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A B S T R A C T   

Workplace relational systems move the organizational processes therefore, the influence on 
employee work behavior is inevitable. Drawing on the relational systems and broaden & build 
theory, this study aimed to examine the impact of high-quality workplace relational systems and 
trait of mindfulness on employee work engagement. This study also posits that psychological 
capital mediates this relationship and negative affectivity plays a moderating role. Data was 
collected from 331 employees associated with the public and private sectors. PLS-SEM, Higher 
Component Modeling technique employed to analyze the data. Results showed a positive asso
ciation between high-quality workplace relational systems and mindfulness with employee work 
engagement. Data also support the mediating role of psychological capital. This study contributes 
to understanding the internal mechanism of how workplace relational systems and mindfulness 
affect work engagement through mediating effect of psychological capital. The findings of this 
study showed that high-quality workplace relational systems and mindfulness are workplace 
factors that induce employees’ work engagement. The present study advances the knowledge on 
the flourishment of the work environment. The findings of this study also contribute to further 
focusing research on the relational work environment in its response to employee behavioral 
dimension.   

1. Introduction 

In the recent era, academics and practitioners are more concerned about the employees’ work engagement due to its influencing 
impact on individual and organizational outcomes [1,2]. An extensive number of researchers explored the variety of factors influ
encing employee work engagement. Such as leadership style, workplace incivility, and human resource practices [1,3,4]. These studies 
only explain how these evolving workplace factors impede or improve employee work engagement. The present study focused on 
workplace relational systems, the less observant workplace factor. Workplace relational systems are a set of underlying formal and 
informal ties among employees [5]. Workplace relationships are a growing concern in the field of organizational behavior. A highly 
competitive and intense work environment has created a distance among employees [6,7]. Specifically, the recent pandemic COVID 19 
obstructed employee interaction that made the work environment more challenging for employees [8–10]. Contemporary studies 
highlighted that this intense and distant work environment aggravates employees’ psychological health [11,12] and their work 
engagement [13]. 

While the research identified that an adverse work environment disturbs employee work behavior [14–16], an extensive number of 

* Corresponding author. 
E-mail address: sumbulfayyaz721@gmail.com (S. Fiaz).  

Contents lists available at ScienceDirect 

Heliyon 

journal homepage: www.cell.com/heliyon 

https://doi.org/10.1016/j.heliyon.2023.e15523 
Received 21 October 2022; Received in revised form 10 April 2023; Accepted 12 April 2023   

mailto:sumbulfayyaz721@gmail.com
www.sciencedirect.com/science/journal/24058440
https://www.cell.com/heliyon
https://doi.org/10.1016/j.heliyon.2023.e15523
https://doi.org/10.1016/j.heliyon.2023.e15523
http://crossmark.crossref.org/dialog/?doi=10.1016/j.heliyon.2023.e15523&domain=pdf
https://doi.org/10.1016/j.heliyon.2023.e15523
http://creativecommons.org/licenses/by-nc-nd/4.0/


Heliyon 9 (2023) e15523

2

studies also highlighted that positive and supportive workplace relationships induce positive work behavior such as job satisfaction 
and work attachment [17,18]. Less attention has focused on understanding how high-quality workplace relational systems and 
mindfulness may induce employee work engagement. Some studies demonstrated that a supportive work environment positively 
affects employees’ work behavior such as engagement in work [19,20]. Studies also highlighted that mindfulness, and consciousness 
toward the present [21,22], shelter employees from negative factors. It reduces the vulnerability of the environment and increases 
sustainability [23,24], and helps to deal with crises [25]. The findings of these studies are explained based on speculation than 
empirical evidence. 

The present study aimed to seek new insight into the mechanism by which high-quality workplace relational systems and mind
fulness jointly relate to employee work engagement. The model of this study was drawn on relational systems theory [5], with a focus 
on positive workplace relational systems and employee work engagement, which incorporates the role of mindfulness and psycho
logical capital. This study explained how positive workplace relational systems and mindfulness enable employees to build their re
sources to deal with crises. Accordingly, these personal resources help employees to minimize the impact of negative workplace factors 
and develop their engagement with the work and work environment. Drawing on relational systems theory, this study hypothesized 
that the dimensions of positive workplace relational systems i.e., cohesion, flexibility, and communication, are positively associated 
with employee work engagement. Further positive workplace relational systems and mindfulness are theorized as positive workplace 
factors that build psychological capital. Negative affectivity is positioned as an emotional dimension of an individual’s personality that 
impacts the cognitional aspect of information interaction. It creates an attentional bias toward the threat, and interpret neutral 
messages as negative and profound memory structure that develop troubling experiences [26]. This study hypothesized that negative 
affectivity halts the positive effect of workplace relational systems and mindfulness and lessens the work engagement of employees. 
This study strives to make several contributions to the literature on workplace relationships and work engagement. First, this study 
empirically tested the assumption of the theory of relational systems that suggests, that high-quality work relationships keep em
ployees engaged with work [5,27]. For the first time this research, with the help of the dimensions of positive workplace relational 
systems described how positive relationships keep the employee engaged. This study calls attention to the role of stakeholders, such as 
the managers the development of a positive work environment. 

Secondly, this research broadens the scope of broadening & building theory by considering it to explain the hypothesized re
lationships. With the help of Broaden & Build theory, suggests the experience of positive emotions builds enduring personal resources 
that help to cope with crises and make individuals active and engaged [28–30]. This study proposed that positive workplace relational 
systems and mindfulness enable the employee to experience positive emotions, and build psychological capital. It is an evaluation of 
employee work engagement that is hypothesized as an outcome of positive workplace relationships and mindfulness. We are oblivious 
to existing research that has adopted this perspective to demarcate the mediating mechanism to test the relational systems theory. This 
is first study that has examined the novel mechanism with the perspective of relational systems theory. Also, this study extends the 
research on work engagement and associated anteceding factors. 

2. Theory and hypothesis 

While describing the role of positive workplace relationships in the organizational life of the employee, Kahn [31] identified the 
construct of positive workplace relational systems. With the help circumplex model of the marital and family system of Olson [32], 
describe the comprehensive view of positive relational systems. It consists of three-dimension, cohesion, flexibility, and communi
cation. Cohesion refers to the balanced distance among members [33,34]. Flexibility refers to the balance member maintains variation 
in their relationship. The communication dimension is explained as the way members communicate, respect level, and attention while 
coordinating with each other [35]. Positive relationships at work produce positive work-related outcomes [14,15]. Researchers also 
coincide that the experience of positive relationships at the workplace improves employees’ psychological health and enhances their 
attachment and engagement at work [17,18,36,37]. Positive relationships increase the coordination among teams, help them to 
overcome crises, and improve organizational life [17,31,38]. However, empirical research evidence on the outcomes of positive 
workplace relational systems is silent. Its long-term impact on employee work behavior, which this study has explained in the next 
section through the lens of broaden & build theory. 

2.1. High-quality relational system and work engagement 

Relational systems are the theoretical perspective that argues that workplace relationships are the fundamental factor in organi
zational life. These relationships shape employees’ work-related behaviors and attitudes [5,39]. Relational system theory proposes 
that high-quality relationships keep employees attached to their workplace. When employees feel anchored with the people working 
around them, they feel more connected to work, colleagues, and the organizational context in which they are doing it [38]. Further, 
this theory also proposes that these high-quality relationships create a specific set of holding behaviors that prevent the adverse effect 
of stress-inducing experiences at work [31,40]. In simple words, positive workplace relational systems keep employees committed and 
engaged. To explore how these relational systems labor at the workplace with the support of B&B theory present study put some effort 
into further explaining this phenomenon. 

Broaden and build theory is an influential conceptual paradigm that considers the landmark for the development of research on 
positive emotions [41]. The tenet of B&B theory is that the experience of positive emotions broadens individuals’ capabilities and 
enables them to build enduring personal resources through which individual become more active, resilient, and socially engaged 
[28–30]. Numerous studies have adopted the B&B theory, to explore the mechanism of positive emotional experience in different 
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settings [42–44]. The argument presented in these studies is that positive factors shield individuals from harm, enrich the experience 
and improve psychological health. 

Based on the assumptions of B&B theory present study presumes relational systems as a positive workplace aspect develops positive 
emotions within employees [42,45]. In turn, employees urge to build personal resources such as psychological capital. Personal re
sources make employees resilient to negative experiences, which creates an upward spiral of positive emotions. As a result, employee 
work engagement fosters and enables them to build further resources at work [46]. 

Workplace relationships are strongly associated with emotions [47]. Supportive workplace relations develop positive emotions 
within employees that affect the degree of attachment to work and the workplace [48,49]. The dimensions of relational systems at the 
workplace help employee overcome the crisis [31]. Literature on the relationship of relational systems with any other variable has not 
yet been empirically tested. The present research intends to describe the role of relational systems and mindfulness in developing 
positive organizational outcomes by getting support from the broaden and build theory [28]. Drawing on the second assumption of 
B&B theory this study argues that the presence of relational systems at the workplace develops positive emotions within employees 
that influence employee engagement at work. Based on available literature and theoretical support this study hypothesized as follows. 

H1. High-quality relational system positively affects employee work engagement 

2.2. Mindfulness and employee work engagement 

Studies highlighted the significance of mindfulness in a work setting as one of the strong stress-reducing constructs. Mindfulness 
helps the employee to deal with negative workplace factors such as burnout and produce positive emotions, improve work engage
ment, job satisfaction, and wellbeing [50–54]. Researchers defined mindfulness as a rational consciousness toward present events and 
experiences [21,22,55,56]. It is a strong predictor of positive emotions; a higher level of mindfulness predicts a higher level of positive 
emotions that increases optimism [57]. It has a reciprocal relationship with positive emotions, which creates an upward spiral of 
positive emotions [42,46]. Positive emotions enable employees to build resources that can be utilized to cope with destructive 
organizational factors and build further personal resources [58]. As a result employees’ work engagement increases [59]. While 
existing research described the role of positive emotions in the development of mindfulness and keeping employees engaged in work 
[60]. The literature lacks an explanation about how mindfulness may enhance the employees’ work engagement. Based on previous 
research and the second assumption of B&B theory this study argues that employee consciousness and attachment toward the present 
environment enhance employee work engagement. In light of the above argument, this study proposes the following hypothesis. 

H2. Mindfulness is positively related to employee work engagement 

2.3. The mediating role of psychological capital 

Anglin [61] described psychological capital as a fundamental psychological resource that optimizes the attitude and behavior of an 
individual [62,63]. It is described as an individual’s positive psychological state of development characterized by self-efficacy, 
optimism, hope, and resilience [63–66]. Self-efficacy is individuals’ assurance of their capabilities to successfully implement the 
required course of action for task attainment [67–69]. Optimism is a cognitive variable that refers as generalized favorable expec
tancies toward future events [70–72]. Hope is an emotional compound of cognitive, irrational, and affective elements that stimulate 
action and shapes thoughts and behavior [73,74]. Resilience is one’s adaptive behavioral capability to utilize resources and flourish 
even dealing with adverse circumstances [75–77]. Employee resilience is essential workplace behavior that predicts a positive 
workplace attitude such as job engagement [77,78] and work performance [79]. 

Existing studies described that positive emotions are the favorable behavioral and psychological reactions of individuals that repeal 
harming factors and enable the employee to build personal resources such as psychological capital [41,80,81]. The presence of 
psychological capital predicts positive workplace outcomes such as employee work engagement [58,82,83]. Employee Work 
engagement is the construct that measures the extent of employees’ focus, enthusiasm, commitment, passion, and involvement in work 
[84,85]. The research identified that presence of higher personal resources at work increase employee commitment and dedication 
[86] and keep employees engaged to work [87]. Existing literature has not explained the phenomenon through which psychological 
capital induces employee work engagement. 

The present study argued that employees with the resource-building ability efficiently cope with crises and negative factors at 
work. The level of engagement of these employees is higher as compared to the rest. Drawing on the second assumption of B&B theory, 
build hypothesis, this study hypothesized that the experience of positive emotions at work, due to the workplace relational system and 
mindfulness, empowers the employee to build psychological capital that fosters employee work engagement. Thus, the present study 
proposes the following hypothesis. 

H3. Psychological capital mediates the relationship between relational systems and employee work engagement 

H4. Psychological Capital positively mediates the relationship between mindfulness and employee work engagement 

2.4. The moderating role of negative affectivity 

Workplace relationships are a fundamental part of employees’ lives that are reciprocally related to the positive and negative axis of 
emotions [88,89]. The functionality of these relational systems depends on the participants of these systems [5]. Negative affectivity is 
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a personality variable, it is described as an individual’s tendency to experience negative emotions all the time and across the situation 
even in the absence of stress [90]. It can also be defined as an aversive, uncomfortable state of emotions and self-concept of the in
dividual in which a person feels anxiety, worry, depression fear, or anger [91–94]. Individuals with high negative affectivity tend to 
place themselves in situations where they encounter more stressors. When an individual with high negative affectivity experience 
high-quality relationships at work they are less likely to feel positivity. Conversely, employees with lower NA are more likely to 
experience positive emotions and build psychological capital [95,96], and their engagement in work increases [97]. Thus, an employee 
with a low level of negative affectivity is more responsive toward positive relational systems and consequently more likely to develop 
psychological capital and work engagement. Based on the above-mentioned arguments this suggests the moderated mediating effect. 
Specifically, due to negative affectivity’s moderating effect on the relationship between positive workplace relational systems and 
work engagement, negative affectivity mitigates the indirect effect of positive workplace relational systems on employee work 
engagement. 

H5. Negative affectivity moderates the positive relationship between relational systems and psychological capital, such that the 
relationship is weaker for a high negative affective employee than for lower negative affective employees. 

While the theory of positive emotions explains that the experience of positive emotions broadens awareness and builds resources, 
this theory explained the relationship between mindfulness and psychological capital [98]. Meanwhile, Negative affectivity is iden
tified as an inevitable personality trait that resists the effect of positive emotions. Negative affectivity is the stable tendency of a 
personality to experience negative emotions regardless of the situation [99]. It can be viewed as a contextual factor that stops em
ployees to experience positive emotions and building resources [41]. Taken together, this study proposes the moderated mediation 
model, specifically, this study proposes that highly negative affective employees are relatively resilient toward the experience of 
positive emotions and less likely to develop psychological capital and get engaged with their work. On the contrary, an employee with 
lower negative affectivity is more comfortable with the effect of relational systems and mindfulness, and creates engagement with their 
work. Accordingly, this study proposes the following hypothesis. 

H6. Negative affectivity moderates the positive relationship between mindfulness and psychological capital. 

3. Methodology 

Participants of this study were public and private sector employees across the industries in Pakistan. We understand that selection 
of survey subjects across the industry is very suitable for testing the hypothesis related to the relational system because every human 
system is relational and exists everywhere [100]. It is a general phenomenon across organizations. Therefore, data was gathered across 
the sectors to attain the generalizability of this research. 

The target population to collect data for this study is the employees of public and private sector employees across the sectors. 
Employees working within or with the groups or teams were eligible to participate in the survey. Data for this study was collected 
through a self-administered questionnaire. For data collection, we visited different public and private sector organizations. Approval 
was granted from the human resource department before approaching the organizations. Verbal consent took from participants before 
presenting the questionnaire to get a response. Data were collected only from respondents who willingly agreed to participate. Per
sonal contacts that were eligible (employed) to participate were also approached, and after getting permission, a web-based survey was 
sent to them. No information that can identify the respondent has been taken to keep the respondents’ anonymity, which was assured 
to participants while collecting data. Data were collected in two phases, a first phase response for half of the questionnaire items 
collected, and each questionnaire recorded with a unique bookmark. In the second phase, respondents were again approached after 
two weeks to get a response for the remaining questionnaire items and recorded their previous responses. While recording the second 
response, bookmarks were removed to keep the respondents’ anonymity, which was assured to participants while collecting data. For a 
web-based survey, the same procedure was used, but instead of bookmarks, their email addresses were collected with the consent of 
respondents. After collecting responses from both parties, their email addresses were removed from their response. After completing 
the data collection, all the responses were reviewed to check the data accuracy. It was also informed to the respondent that there were 
no right or wrong criteria for their responses and they were advised to respond honestly for each item. It is a procedural technique 
known as Reduced evaluation apprehension to avoid common method bias [101–103]. Further to avoid CMB common scale properties 
were also evaded and different anchor labels were used for different measures [104]. 

By following the guidelines of Lakens [105] this study employed G*power statistical tool to calculate the minimum sample size for 
data collection [106]. Based on cohen’s (1988) guidelines for effect size, this study selected a medium effect size that is widely 
considered by researchers [107]. At a medium effect size of 0.15 at a 95% confidence interval, 0.05 probability error, and 0.8 power, 
the calculator determined a minimum sample size of 103. 

A large sample size may lead to type II error, to evade the chances of error adequate sample size of around 300 should consider 
[108,109]. Altogether, 385 employees were approached, 147 through a web-based survey and 238 employees personally approached. 
As for the web-based survey, 128 responses were received. After completing the data collection, all the responses were reviewed to 
check the data accuracy. Questionnaires with missing responses were also considered. Items with missing responses were assigned with 
the mean of nearby value. After discarding the incomplete questionnaire, received via fieldwork, 203 valid surveys were retained for 
analysis. 

To test the hypothesis and analyze the direct, mediating, and moderating effect, this study employed a PLS-SEM approach for data 
analysis. This study followed the rules of thumb, which were also used as a comprehensive guideline proposed by Hair [110], and 
selected the PLS-SEM approach to test the hypothesized model. It is a robust approach that uses calibration mechanisms to transform 
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any non–normal data into normally distributed data. PLS-SEM is the preferred approach for the present study because its path model 
contains the formatively measured higher-order constructs [111]. Higher-order formative construct contains interrelated dimensions 
and exists in the multidimensional domain which can be conceptualized under overall abstraction [112,113]. It is easy to use formative 
and reflective constructs in PLS-SEM (Chin, 1998b). Since the hypothesized model of the present study contains the higher-order 
formative construct therefore PLS-SEM is the most appropriate approach for this study. 

The theoretical model of this study (see Fig. 1) contains the Reflective–Formative Hierarchical Component Model (HCM). Under 
Reflective – Formative HCM the Lower Order Components (LOC) are reflective and the Higher-order component (HOC) are formative. 
The two-stage approach i.e., measurement model and structural model considered to analyze the model [114]. It is recommended 
approach because it demonstrates the better parameter recovery of path pointing, from the independent variable to HOC and from 
HOC to the dependent variable [115–117]. Under the two-stage approach, the disjoint two-stage technique is employed because it 
permits the overall application of structural model assessment criteria [117,118]. Data were analyzed by using SmartPLS 3.3.5 version 
[119], a software package for PLS-SEM. 

3.1. Measures 

This study was conducted in Pakistan, the native language of Pakistan is Urdu, and officially, English is another primary language. 
Other than blue-collar jobs for which almost no education is needed, almost every employed person can read and understand English; 
therefore, it is not necessary to translate scales into the native language [120]. Demographic information was asked at the beginning of 
the question, so if the respondent feels comfortable with sharing their information. A further explanation of each employed construct is 
given below. 

Relational systems (RS). The construct of relational systems has not yet been empirically tested yet therefore as advised by Kahn [31] 
to measure the three dimensions of relational systems i.e. Balanced Cohesion (Coh), Balanced Flexibility (Flex), and Communication 
(Com), this study adapted 9 items of FACE IV (Family Adaptability and Cohesion Evaluation) Scale [35]. This scale is widely used by 
clinical researchers and therapists to distinguish between healthy and problematic families. All items were measured on a five-point 
Likert scale, 1 indicates strongly disagree, and 5 indicates strongly agree. Sample items include “My team member
s/colleagues/coworkers are supportive of each other during difficult times” and “My team members/colleagues/coworkers feel very 
close to each other”. 

Mindfulness (MF). To measure the mindfulness of participants of the study this study adopted the five items scale of Brown & Ryan 
[121]. All items were measured on a five-point Likert scale, 1 indicates strongly disagree, and 5 indicates strongly agree. Sample items 
include “I find it difficult to stay focused” and “I rushed through activities without being attentive to them”. 

Work Engagement (WE). To measure employee engagement with their work this study adopted the shorter version of the Utrecht 
Work Engagement Scale (UWES-9) consisting of 3 items developed by Schaufeli et al., [80]. All items were measured on a five-point 
Likert scale, 1 indicates strongly disagree, and 5 indicates strongly agree. Sample items include “I am enthusiastic about my job” and “I 
am immersed in my work”. 

Psychological capital (PsyCap). To measure psychological capital this study adopted 12 items scales developed by Kamei et al. [122]. 
This scale comprises four dimensions: self–efficacy (SE), hope (HP), resilience (RE), and optimism (OP), which contain two, four, three, 
and three items respectively. All items were measured on a five-point Likert scale, 1 indicates strongly disagree, and 5 indicates 
strongly agree. Sample items include “I usually take stressful things at work” and “I always look on the bright side of things regarding 
my job”. 

Negative Affectivity (NA). To measure the negative affectivity of respondents this study adopted the five items from the PANA 
(positive affect and negative affect) scale of Brief et al. [123]. Respondents were asked to indicate the extent to which they felt the 
defined emotions over the past weeks. All items were measured on a five-point Likert scale, 1 indicates strongly disagree, and 5 

Fig. 1. Theoretical framework.  
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indicates strongly agree. Sample items include “Scornful” and “Hostile”. 

4. Results 

4.1. Common method variance (CMV) 

The CMV in the data set of this study was assessed through the Correlation matrix procedure [124]. Through this procedure 
variance inflation factor (VIF) is generated for the latent variable [102]. As shown in Table 1 all the VIF values are less than 3.3 
indicating that the model was not contaminated by common method variance. 

4.2. Measurement model 

4.2.1. Stage 1 - measurement model for LOCs 
At first, this study evaluated the indicator loadings of constructs to assess the variance shared between the indicator and their 

respective construct [111]. As presented in Table 2 all the indicators’ loadings of constructs indicate that construct explains more than 
50% of the indicators’ variance. Reliability of constructs measured by composite reliability (CR). As reported in Table 2 CR values are 
higher than 0.70 which indicates good internal consistency. The convergent validity of constructs measured through Average Variance 
Extracted (AVE), as shown in Table 2 all the AVE values are greater than threshold values (which indicates that the construct explains 
more than 50% of the variance of its respective items. The measure of the discriminant validity Heterotrait-Monotrait Ratio (HTMT) 

Table 1 
Common method variance – full collinearity test.  

Items Coh Com Flex HP MF NA OP RE SE WE 

Coh  1.041 1.208 1.438 1.145 1.295 1.352 1.431 1.244 1.257 
Com 1.083  1.172 1.166 1.176 1.282 1.086 1.167 1.248 1.337 
Flex 1.150 1.064  1.362 1.072 1.266 1.306 1.333 1.169 1.146 
HP 1.576 1.547 1.378  1.378 1.033 1.621 1.460 1.556 1.543 
MF 1.020 1.163 1.158 1.159  1.249 1.032 1.091 1.225 1.344 
NA 1.114 1.091 1.178 1.027 1.116  1.035 1.119 1.085 1.143 
OP 1.303 1.129 1.251 1.292 1.070 1.092  1.285 1.248 1.318 
RE 1.337 1.060 1.420 1.435 1.046 1.182 1.289  1.361 1.555 
SE 1.491 1.633 1.122 1.661 1.558 1.611 1.633 1.496  1.611 
WE 1.496 1.463 1.029 1.439 1.403 1.302 1.490 1.445 1.439   

Table 2 
Convergent validity.  

Items Outer Loadings CR AVE 

MF1 0.851 0.905 0.761 
MF3 0.885 
MF4 0.881 
NA1 0.833 0.873 0.634 
NA2 0.838 
NA3 0.708 
NA5 0.798 
SE1 0.888 0.883 0.790 
SE2 0.890 
RE1 0.869 0.783 0.540 
RE2 0.742 
HP1 0.787 0.789 0.653 
HP2 0.790 
HP3 0.634 
OP1 0.770 0.787 0.649 
OP2 0.840 
Coh1 0.723 0.813 0.687 
Coh2 0.923 
Flx1 0.896 0.871 0.772 
Flx2 0.861 
Com1 0.887 0.896 0.812 
Com2 0.915 
WE1 0.814 0.828 0.616 
WE2 0.816 
WE3 0.721  
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criterion has been used. As shown in Table 3 HTMT values of each construct are less than 0.85 which represents that in the structural 
model each construct is distinct from other constructs and participants distinctly understood and respond to each latent variable. 

4.2.2. Stage 2 - measurement model for HOCs 
At this stage, a latent variable score of only LOCs was obtained from the first stage results and used as a formative indicator for 

HOCs to create an HCM. The detection of multicollinearity issues is verified by the variance inflation factor (VIF), it is suggested that 
the value for VIF should be close to or less than 3 [111]. As presented in Table 5, the VIF values of all indicators indicate the absence of 
multicollinearity. The contribution of formative indicators for construct scores is measured through the size and significance of in
dicator weights. Bootstrapping is used to evaluate the significance of indicator weight. The acceptable level of significance is but in the 
case of a small sample size, the significance level is justifiable [125]. Table 4 shows all the LOCs that are required level of significance 
except flexibility (0.066). In stage 2 the final step is to assess the absolute contribution of formative indicators through indicator 
loading. As per Table 4, all the indicator loading is significant and which shows that all the indicators are important for construct 
formation. 

Table 3 
Discriminant validity.  

HTMT Coh Com Flx HP MF NA OP RE SE WE 

Coh           
Com 0.131          
Flx 0.811 0.107         
HP 0.468 0.169 0.276        
MF 0.063 0.556 0.071 0.215       
NA 0.301 0.307 0.284 0.099 0.278      
OP 0.365 0.097 0.154 0.799 0.112 0.199     
RE 0.426 0.142 0.332 0.813 0.17 0.185 0.821    
SE 0.35 0.316 0.191 0.83 0.303 0.092 0.595 0.561   
WE 0.208 0.222 0.072 0.838 0.263 0.115 0.685 0.435 0.698   

Table 4 
Validity of HOC.  

HOC LOCs Indicator Weight T Statistics P value P value VIF 

RS Coh 0.846 5.471 0.000 0.000 1.347 
Flx 0.172 0.786 0.066 0.001 1.355 
Com 0.622 3.709 0.000 0.000 1.007 

PsyCap SE 0.613 6.162 0.000 0.000 1.440 
HP 0.427 4.883 0.000 0.000 1.520 
RE 0.167 0.508 0.036 0.000 1.409 
OP 0.244 2.620 0.004 0.000 1.295  

Table 5 
Multicollinearity assessment.  

Indicators VIF 

Coh 1.347 
Com 1.007 
Flx 1.355 
HP 1.520 
OP 1.295 
RE 1.409 
SE 1.440 
MF1 2.218 
MF3 2.287 
MF4 1.799 
NA1 2.402 
NA2 2.246 
NA3 1.833 
NA4 1.643 
NA5 1.426 
WE1 1.438 
WE2 1.471 
WE3 1.220  
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4.3. Structural model 

4.3.1. Assessment of multicollinearity problem 
The first step in the assessment of the structure model is to determine the multicollinearity problem. As shown in Table 5 all the VIF 

values are less than 3 (threshold value) which indicates that the multicollinearity issue is not present in the model. 

4.3.2. Hypothesis testing 
In the second stage, this study runs bootstrapping (10,000 subsamples, one-tailed) and measures the size and significance of the 

path coefficient to evaluate the hypothesized relationship among constructs (Fig. 2). The value of the path coefficient should be at least 
0.1 to support the proposed relationship between two variables [110]. As presented in Table 6 except moderating effect all the hy
potheses are supported at a 95% confidence level with path coefficient greater than 0.1, that supports the appropriateness of the 
hypothesized model. Specifically, the findings of this study show that high-quality relational systems are positively related to em
ployees’ work engagement, supporting H1. Mindfulness is positively related to employees’ work engagement, validating H2. The 
indirect effect of relational systems on employees’ work engagement via PsyCap was supporting H3. It shows that PsyCap strongly and 
significantly mediates the relationship between relational systems and employee work engagement. The indirect effect of mindfulness 

Table 6 
Hypothesis testing.  

Relationships    C–I    

Stand. Err t – stats. 5% 95% P Values Decision 

Direct Effect        
RS - > WE 0.282 0.065 2.785 0.279 0.295 0.003 Supported 
MF - > WE 0.161 0.055 2.922 0.070 0.250 0.002 Supported 
PsyCap - > WE 0.574 0.046 12.567 0.501 0.651 0.000 Supported 
Mediating Effect       
RS - > PsyCap - > WE 0.487 0.042 4.445 0.118 0.256 0.000 Supported 
MF - > PsyCap - > WE 0.278 0.037 3.124 0.018 0.137 0.007 Supported 
Moderating Effect       
RS*NA - > PsyCap − 0.156 0.194 0.807 − 0.185 0.081 0.210 Not Supported 
MF*NA - > PsyCap − 0.049 0.076 0.649 − 0.236 0.257 0.258 Not Supported  

Table 7 
PLS predict.  

Items MAE PLS (MAE) - LM (MAE) Q2_predict 

SE − 0.017 0.115 
RE − 0.032 0.008 
HP − 0.01 0.053 
OP − 0.004 0.005 
WE2 − 0.011 0.035 
WE1 − 0.013 0.043 
WE3 − 0.019 0.008  

Fig. 2. Structure model.  
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on employee work engagement via PsyCap was, supporting H4. PsyCap significantly mediates the relationship between relational 
systems and employee work engagement. As presented in the table moderating effect was insignificant H5 and H6 were not supportive. 
There is no moderating effect identified between the relationship between relational systems and employee work engagement. 

The third step in structural model assessment is to measure the coefficient of determination R2 to describe the explanatory power of 
the model [126]. In research of behavioral science R2 values are not enough to rely on, theoretical reasoning plays a vital role to 
describe the perfectness of the model [127]. The predictive power of the model (R2) is 0.35 at a 95% level of significance. PLS – Predict 
criterion employed to measure the predictive ability of the model. It is the robust out–of–sample approach that assesses the predictive 
ability of the model in another setting [126,128]. As presented in Table 7 all the values are above zero and better than naïve values that 
allow interpreting MAE outcomes. According to the guideline, all the values are lesser than the naïve LM benchmark indicates the 
model has high predictive power. 

5. Discussion 

Both external and internal factors play a vital role in shaping the employees work behavior such as employee work performance, 
turnover intention, organizational citizenship behavior and work engagement. Meanwhile these internal and external factors also help 
in controlling work behavior. In order to control and shape the employee work behavior it is essential to have a clear understanding 
about how these factors impacts the certain work behavior. This study identified two most important and ignored workplace factors 
that significantly influence the employee workplace behavior. Relational systems are external positive workplace factors that can 
affect employees’ organizational life and work behavior. Whereas, mindfulness is employees’ internal ability that may also have a 
considerable influence on different aspects of employees’ organizational life. This study examined a model to describe how workplace 
relational systems and mindfulness jointly related to employees’ work engagement. Drawing on relational systems and broadening & 
building theory, this study explored how employee work-related outcome i.e., work engagement is associated with relational systems 
and mindfulness through PsyCap. Further, this study proposed and examined negative affectivity, a personality trait, as a moderator of 
mediated relationships. The findings of this study provided serval conclusions. The findings of this study identified PsyCap as a positive 
psychological factor that serves to explain the relationship between relational systems, mindfulness, and work engagement. 

This study considered relational systems as an external factor that influences employees’ work behavior. Specifically, this study 
explained that when employees experience high-quality workplace relational systems at the time of crisis, positive emotions are 
incurred within them and enable them to develop their resources. So, these resources help them to cope with the crises. The empirical 
analysis of this study provides support to an argument based on the theory of relational systems [5,39]. Along with external factors, 
this study also accounted for the internal factor i.e., mindfulness. This study also described that presence of ability of mindfulness 
shield employees from crises and help them to grow personal resources. This finding contrast with the existing studies that claims 
mindfulness does not help employee to cope with stress during crises [129] This study found that employee work engagement is 
strongly associated with employees’ PsyCap which is in line with the findings of existing studies [58,82,83]. It transmits the positive 
effects of relational systems and mindfulness to increase their engagement in work. Hence, there is no moderating effect of negative 
affectivity identified. Which is in line with finding of existing studies that claims PsyCap protects employee from negative factors 
[130]. This indicates that the presence of positive external and internal factors neglects the effect of negative personality traits that 
support the arguments of researchers related to mindfulness [21,22,55,56]. Presence of positive workplace relational systems halts the 
development of negative behavior with in employees. In sum, findings support the proposition of this study that, supportive 
high-quality workplace relational systems and mindfulness develop positive emotions within employees and allow them to build 
personal resources i.e., PsyCap. This development of PsyCap makes employees optimist toward their work and workplace in turn their 
work engagement increases. 

6. Conclusion 

Drawing on relational systems theory and B&B theory the findings of this study identified the positive effect of workplace relational 
systems and mindfulness toward employee work engagement. PsyCap acts as mediating factor that channels the positive effect of 
mindfulness and relational systems to foster work engagement. Taken together, the results extend the relational systems theory by 
demonstrating the importance of high-quality relational systems and understanding how they manifest and relate to employee work 
engagement. Furthermore, the results also highlighted the importance of mindfulness. 

6.1. Theoretical contribution and managerial implication 

By linking relational systems, mindfulness, and work engagement for the first time, this study contributes to the literature on 
relational systems and mindfulness. This study examined how relational systems and mindfulness contributes to employees’ work 
lives. Studies argued that relational systems already exist everywhere [31,100]. Whereas their functionality depends on the partici
pants of the system [5]. Studies also argued that the presence of different patterns of relationships at the workplace influences em
ployees’ work engagement [17,36]. But these studies did not explain the evolvement of these relationships and their workplace 
outcomes. Since relational systems are a considerable but unexplored workplace factor, therefore, this study adds to the existing 
literature by demonstrating that high-quality relational systems, a positive workplace factor, encourage employees’ work engagement. 

This study makes multiple contributions by providing theoretical explanation and empirical evidence for how high-quality 
workplace relational systems and mindfulness has a positive effect on employees’ personal and organizational lives. Supporting 
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relational systems theory, this study found that at the time of crisis high-quality workplace relational systems act to augment optimistic 
behavior toward the work environment and predict employee work engagement. Which is in line with the findings of existing research 
which explained that healthy workplace relational systems strengthen employee bonding with the workplace [31,131]. 

Hypothesized model of this study articulates the new area of inquiry for relational systems theory [5] by investigating the 
development of employees’ resources due to the positive effect of the relational systems. Further extending the application of B&B 
theory this study also explained how PsyCap positively affects employee work engagement as well as mediates the effect of PsyCap on 
the relationship between workplace relational systems and work engagement. The existing literature on PsyCap paid much attention to 
its anteceding and outcomes, it is needed to understand the underlying mediating mechanism of PsyCap on work-related outcomes 
[132,133]. This study addressed the literature gap by examining the mediating role of PsyCap. The empirical analysis of this study 
supported the mediating mechanism of PsyCap and its positive influence on workplace outcomes i.e., work engagement. 

A wide number of researches examined the different aspects of work relationships [17,48,134]. Such as how positive, negative, or 
supportive workplace relationships affect employees’ work lives [17,135]. This study first time examined the workplace relational 
systems theory from the perspective of the circumplex model [32]. Also, extend the application of B&B to describe the mechanism of 
how relational systems and mindfulness jointly influence work engagement via PsyCap. Earlier circumplex model was widely utilized 
in the field of psychology, treatment of marital family systems, and stress [136–138]. This study makes an important contribution to 
the literature by implementing the circumplex model for marital and family systems [32] in the organizational setting as well as 
utilizing the assessment tool FACE – Family Adaptability and Cohesion Evaluation scale [35] to measure the relational systems at the 
workplace. This study also adds to the paucity of research by exploring the relationship between workplace relational systems and 
mindfulness with employee work engagement. 

From a managerial perspective, the results of this study identified workplace relational systems as a positive workplace factor that 
alleviate the harmful effect of crises and another work-related negative factor. This suggests that managers or supervisors should 
encourage cohesion among team members. Providing a flexible work environment enables them to resolve their individual as well as 
team crises through communication. Managers should also foster high-quality relational systems at work because it keeps them 
engaged in their work and workplace. Mindfulness is also identified as an employee-related positive factor that highly influences 
employee participation in work. Organizations should arrange training sessions for employees to increase their mindfulness. 

6.2. Limitations and future direction 

Ike existing studies this study also has some considerable limitations that need to be addressed in future. First limitation was due to 
undocumented employed population characteristic dependency on Human resource department for approaching the respondents. 
There is a possibility that researcher missed out the most relevant respondent. Second limitation was researcher employed the sug
gested scale i.e., FACE IV to measure the relational systems. The future studies may consider this limitation and develop scale to 
measure the underlying workplace relational systems. While present research divulges the model of the relationship between positive 
workplace relational systems, mindfulness, and work engagement, it also highlighted several potentially interesting future research 
directions. The future researcher should broaden the scope, considering the rest three dimensions of the circumplex model [137] to 
measure the absence of relational systems in the workplace. By understanding how an isolated work environment will impact the 
employee work behavior. Further, explore its relation with other work or organization-related factors such as work-to-family conflict, 
perceived organizational politics, work performance, etc. The limitation is, that this study failed to prove that moderating effect of 
negative affectivity in the existing setting. The future researcher may consider the hypothesized model to replicate in another setting to 
examine the significance of moderating effect. Studies may consider the moderating role of negative affectivity, social distancing, and 
industry role. 
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