor”, “assimilation” and “concentration”. 
The lowest score that can be obtained from the scale is 17 and the highest score is 119. It can 
be stated that the higher the score obtained from the scale, the higher the level of work 
engagement. The internal consistency coefficients obtained from the data set are .92 for the 
whole scale; 87 for vigor sub-dimension, .76 for assimilation sub-dimension and .88 for 
concentration sub-dimension. 

2.3.2 Mindfulness Scale 

It was developed by Brown and Ryan (2003) and adapted into Turkish by Özyeşil, Arslan, 
Bıçak, and Deniz (2011). The scale, comprised of 15 items in total, represents a 6-point 
Likert structure. Higher scores on the scale indicate an increased level of conscious 
awareness. In the original form of the scale, the internal consistency coefficient is .80. The 
Cronbach Alpha internal consistency coefficient obtained from the data set used in the study 
was determined as .87. 

2.3.3 Positive Organizational Behavior Scale 

The scale developed by Luthans et al. (2007) consists of 24 items and 4 sub-dimensions. Sub 
dimensions are “optimism”, “resilience”, “hope” and “self-efficacy”. Internal consistency 
coefficients in the original form of the scale were .93 for the whole scale, .89, .89, .88, .89 for 
the sub-dimensions, respectively. The internal consistency coefficients obtained from the data 
set were determined as .90 for the whole scale, .82, .79, .78 and .80 for the sub-dimensions, 
respectively.5395734486 

2.4 Data Analysis 

In the analysis of the data, 15 participant forms that had extreme values in the data set were 
excluded from the research. Afterward, Skewness and Kurtosis values were examined by 
looking at the significant result of the Shapiro-Wilk test in order to determine whether the 
data set met the assumptions of normality. These values for the measurement tools used in the 
study are between -1.5 and +1.5. Therefore, it has been determined that the data have a 
normal distribution (Tabachnick & Fidell, 2013). The normality and linearity assumptions of 
the data set were examined and the compatibility with regression analysis was investigated. 
For this reason, the scattering diagram created showed the existence of a linear relationship. 
Therefore, the availability of multiple linear regression analysis for the data set was 
determined. Pearson Moments Multiplication Correlation Coefficient (r) was used to 
determine the relationship between the variables used in the study. The effect of participants’ 
work engagement and mindfulness on organizational behavior was demonstrated using 
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Multiple Linear Regression Analysis. However, descriptive statistics were used for the 
average scores obtained from the scales. In the research, SPSS 22 Package Program was used 
in addition to the Excel database. 

3. Results 

In this section, findings obtained by analyzing the data are presented. 

 

Table 1. Average scores of the participants in the work engagement scale 

Scales N Min. Max. x ̄ S 

Vigor sub-dimension 203 3.00 7.00 5.63 .95 

Absorption sub-dimension 

Concentration sub-dimension 

203 

203 

2.00 

2.83 

7.00 

7.00 

5.79 

5.30 

.95 

1.05 

Work Engagement Scale 203 3.18 7.00 5.56 .86 

The average score the participants got from the Work Engagement Scale was (x̄ = 5.56), from 
the vigor, absorption, concentration sub-dimensions were (x ̄ = 5.63), (x̄ = 5.79), (x̄ = 5.30) 
respectively. 

 

Table 2. Average scores of the participants in organizational behavior and mindfulness scales 

Scales N Min. Max. x ̄ S 

Optimism sub-dimension 203 2.00 5.00 3.80 .67 

Resilience sub-dimension 

Hope sub-dimension 

Self-efficacy sub-dimension 

203 

203 

203 

2.17 

2.17 

1.50 

5.00 

5.00 

5.00 

3.49 

4.06 

3.89 

.54 

.53 

.60 

P. Organizational Behavior Scale 203 2.17 5.00 3.81 .49 

Mindfulness Scale 203 1.93 5.87 4.33 .79 

 

The average score the participants got from the Mindfulness Scale was determined as (x̄ = 
4.33), from the Positive Organizational Behavior Scale was (x̄ = 3.81). Also, the average 
scores got from the sub-dimensions of Positive Organizational Behavior (optimism, resilience, 
hope, self-efficacy) were determined as (x̄ = 3.80), (x̄ = 3.49), (x̄ = 4.06) and (x̄ = 3.89) 
respectively. 
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Table 3. Investigation of the relationship between variables with the Pearson product moment 
correlation 

 VI AB CO OP RE HO SE M 

         

VI 1        

AB .64** 1       

CO .63** .63** 1      

OP .56** .31** .46** 1     

RE .43** .26** .35** .61** 1    

HO .56** .39** .48** .64** .54** 1   

SE .64** .29** .36** .62** .54** .62** 1  

M .37** .17* .09* .32** .22** .14* .43** 1 

Note. VI = Vigor; AB = Absorption; CO = Concentration; OP = Optimism; RE = Resilience; 
HO = Hope.  

p < .01. 

 

When Table 3 was examined; A positive and moderate relationship was determined between 
“vigor” (VI) and “optimism” (OP), “psychological resilience” (RE), “self-efficacy” (SE) and 
“mindfulness” (M). A positive and moderate level relationship was determined between 
“absorption” (AB), “optimism” (OP) and “hope” (HO). A low-level positive correlation was 
found with “psychological resilience”, “self-efficacy” and “mindfulness”. A positive and 
moderate relationship was determined between “concentration” and “optimism”, “resilience”, 
“hope” and “self-efficacy”. Also; It has been determined that there was a positive and 
low-level relationship between “concentration” and “mindfulness”. Between “mindfulness”, 
“optimism” and “self-efficacy” a positive and moderate level; A low-level positive 
relationship between mindfulness, “psychological resilience” and “hope” were determined. 
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Table 4. Results of Multiple Regression Analysis Predicting Organizational Behavior 

Variables Standardize β Standard Error Critical Rate p R2 

Vigor 

Optimism 

.42 .06 4.86 .00 

.37 
Absorption -.17 .06 -2.17 .03 

Concentration .29 .05 3.60 .00 

Mindfulness .17 .05 2.76 .01 

Vigor 

Resilience 

.34 .05 3.48 .01 

.21 
Absorption -.09 .05 -1.00 .31 

Concentration .18 .04 1.99 .04 

Mindfulness .10 .04 1.41 .16 

Vigor 

Hope 

.46 .05 5.24 .00 

.34 
Absorption -.03 .04 -.42 .67 

Concentration .20 .03 2.54 .01 

Mindfulness -.04 .04 -.72 .47 

Vigor 

Self-efficacy 

.64 .05 8.13 .00 

.47 
Absorption -.20 .04 -2.73 .01 

Concentration .06 .04 .83 .40 

Mindfulness .22 .03 3.90 .00 

Note. p < .05.  

 

Considering Table 4; A statistically significant effect was determined in the relationship of 
vigor, absorption, concentration and mindfulness with optimism, (β1 = .42; p < .05; β2 = -. 17; 
p < .05; β3 = .29; p < .05; β4 = .17; p < .05). A statistically significant effect was determined 
in the relationship of vigor and concentration with resilience, (β5 = .34; p < .05; β7 = .18; p 
< .05); It can be stated that there is no significant effect on the relationship between 
assimilation and mindfulness and psychological resilience (β6 = -. 09; p > .05; β8 = .10; 
p > .05). A statistically significant effect was found in the relationship of vigor and 
concentration with hope, (β9 = .46; p < .05; β11 = .20; p < .05); It was determined that there 
was no significant effect on the relationship between absorption and mindfulness and hope; 
(β10 = -. 03; p > .05; β12 = -. 04; p > .05). It was determined that there was a significant effect 
on the relationship of vigor, absorption and conscious awareness with self-efficacy, (β13 = .64; 
p < .05; β14 = -.20 p < .05; β16 = .22; p < .05). However, it can be said that there is no 
significant effect on the relationship between concentration and self-efficacy (β15 = .06; 
p > .05). Also; It was concluded that 37% of optimism, 21% of psychological resilience, 34% 
of hope and 47% of self-efficacy were explained by vigor, absorption, concentration and 
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mindfulness. 

4. Discussion and Conclusion 

The purpose of organizational behavior is to try to understand the individual and group 
behavior within the organization. The goal is to contribute to increasing organizational 
effectiveness, productivity and performance. Employees’ level of work engagement and 
mindfulness is important in terms of positive organizational behavior and organizational 
performance. Therefore, the aim of the study was to determine to what extent the level of 
work engagement and mindfulness, which are deemed necessary for the effectiveness and 
efficiency of the organization as well as its sustainability, had an effect on the behaviors 
exhibited in the organization. In line with this purpose, data were collected from a total of 
203 participants, 73 females (36.0%) and 130 males (64.0%) working in different positions 
and levels in the Ministry of Youth and Sports in September 2020. 21 of the participants were 
high school (10.3%), 149 (73.4) undergraduate, 31 (15.3%) graduate and 2 (1.0%) doctoral 
program graduates. Also; 72 (35.5%) were officers, 28 (13.8%) were managers, 74 (36.5%) 
were trainers and 29 (14.3%) were in the sports training specialist staff. The average age of 
the participants was 9.38±7.54 and the average age was 36.87±7.58. 

Considering the participants’ mean scores of the Work Engagement Scale (x̄ = 5.56), it can be 
said that their level of work engagement was quite high. According to the mean scores of the 
Mindfulness Scale (x̄ = 4.33), the Positive Organizational Behavior Scale (x̄ = 3.81) and 
“optimism” (x̄ = 3.80), “psychological resilience” (x̄ = 3.49), “hope” (x̄ = 4.06) and 
“self-efficacy” (x̄ = 3.89), it can be stated that the participants have a high level of conscious 
awareness and an acceptable level of positive organizational behavior.  According to this 
finding, it is possible to say that employees are aware of their qualities, that they can 
approach problems with a positive perspective and produce different solutions, and that they 
work with great desire by giving all their attention to their work and using all their potential. 
On the other hand, high dedication allows for the correct and proper use of time, energy and 
attention. This is important in terms of saving and success in the organization. 

When the field of organizational behavior is examined, it is seen that there are topics such as 
emotion, attitude, perception, motivation, job design, conflict, negotiation, power, leadership, 
communication, organizational culture, job satisfaction, organizational commitment and 
organizational change (Bay & Akpınar, 2016; Bay, Akpınar, & Selamet, 2018; Coşkun & 
Tabak, 2017: 102; Güngör & Yenel, 2017; Robbins & Judge, 2010: 9-10; Uğur & Çolakoğlu, 
2019). Therefore, it can be stated that the positive organizational behavior levels of the 
employees are necessary and important in terms of directing many positive outcomes about 
the organization. 

When Table 3 regarding the relationships between variables was examined; A positive and 
moderate relationship was determined between “vigor” and “optimism”, “psychological 
resilience”, “self-efficacy” and “conscious awareness”. A positive and moderate level 
relationship was determined between “absorption”, “optimism” and “hope”. A low-level 
positive correlation was found with “psychological resilience”, “self-efficacy” and 
“mindfulness”. A positive and moderate relationship was determined between 
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“concentration” and “optimism”, “psychological resilience”, “hope” and “self-efficacy”. Also; 
It was determined that there was a positive and low-level relationship between 
“concentration” and “mindfulness”. Between “mindfulness”, “optimism” and “self-efficacy” 
positive and moderate level relationship and a low-level positive relationship was determined 
with “resilience” and “hope”. According to this result, it can be stated that there was a 
positive relationship between all sub-dimensions of the three scales at medium and low-levels. 
In other words, as the level of work engagement and mindfulness of employees increases, the 
probability of exhibiting positive organizational behavior increases. 

Considering the results of multiple regression analysis (Table 4) regarding the prediction of 
organizational behavior; A statistically significant effect was determined between all 
sub-dimensions of work engagement (vigor, absorption, concentration), mindfulness and 
optimism sub-dimension of organizational behavior, (β1 = .42; p < .05; β2 = -. 17; p < .05; β3 
= .29; p < .05; β4 = .17; p < .05). According to this finding, employees doing their job 
enthusiastically and paying full attention to their works cause them to evaluate the events 
positively and to be interested only in their work. 

A statistically significant relationship was determined between vigor, concentration and 
resilience (β5 = .34; p < .05; β7 = .18; p < .05), and hope (β9 = .46; p < .05; β11 = .20; p < .05). 
It can be stated that there was no significant effect in the relationship of resilience (β6 = -.09; 
p > .05; β8 = .10; p > .05) and hope (β10 = -.03; p > .05; β12 = -.04; p > .05) between abortion 
and mindfulness. It was determined that there was a significant effect on the relationship of 
vigor, assimilation and mindfulness with self-efficacy, (β13 = .64; p < .05; β14 = -.20; p < .05; 
β16 = .22; p < .05). However, it can be said that there was no significant effect on the 
relationship between concentration and self-efficacy (β15 = .06; p > .05). Also it was 
concluded that 37% of optimism, 21% of psychological resilience, 34% of hope and 47% of 
self-efficacy were explained by vigor, assimilation, concentration and conscious awareness. 
As a result, 47% of organizational behavior can be explained by work engagement and 
mindfulness. 

Gunesekara and Zhang (2018) examined the impact of different aspects of mindfulness on 
work engagement. Parallel to this study, a positive relationship was found between conscious 
awareness and work engagement. In addition, in this study, mindfulness consists of four 
dimensions (awareness, attention, focus, attitude) (Bishop et al., 2004; Feldman et al., 2007). 
Thanks to these dimensions, employees work with all their energies by focusing on the work 
environment, giving their full attention to work, and accepting even challenging tasks as they 
are thanks to their ability to effectively regulate emotions (Gunesekara & Zhang, 2018: 194). 
Organizational success (Malinowski & Lim, 2015), job satisfaction (Rayton & Yalabik, 2014), 
organizational commitment (İbrahim & Al Falasi, 2014) are stated as outcomes of work 
engagement. According to Gunesekara and Zhang (2018), the reason why work engagement 
is considered as a factor that increases organizational success (Ghadi et al., 2013) is attributed 
to employees focusing on their work and trying to do their duties in the best way (Kahn, 1990: 
700). In the literature, there are also studies that deal with mindfulness as a single dimension 
in parallel with this study (Brown & Ryan, 2003; Dane & Brummel, 2013; Leroy et al., 2013; 
Reb et al., 2014; Thompson & Waltz, 2007). Mindfulness is used as a therapy and treatment 



Journal of Educational Issues 
ISSN 2377-2263 

2020, Vol. 6, No. 2 

www.macrothink.org/jei 488

method to reduce stress and overcome problems that cause depression (Segal, Williams, & 
Teasdale, 2013). According to the literature, high level of conscious awareness brings about 
better mental health and relationship satisfaction (Brown, Ryan, & Creswell, 2007), and 
provides easier coping with problems (Falkenstrom, 2010). Individuals with a high level of 
mindfulness can use the power of reflection or empathy well, and they can better understand 
the emotions of others and arrange their own mood accordingly (Reb et al., 2014). Therefore, 
it is an expected result that individuals with a high level of conscious awareness show 
positive organizational behavior. In addition, individuals with high conscious awareness are 
concerned with the present time, not focusing on the past or the future. Thus, they can 
achieve high success and performance by focusing more on fulfilling their current 
responsibilities. 

Mindfulness has a positive effect on psychological well-being (Brown & Ryan, 2003; 
Falkenstrom, 2010; Howell et al., 2008). Therefore, high mindfulness will contribute to being 
more moderate and positive in relationships and behaviors. 

In parallel with the results of this study, mindfulness contributes to mental, spiritual and 
emotional well-being (Flugel-Colle, Vincent, Cha, Laura, Bauer, & Wahner-Roedler, 2009), 
increases self-regulation skills (Brown & Ryan, 2003), positively affects empathy (Güngör, 
Kurtipek, & Tolukan, 2020) and decreases the distress (Carmody & Baer, 2008). (Gunesekara 
& Zhang, 2018; Leroy et al., 2013; Malinowski & Lim, 2015) found that employees with 
high mindfulness are more committed to their work. For this reason, it is recommended to 
employ people with high level of mindfulness or to expand the practices and studies aimed at 
improving the mindfulness levels of existing employees. 

Attention and focus, which are important dimensions of conscious awareness, are important 
in terms of supporting employees to devote themselves to their jobs. Accepting the 
relationships without judgment facilitates adaptation to changing conditions and makes it 
easier to overcome problems faster. We can say that it strengthens business relations. 

In the literature, it is stated that conscious awareness decreases anxiety level and contributes 
to emotion regulation (Kısmetoğlu, 2019), increases resilience (Yavuz, 2019) and subjective 
well-being (Yılmam, 2019), increases optimism and life satisfaction (Özdoğan, 2018); It has 
been found to have a negative relationship with internet use (Şehidoğlu, 2014), online game 
addiction (Dönmez, 2018), and mobile phone addiction (Güner, 2019). According to these 
findings, it is seen that mindfulness leads to positive organizational behavior and is an 
important intervention method in reducing various types of addictions. 
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