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ABSTRACT

The aim of this study is to analyze the relationship between self-care activities (mindfulness and physical exercise) and
the use of personal and work resources and their relationship with well-being. The sample consisted of 294 workers
recruited from 20 organizations from different socioeconomic sectors in Spain. Results showed that mindfulness is
positively related to well-being through the mediating role of work resources and personal resources. However, whereas
personal resources showed a full mediating role in the hypothesized model, work resources did not show a significant
relationship with mindfulness. Finally, results showed positive and significant relationships between the mindfulness
x physical exercise interaction and all the dependent variables, and also the interaction between physical exercise and
mindfulness had a significant effect on each of these three dependent variables.

El autocuidado en el trabajo es importante: como los recursos personales y del
puesto median entre el autocuidado y el bienestar psicologico

RESUMEN

El objetivo de este estudio es analizar la relacién entre las actividades de autocuidado (mindfulnessy ejercicio fisico) y el uso
de recursos personales y laborales y su relacion con el bienestar. La muestra esta formada por 294 trabajadores contratados
de 20 organizaciones de diferentes sectores socioecondémicos en Espafia. Los resultados muestran que el mindfulness se
relaciona positivamente con el bienestar a través del papel mediador de los recursos laborales y personales. Sin embargo,
mientras que los Gltimos muestran un papel mediador completo en el modelo hipotético, los primeros no muestran una
relacién significativa con el mindfulness. Finalmente, los resultados presentan una relacién positiva y significativa entre la
interaccién mindfulness-ejercicio fisico y todas las variables dependiente; igualmente la interaccion entre ejercicio fisico y
mindfulness tiene un efecto significativo en cada una de estas tres variables dependientes.

In recent years, a growing amount of attention has been paid to
workers’ self-care, especially in people who care for and assist others
in their daily work (Wise et al., 2012). In fact, self-care is even an
ethical responsibility for mental health professionals. For example,
the American Psychological Association’s Ethics Code (American
Psychological Association, 2017) states that psychologists strive to be
aware of the possible effects of their own physical and mental health
on the ability to help those with whom they work. Moreover, with
the growth of positive psychology, self-care has been increasingly
emphasized as a means of enhancing well-being.

Inwork settings, people are the core of organization, and employees
with high levels of well-being are crucial for organizational life. Thus,
caring for their emotional, physical, and psychological health really
matters. Organizations can implement different practices and job

resources (e.g., work family balance programs, wellness, and well-
being protocols, transparent communication channels) to cultivate
well-being (Salanova, 2021). Furthermore, also the employees can
self-implement different deliberate activities to cultivate their own
well-being. Although there is considerable research on healthy
organizational practices (Acosta et al.,, 2019; Alfes et al., 2012), self-
care practices and their effects on individuals’ well-being have been
explored less and seem to be a relevant topic in psychosocial research
(Rupert & Dorociak, 2019).

A sustained effort to promote a culture of self-care in healthcare
professionals can be seen throughout the scientific literature (Depner
et al.,, 2020; Jiang et al., 2020), as well as in specialized books with
suggestions and tips for improving self-care (Baker, 2003). However,
there is still a gap in the literature about the role of self-care
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activities in other fields or types of employees (i.e., non-healthcare
organizations). The current challenge is to identify the activities that
have the greatest impact on the psychosocial health of employees,
considering that each self-care strategy is unique and personal and
depends on multiple individual and contextual factors. Furthermore,
in the opinion of Rupert and Dorociak (2019), it is also important
to identify the most effective self-care behaviors within the work
context for maintaining personal and professional well-being while
dealing with work demands.

Psychosocial well-being at work has been related to work demands
and the job and personal resources of workers. Two models have
been essential to understand the role of personal resources in well-
being at work: the Conservation of Resources theory (COR) (Hobfoll,
2012) and the Job Demands-Resources Model (Bakker & Demerouti,
2017). In this context, self-care activities can act as personal resources
to cope with work demands and increase well-being (Callan et al.,
2020).

On the one hand, the Conservation of Resources theory (COR)
(Hobfoll, 1989; 2012) proposes that resources can be objects,
conditions, energies, and personal characteristics. This theory predicts
that people who obtain more resources will be able to cope better
with diversities and, thus, create a gain spiral and show less stress
than people who have a worse supply of resources. Therefore, people
who use more resources will have greater well-being (Hobfoll et al.,
2018). On the other hand, according to the Job Demands-Resources
Model (JD-R) (Bakker & Demerouti, 2017), employee well-being is
highly influenced by individual and organizational factors, such as
job demands and resources, which are associated with employee
motivation and job performance. Job demands refer to physical,
psychological, social, or organizational aspects of the job that require
sustained physical and/or psychological effort, whereas job resources
refer to physical, psychological, social, or organizational aspects of
work that can be useful to achieve objectives, reduce job demands and
the associated physiological and psychological costs, and stimulate
growth and personal development. Bakker and Demerouti (2017) also
incorporate personal resources, which consist of the psychological
capital (e.g., emotional and mental competences) built up in order
to successfully adapt to the environment. These personal resources
can be instrumental in coping with demands, managing stress, and
promoting a healthy work environment. Additionally, the JD-R model
contemplates actions employees take based on their job demands
and resources (e.g., job crafting, self-undermining, self-care).

Work context is quite complex, and there are many interactive
variables related to personal and professional well-being. In this
relationship, it is essential to consider the effect of personal and
job resources on well-being. Self-care activities can act as personal
resources or interact with them. Each person uses these activities for
his/her own benefit.

Based on this reality and drawing on the COR and JD-R theories,
we examine the role of self-care activities in workers’ well-being
through the mediation role of job and personal resources. Few
studies have been carried out on activities and behaviors, such as
self-care activities, that can increase the appropriate use of job and
personal resources. Bakker and Demerouti (2017) point out the im-
portance of some actions that workers carry out in relation to their
resources, such as self-care activities. Our proposal can help to un-
derstand the role of self-care activities in achieving a more positive
perception of the work environment, obtaining better resources,
and increasing workers’ well-being. Self-care activities, such as
mindfulness, facilitate the positive perception of job and personal
resources through a cognitive and emotional mechanism. These
positive emotional and cognitive states resulting from self-care ac-
tivities favor the optimal use of resources, which, in turn, affects
well-being. When workers perform self-care activities, they make
better use of their resources to respond to demands and, thus, in-
crease their well-being. Therefore, the aim of this study is to show

the positive relationship between self-care activities and the use of
resources and workers’ well-being. We analyze the role of self-care
activities in well-being through the mediation of job and personal
resources in a sample of workers from organizations from different
socioeconomic sectors.

Self-Care and Self-care Activities

Myers and colleagues (Myers et al., 2012) define self-care as the
conscious participation in behaviors that maintain and promote
physical, emotional, and psychological well-being. In other words,
it refers to a set of activities people perform, such as mindfulness,
seeking social support, and physical activity, to maintain and
improve their life, health, and well-being. Thus, self-care involves
different dimensions of personal and professional life, and contains
an intentionality component, a decision to engage in specific
activities or behaviors (Wise et al., 2012) that involves self-reflection
and adaptation to one’s changing needs. Hence, self-care is a
multidimensional, multifaceted process of purposeful engagement in
strategies that promote healthy functioning and enhance well-being.

This definition implies potential activities, such as healthy
nutrition, exercise, mindfulness, maintaining a good sleep schedule,
engaging in hobbies or leisurely activities, and using adaptive
coping strategies (Carrol et al., 1999). All these activities involve a
purposeful effort to engage in them in order to maintain well-being.
These activities are not only able to enhance well-being, but can also
reduce unwell being. In this line, Zahniser et al. (2017) conceptualize
self-care as an anti-stress mechanism, and research has found that
reducing stress increases job performance. In a way, self-care is the
process of actively initiating a method to promote well-being (Bressi
& Vaden, 2017).

Research has also shown a positive relationship between self-care
and positive outcomes, such as less psychological distress and greater
life satisfaction, among others. In a meta-analysis, Colman et al. (2016)
found that people who practiced self-care activities (mindfulness,
seeking social support, or other self-care activities) experienced
more benefits (i.e., self-compassion, decreased psychological distress,
and greater life satisfaction) than people who did not. Myers et al.
(2012), in a research with a sample of 488 people, using multiple
regression analysis, indicated that self-care activities, such as sleep
hygiene, social support, emotion regulation, and acceptance within
a mindfulness framework, were significantly related to decreased
levels of perceived stress.

Some of the most important self-care activities used in research
are mindfulness and physical exercise activities (Colman et al.,
2016). On the one hand, mindfulness can be defined as a form of
awareness that stems from paying attention to the present moment
in a nonjudgmental and accepting manner (Bishop et al., 2004).
Effective mindfulness programs include breathing, body scan, anti-
stress, and self-compassion practices, among others (Coo & Salanova,
2018), and different studies provide evidence that the development
of mindfulness leads to positive affect and cognition, which are
key aspects of well-being. Mindfulness plays a crucial role in the
achievement of positive results related to well-being (Depner et
al., 2020; Garland et al., 2017); therefore, it is a key variable in the
present study.

On the other hand, the term physical exercise will be used to
refer to voluntary physical activity (Ndgel et al., 2015). Physical
exercise is “a subset of planned, structured, and repetitive physical
activity with the ultimate or intermediate goal of improving
or maintaining physical fitness” (Caspersen et al., 1985 p. 128).
Different activities can be considered physical exercise if they meet
the voluntary requirement. In this study, activities of running,
walking, cycling, etc. were included. It is widely understood that
physical activity improves individual health and well-being (Biddle
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et al., 2019; Piercy et al., 2018). Physical exercise sustained in
time leads to a series of physical benefits, such as improvements
in cardiorespiratory functions and, therefore, less risk of
cardiovascular diseases (Després, 2016).

Self-Care and Psychological Well-being

From Positive Psychology, the study of psychological well-being
has been addressed not only to improve the negative aspects, (e.g.,
anxiety, depression, or burnout), but also to enhance the positive
aspects (e.g., self-efficacy, work engagement, resilience) (Salanova
et al.,, 2019). Furthermore, Ryan and Deci (2001) noted that two
types of psychological well-being can be differentiated: hedonic and
eudaimonic well-being. Hedonic well-being involves ‘feeling good’,
and the concept most frequently used to measure it is subjective
well-being, which consists of high levels of positive affect and life
satisfaction along with low levels of negative affect. Also Salanova
et al. (2019) understand employee well-being to refer to the level
of positive psychological resources of workers with a high degree
of control and a positive impact on organizational results such as
performance. Some indicators of well-being in healthy workers are
efficacy beliefs, work engagement, vertical and horizontal trust, and
resilience.

Efficacy beliefs are defined as “beliefs about one’s ability to
organize and implement courses of action necessary to produce
certain achievements or results” (Bandura, 1997 p. 3), and could be
considered a dimension of “cognitive well-being” (Diener & Emmons,
1984). Work engagement is defined as a key indicator of employee
well-being, specifically “organizational well-being” at different
levels (individual, group, leader, and organization), as well a core
dimension of a healthy organization, as in the Healthy and Resilient
Organization (HERO) Model (Salanova et al., 2012; Salanova et al.,
2019). Thus, employees with high levels of work engagement (i.e.,
vigor, dedication, and absorption) are characterized by a positive
pattern of psychological well-being at work. Team engagement or
collective engagement exists at different levels in organizations
(Salanova et al.,, 2003) and is an indicator of a healthy organization.
Research views trust as a relevant psychological construct related to
psychological well-being. It is defined by Mayer et al. (1995) as “the
willingness of one party to be vulnerable to the actions of another
party based on the expectation that the other party will perform a
particular action important to the trustor, irrespective of the ability
to monitor or control the other party” (p. 712). Trust can be vertical
(aggregated levels of trust that employees have in their supervisors
and top managers) and/or horizontal (aggregated levels of trust that
team members have in their fellow teammates; Pefialver et al., 2019).
Finally, resilience is considered a relevant dimension of employee
well-being (Salanova et al., 2012). Resilience is usually defined as a
person’s ability to recover after a traumatic situation or experience
(Tugade et al., 2004). From a positive psychology perspective, much
of the research focuses on well-being and the adaptation of responses
to stress based on resilience (Denovan et al., 2016). Resilience is an
important personal factor that can help individuals to deal with day-
to-day exhaustion and stress.

The self-care activities have been related to well-being.
Considering voluntary physical exercise and mindfulness as self-care
activities, we highlight the work by Nagel et al. (2015), who make it
clear that employees who do physical exercise after a stressful day
have higher levels of well-being than those who do not. In addition,
physical exercise has emotional effects. Positive affective states are
important antecedents of results related to work and success (llies &
Judge, 2005; Lyubomirsky et al., 2005; Tsai, 2007). After an exhausting
day at work, when affective states could be deteriorated, it is crucial
for employees to do activities such as PE in their free time to restore
these affects. Team sports have also received significant attention,

showing the benefits of team sports on health and well-being
(Reinboth & Duda, 2006). Some studies even analyze the relationship
between physical activity and health and well-being depending on
the type of physical activity and intensity (Klussman et al., 2021).

Various studies have highlighted physical exercise as an important
behavior for health and well-being and this is the reason for including
it as another key variable in our research. For example, Gil-Beltran,
Meneghel, et al. (2020), in a sample of 319 employees (156 sedentary
and 163 non-sedentary employees), showed that non-sedentary
employees are more empathetic and absorbed in their jobs than
sedentary ones. Similarly, in another study with a sample of 485
workers from different Spanish and Latin American companies,
Gil-Beltran, Llorens, et al. (2020) showed that physical exercise is
related to higher levels of vigor, which in turn is positively related to
organizational well-being. Doing physical exercise seems to create a
process of recovering and obtaining more resources, according to the
COR theory, which makes workers experience greater well-being at
work.

Likewise, Hiilsheger et al. (2013) showed that mindfulness
improves job satisfaction, and Coo and Salanova (2018) found that
employees who completed a structured mindfulness program
obtained significant growth in their levels of happiness, work
engagement, and performance. More recently, Martin-Hernandez et
al. (2020) indicated that workers who increased their mindfulness
capacity when facing job demands were more innovative in the
future. Moreover, in a meta-analysis about the efficacy of self-care
programs carried out by Colman et al. (2016) results showed that
programs that focused on life satisfaction and self-compassion
obtained better results than those that focused only on reducing
stress, although the results of the latter were also positively
significant. In summary, self-care activities (physical exercise and
mindfulness) are positively related to well-being. These results
indicate that self-care activities can help people to improve their
self-perception and feel more effective due to having a greater
flow of (job and personal) resources with which to positively face
moments of greater stress.

The Present Study

As stated above, each self-care strategy is unique and personal and
depends on multiple individual and contextual factors. Therefore, it
is important to study each self-care activity separately to find out
its effect on the psychosocial health of workers. Some of the most
important self-care activities used in research are mindfulness and
physical exercise activities (Colman et al., 2016). In our case, we focus
on these two activities. We pay attention to two self-care activities
related to two different aspects of health. Physical activity is mainly
related to physiological health, whereas mindfulness activities are
related to psychosocial health. In addition, these two activities can be
carried out without supervision, and workers can record and measure
them. No specific research has been found that reports the mediating
role of job and personal resources in the relationship between self-
care and well-being, although there are isolated studies, mentioned
above, on the impact of mindfulness and physical activities on well-
being. Moreover, the scientific literature has emphasized the impact
of self-care programs on healthcare workers. However, there is still
a gap to fill in the study of self-care for the promotion of well-being
in other occupational sectors, such as the industrial, commercial,
NGO, and public administration sectors, among others. For this
reason, our purpose is to address this issue in workers from different
socioeconomics sectors: services, productive, commercial, education,
and health.

The main objective of this study is to test the mediating role of job/
personal resources in the relationship between self-care activities
(mindfulness and physical exercise) and psychological well-being.
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Based on the above, we formulate the following hypotheses (see
Figure 1 and Figure 2):

H1: There is a positive and significant relationship between
mindfulness activities and psychological well-being through the
mediating role of job resources.

H2: There is a positive and significant relationship between
mindfulness activities and psychological well-being through the
mediating role of personal resources.

H3: There is a positive and significant relationship between
physical exercise activities and psychological well-being through
the mediating role of job resources.

H4: There is a positive and significant relationship between
physical exercise activities and psychological well-being through
the mediating role of personal resources.

As a complementary approach, we go a step further and test an
interaction hypothesis to determine whether the effects of each
self-care activity (mindfulness, physical exercise) on the dependent
variables (personal resources, job resource, well-being) are
independent or interactive (mindfulness x physical exercise).

H5: There is a two-way interaction effect of mindfulness x
physical exercise on personal resources, job resources, and we-
11-being.

Method
Participants and Procedure

A total of 622 workers from Spain were invited to participate in the
study. Participation was voluntary, and the final sample consisted of
294 participants (47.27%) from 20 private organizations. Participants
ranged in age from 18 to 69 years (18-24 age range = 5.8%, 25-34 age
range = 25.8%, 35-44 age range = 30.3%, 45-54 age range = 29.55, > 54
=9.5%); 52% were female.

The average age was 41 years old (SD = 9.9), average tenure
time was 10.04 years (SD = 9.58). Participants were recruited from
different organizations that belonged to different socioeconomic
sectors: services (45%), productive (30%), commercial (13%),
education (9%), and health (3%). Job positions were diverse: CEOs
(3.84%), directors (16%), department heads (9%), coordinators
(9.8%), administrative (18%), secretaries (6.5%), teachers (5%),
among other positions.

Procedure

This study is part of a broader project called “People Who Shine”
(PWS), which is a non-profit association that brings together 46
Spanish organizations committed to promoting health and well-
being at work. This project is divided into three main stages:
organizational diagnosis, implementation of healthy practices, and
solidarity collaboration with NGOs. To be part of this association, it
is necessary to implement all the stages. The organizational diagnosis
stage was carried out by the research team of this study.

The procedure followed different steps. First, 46 organizations
from the PWS association were contacted and invited to participate
voluntarily in the validation process of a tool for the identification
of psychosocial factors developed by the WANT research team.
Finally, 20 organizations filled out the questionnaires, and employees
reported the self-care activities required by the study (56% sample
mortality). Data collection consisted of identifying stakeholders
from each organization who were representative in terms of gender,
age, position held, hierarchy, and seniority. Second, semi-structured
interviews were carried out by researchers from the WANT research
team at the Universitat Jaume I, evaluating quantitative and
qualitative aspects of the variables (i.e., job and personal resources
and psychological well-being). The stakeholders who provided data

on their organization were informed that participation was voluntary
and that data would be protected according to the General Data
Protection Regulation (EU) 2016/679. The Ethics Committee of the
University approved this study.

Third, workers from the PWS organizations were invited to
voluntarily use a mobile phone app called Run to the Moon. Through
this app, employees can access different mindfulness exercises and
record physical activities. The purpose of this mobile phone app is to
foster healthy habits and good practices through technological and
collaborative resources that improve quality of life in participants and
in the organization in general. Run to the moon app is available on 10S
and Android store. This smartphone application was easy to use, and
it was exclusively for the employees who worked in organizations
included in the People who Shine association.

Finally, participants were informed that the data obtained
from their recorded self-care activities (mindfulness and physical
exercise) through the Run to the Moon app would be analyzed
only for scientific purposes and under the confidential and ethical-
professional commitment of the researchers.

Measures
Mindfulness Activities

Mindfulness was measured with the Run to the Moon mobile
app. This smartphone application delivers short daily activities
based on mindfulness practices, which include breathing, body
scan, anti-stress, self-care, and various activities. Practice audio
files could be used every day, and lasted from 5 to 30 minutes.
Mindfulness activities were recorded in the span of one year, and
recording activities were based on the amount of time spent. We
evaluated the time invested in these activities by the user of the
Run to the Moon app.

Physical Exercise Activities

Physical exercise activities were measured with the Run to the
Moon mobile app. This mobile app worked as a record sheet of
physical activities such as walking, biking, running, and various
physical exercises. The physical activities were recorded during a
period of one year and were evaluated based on the time invested in
these activities by the user of the app.

The participating organizations of the People Who Shine
partnership invited their employees to use the app and record their
physical exercises and mindfulness activities. For this study, it was
considered the sum of the minutes recorded of the mindfulness
and physical activities of each organization.

Job Resources

Job resources were measured with the Healthy and Resilient
Organization (HERO) questionnaire (Salanova et al,, 2012). The
responses range from 1 (never) to 6 (always), and the scale
includes five items: autonomy, feedback, social support climate,
coordination, and positive leadership (i.e., “Degree to which
people are coordinated with each other to act in work situations”;
coordination).

Personal Resources

Personal resources were measured with the Healthy and
Resilient Organization (HERO) questionnaire (Salanova et al,,
2012). The responses range from 1 (never) to 6 (always), and the
scale includes two items: mental competence and emotional
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Table 1. Means, Standard Deviations, Internal Consistency, and Inter-correlations of the Study Variables (N = 294)
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Variables M SD o 1 2 3 4 5 6 7

1. Age 40.67 10.28 - - - - - - -

2. Gender 1.52 0.50 - .01 - - - - -

3. Tenure 10.04 9.58 - .61** -.03 - - - -

4. Mindfulness 27.65 43.36 78 14* -.06 -.01 - - -

5. Physical Activity 168.50 72.52 72 18** -.05 .03 .26%* - -

6. Job Resources 4.52 0.87 .66 -.05 .04 -.06 .09* -.03 -

7. Personal Resources 4.36 0.79 .70 -.04 -.01 -.09 A1 -.02 A48 -

8. Well-being 4,60 0.77 .80 -.06 .05 -.07 12* 01 67 59**

**p<.01.

competence (i.e., “Degree to which employees feel they have the
emotional competence to cope with the job demands”; emotional
competence).

Well-being

Well-being was measured with the HERO questionnaire
(Salanova et al., 2012). Responses range from 1 (never) to 6 (always),
and the scale includes five items: collective efficacy, commitment,
vertical trust, horizontal trust, and resilience (i.e., “Degree to which
both you and the organization are able to emerge stronger in the
face of adversity and failures at work”; resilience).

Statistical Analyses

First, descriptive statistics (e.g., means, standard deviations,
and Cronbach’s alpha coefficients) were calculated, in addition
to the bivariate correlations between all the variables, using IBM
SPSS Statistics 25.0 package. Second, Harman's single-factor test
(Podsakoff et al., 2003) was applied with confirmatory factor analysis
for the study variables (mindfulness, physical exercise, job resources,
personal resources, and well-being), using the SPSS AMOS 23.0
[analyses of moment structures] (Arbuckle, 2010) software package
to test for possible common method variance bias.

Third, structural equation modelling (SEM) was applied to test
the structural relations in the hypothesized models using AMOS.
The maximum likelihood method was used, and the goodness of fit

of each model was determined by considering absolute and relative
indices (Schermelleh-Engel et al., 2003): %2, x?/df, incremental fit
index (IFI), comparative fit index (CFI), normed fit index (NFI), root
mean square error of approximation (RMSEA), standardized root-
mean-square residual (SRMR), and Akaike information criterion
(AIC). Furthermore, the product of coefficients method (MacKinnon
et al., 2002) was employed to test the mediation hypothesis.

Results
Preliminary Analyses

Table 1 shows means, standard deviations, Cronbach’s «
indices, and Pearson’s correlations among the study variables.
Data show positive relationships between mindfulness activities
and resources and well-being, whereas physical exercise activities
do not show significant relationships with resources or well-
being. A one-factor ANOVA did not reveal any significant gender,
age, or tenure differences in the study variables. Next, results of
preliminary data analyses revealed a significantly poorer fit of the
Harman single-factor model to the study variables (See Table 2, MO;
Podsakoff et al., 2003). Therefore, common method variance cannot
be considered a serious deficiency in this dataset. Additionally, the
same analysis was performed to compare a single-factor model of
(job and personal) resource subdimensions with a bifactorial model
(job and personal resources separately). Results indicated a poor fit
of the single factor model to the data, x2(14) = 64.533, p < .001,

Autonomy Feedback

Climate
Support

Positive

Coordination Leadership

Mental
Competence

Figure 1. Research Model 1.

Collective
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RMSEA-= .11, IFI = .87, CFI = .87, NFI = .85, TLI = .81, AIC = 92.53, and a
good fit of the two-factor model, x2(13) = 23.435, p <.001, RMSEA=
.05, IFI = .97, CFI = .97, NFI = .95, TLI = .96, AIC = 53.43, as expected.

Model Fit: Structural Equation Modelling

Mindfulness, job resources, personal resources, and well-being
are represented as latent variables in the structural model shown
in Figure 1. Following James et al. (2006), different models were
tested to verify the hypotheses. Our research model (M1) assumes
that job resources and personal resources play full mediating roles
in the relationship between mindfulness activities and well-being.
The results in Table 2 show that M1 presented an acceptable fit to
the data, and that almost all the fit indices met the criteria. The path
from mindfulness to job resources was positive, but not statistically
significant (B = .09, p = .19, ns). The path from mindfulness to
personal resources was positive and statistically significant (g = .14,
p <.05), as was the path from job resources to well-being (g =.81, p
<.05) and from personal resources to well-being (p = .49, p <.001).
Furthermore, the sociodemographic variables age, gender, and
tenure were included in the initial SEM model as control variables.
Upon examination, none of them showed significant relationships
with the dependent variables (job resources, personal resources,
and well-being), and so they were excluded from further models.

Next, a new model (M2) was developed that proposes that
job resources and personal resources play partial mediating roles
between mindfulness and well-being, which means that there is
also a direct relationship between mindfulness and well-being.
The results indicate that, although M2 also fits the data, given
that most of the fit indices met the criteria, the data fit M1 better,
and most of the relationships between the variables in M2 were
not significant. Specifically, the path from mindfulness to job
resources was positive, but not significant (g = .07, p = .31, ns), as
was the path from mindfulness to personal resources (§ = .12, p =
.06, ns) and from mindfulness to well-being (g = .05, p = .28, ns).
Although the difference between the two models (M1 and M2)
was not significant, Ay> M2-M1(2) = 517, ns, M1 showed significant
relationships between the variables. Thus, we opted for our research
model (M1), which assumes that mindfulness is positively related
to well-being through the full mediating role of job resources and

personal resources. However, whereas personal resources showed
a full mediating role in the hypothesized model, job resources did
not show a significant relationship with mindfulness. These results
ruled out our Hypotheses 1 and confirmed our Hypothesis 2.

Furthermore, the structural model for Hypotheses 3 and 4,
shown in Figure 2, consisted of physical exercise, job resources,
personal resources, and well-being, which are represented as latent
variables. Our research model (M3) proposes that job resources
and personal resources play full mediating roles in the relationship
between physical exercise and well-being. The results presented in
Table 2 show that M3 did not fit the data, and that not all the fit
indices met the criteria. Additionally, although the relationships
between the variables were positive, neither the path from physical
exercise to job resources (f = .02, p = .63) nor the relationship
between physical exercise and personal resources (f = .04, p =.28)
was statistically significant.

Next, another model was developed (M4) that assumes that
job resources and personal resources play partial mediating roles
between physical exercise and well-being, which means that there
is also a direct relationship between physical exercise and well-
being. Results indicate that this new model did not fit the data,
and that most of the relationships between the variables were not
statistically significant, specifically the path from physical exercise
to job resources (B =.009, p =.79, ns), physical exercise to personal
resources (B = .05, p = .30, ns), and physical exercise to well-being
(B =.02, p = .47, ns). These results did not confirm our Hypotheses
3 and 4.

Table 2. Fit Indices of the Structural Equation Models

Model 7 df RMSEA [IF CFl  NFI TL AIC
MO 2288363 179 21 66 66 .64 .60 243433
M1 289491 111 .07 97 96 95 .95 407.491
M2 288.974 110 .07 96 96 94 95 408.359
M3 430.249 98 A1 .81 .81 g7 77 538.249
M4 429584 97 11 .81 .81 g7 77 539.584

Note. MO = Harman's single factor test; M1 = Model 1; M2 = Model 2; M3 = Model 3;
M4 = Model 4.

Based on MacKinnon et al. (2002), the product of coefficients
method was estimated to test the mediation hypotheses for H2. The
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mediated effect of personal resources in the relationship between
mindfulness and well-being was statistically significant (P =Z_ -
Z, = 24.14, p < .05). This result suggests a full mediation effect of
personal resources, thus supporting H2.

Interactive Effect

To determine whether the effects of each self-care activity
(mindfulness, physical exercise) on the dependent variables (personal
resources, job resources, well-being) are independent or interactive
(mindfulness x physical exercise), we tested an interaction hypothesis
(H5) via linear regression. We expected a two-way interaction effect
of mindfulness x physical exercise on the dependent variables. That
is, the combination of practicing mindfulness and physical exercise
activities would enhance personal resources, job resources, and well-
being.

A centering methodology was used to reduce multicollinearity.
Thus, each independent variable was centered, followed by
the creation of a new centered product variable by multiplying
mindfulness and physical exercise. Next, bivariate correlations
among the study variables were calculated, and the results showed
positive and significant relationships between the centered
mindfulness-physical exercise interaction and all the dependent
variables (personal resources = .13, p < .05; job resources = .12, p
< .05; well-being = .15, p < .05). With these results, we proceeded
to carry out linear regression analysis to determine to what degree
the centered mindfulness-physical exercise interaction variable
contributes to each dependent variable. Results revealed that this
interaction variable was a significant predictor of personal resources
(R?>=.017, 8 = .13, p < .05), job resources (R?> = .014, p = .12, p <.05),
and well-being (R? = .024, p = .15, p < .05) in our research model.
This means that the interaction between physical exercise and
mindfulness has a significant effect on each of these three variables.
Following Cohen (1983) and Jaccard et al., (1990), regression lines
were drawn separately for each regression equation to interpret
the relationship between mindfulness, physical exercise, and our
dependent variables at high levels (+1 SD) and low levels (-1 SD) of
the moderator variable.

Discussion

Based on the COR (Hobfoll, 1989; 2012) and JD-R (Bakker &
Demerouti, 2017) models, we examined in the current study the
mediating role of self-care activities (i.e., mindfulness and physical
exercise) and the use of personal and work resources and their
relationship with well-being. In other words, we proposed job
resources and personal resources as mediators in the relationship
between self-care activities and well-being.

More and more attention is paid to the self-care of workers
because its relationship with well-being and performance has been
shown. Specifically, the present study draws on the Conservation
of Resources Theory (COR) (Hobfoll, 1989, 2012) and the Job
Demands-Resources Model (JD-R) (Bakker & Demerouti, 2017) to
test the mediating role of job resources and personal resources
in our research model. Therefore, our purpose was to study the
complexity of the effect of job resources and personal resources on
the well-being of workers.

Theoretical and Practical Implications

From a theoretical point of view, this study expands the
investigation of the COR model (Hobfoll, 1989) and the JD-R model
(Bakker & Demerouti, 2017; Demerouti et al., 2001) by providing
evidence that personal resources, such as emotional and mental
competence, are mediators in the relationship between mindfulness,

self-care activities, and well-being at the workplace. Thus, a new
aspect of the relationship between resources and well-being is
shown by knowing variables that activate and make resources more
effective.

From a practical point of view, our results provide evidence for
promoting and implementing self-care activities, such as mindfulness,
which at the same time are related to a better perception of job and
personal resources and better well-being-related outcomes. These
positive practices may contribute to promoting healthy organizations
and providing evidence about useful digital tools (i.e., Run on the
Moon app) for organizations that want to optimize healthy self-care
practices in the work environment.

Therefore, it is important to study each self-care activity in order
to determine its effect on workers wellbeing. In our case, we focused
on physical exercise activities and mindfulness activities. The results
led to different conclusions about each self-care activity. Regarding
mindfulness activities, our results confirm the proposed hypotheses,
although in a specific way. Personal resources are mediators in the
relationship between mindfulness self-care activities and workers’
well-being. There is a positive relationship between mindfulness
activities and personal resources and between the latter and well-
being. In addition, we found a full mediation because it cancels the
direct relationship between mindfulness activities and well-being.
This result is interesting given that mindfulness care activities involve
mental, cognitive, and emotional processes and are related to personal
resources and these to well-being through a total mediation. This
mediation reveals the effect process of mindfulness activities on the
dependent variables. However, job resources are not mediators in the
relationship between mindfulness activities and workers’ well-being.
Mindfulness activities show a positive relationship with well-being,
but job resources do not intervene in this relationship. These results
have important practical implications for practitioners, because the
promotion of well-being can come from mindfulness activities when
workers have personal resources. But this relationship does not occur
in the case of job resources. Our results show different results for
each self-care activity and are important for scientific development
and the practice of professionals. Given that a study of the direct
relationship between self-care activities and well-being would be
incomplete, it is important to analyze the effect of the mediating
variables. Considering mediating variables involves identifying
specific aspects that might affect the relationship. In the case of
resources, considering general effects of “resources” could produce
unrealistic results. Therefore, we analyzed the differential effects of
each type of resource (job and personal).

Regarding physical exercise activities, we were not able to establish
arelationship between these activities and the use of job and personal
resources. The relationship between these activities and well-
being was not significant either. Therefore, we cannot confirm the
hypotheses about the potential effect of physical exercise activities on
resources as a way to increase well-being. However, it is important to
keep in mind that our study was carried out with a sample of workers
from different socioeconomic sectors: commercial, education,
productive, health, and services. Our results are not consistent with
previous studies carried out with samples of workers who care for
and assist others in their daily work, which obtained positive effects
of physical exercise on well-being (Gil-Beltran, Meneghel, et al. 2020;
Ndgel et al., 2015). We think it is important to study the specific
effects of self-care activities in different occupations with different
demands and working conditions.

However, our Hypothesis 5 was confirmed, suggesting that
there is a significant effect of physical exercise on the dependent
variables (personal resources, job resources, well-being) when
it is combined with the practice of mindfulness. This result is in
line with the self-care literature, which sustain that self-care is a
multidimensional process of engagement in strategies of personal
and professional life (i.e., mindfulness and physical exercise) that
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promote healthy functioning (Wise et al., 2012). This idea suggests
that mindfulness and physical exercise should be combined, and
thus interact in a synergetic way to have a greater impact on coping
with work demands, using resources and enhancing employee well-
being, than independently (Callan et al., 2020). Furthermore, these
results are consistent with the meta-analysis conducted by Colman,
et al. (2016), which highlighted mindfulness and physical activities
as the self-care activities more closely related to well-being. These
findings also support the complexity of the COR and JD-R models,
since considering the interaction between variables is fundamental
to knowing the antecedents of well-being.

Limitations and Future Research

Some limitations of this study must be acknowledged. First,
the groups of people who participated were not randomly chosen
because the organizations sent a general invitation to all the workers.
The second limitation is that it is a cross-sectional study. Finally, we
think that the use of digital technologies can discriminate the sample
based on the skills of using technology. Future studies should include
longitudinal designs in order to compare the effects of practicing
self-care activities at different times, using pre-post measurement
points and randomized controlled trials with experimental and
(waiting list)-control assignments. Moreover, the use of diary studies
could be interesting for future studies in order to obtain relevant
information about the psychological mechanisms underlying the
use of self-care activities that can influence the outcome variables.
Finally, replications with smartphone Apps are welcome, in order to
include the use of other self-care activities, such as social support,
gratitude interventions, optimism increment, as well as diverse
physical exercises, and analyze their impact on various organizational
outcomes such as organizational commitment and in-role and extra-
role performance, among others.

Final Note

In conclusion, self-care activities have a different effect on the well-
being of workers depending on the work context. Physical exercise
activities, which have been shown to have benefits for the well-
being of care workers in past studies (Gil-Beltran, Meneghel, et al.,
2020; Négel et al., 2015), do not show this relationship with the well-
being of workers in the socioeconomic sectors included in this study.
Mindfulness activities show a positive and significant relationship
with well-being, and this relationship is even more powerful when
the mediated effect of personal resources is considered. However, the
more powerful driver of workers’ well-being is just the interaction
between the body (physical activity) and the mind (mindfulness) as
we demonstrated in the current study and that could be replicated in
future research. Mind (mindfulness) and body (physical exercise) are
potential drivers of wellbeing when they work in an interaction way.
Thus, when physical exercise interacts with mindfulness activities,
they are positively and significantly related to job and personal
resource variables and to well-being. These interaction results are
very important and show the convenience of analyzing the effect
of each of the self-care activities on well-being and going one step
further by also analyzing the interaction between them.
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